The HR Reset: Healing the
Fracture Between Employers

and Employees

How HR can rebuild trust, meet evolving expectations and realign the

workplace




The Great Workplace Fracture

The signs are everywhere...

Growing disengagement. Silent resignations. Simmering resentment. Increasing friction
between what employers want and what employees expect.

This is the Great Workplace Fracture, where post-pandemic shifts in values, working styles
and expectations have disrupted relationships between organizations and their teams.

® Disengagement and attrition cost a median-sized S&P 500 company between

$228 million and $355 million annually in lost productivity, according to recent

McKinsey research.

Employees increasingly seek meaning, autonomy and psychological safety. Yet leaders
face challenges in retention, productivity and evolving workforce needs.

Quiet Quitting Quiet Cutting

Doing the bare minimum required Moving employees to undesirable roles
Resenteeism Quiet Cracking

Staying but harboring growing resentment Gradual unraveling of engagement

It's not just about performance. It's a crisis in trust.

Let's explore the causes of the rift, the consequences and what HR professionals can do to bridge the divide and build stronger, more aligned workplaces.



What's Driving the Disconnect?

The gap between employers and employees isn't just philosophical—it's structural, emotional and strategic.

The Impact Among those witnessing quiet cutting, 62% report

negative feelings toward their employer.
Eroded morale and loyalty

Lost trust leading to attrition

Negative feelings toward employers

When people feel disconnected from values, unsupported by leaders and unsure about their future, disengagement isn't
defiance; it's self-preservation.



Resenteeism and Quiet Cracking: What They Look Like

New buzzwords for familiar issues.

Resenteeism Quiet Cracking
Resenteeism refers to employees who stay in their roles but harbor Quiet cracking is the gradual unraveling of engagement. It happens
growing resentment. They aren't invested in change, but they when people:

haven't left either.

Overwhelmed with New Feeling Isolated No Clear Path Forward
Responsibilities .

P Feel isolated, unseen or unsupported. Don't see a path to success or
Are thrown into new responsibilities growth.

without training.

/N The danger? These employees are physically present but emotionally checked out—undermining morale and dragging down
productivity. These behaviors reflect systemic cultural fractures, not individual failures.



Trust Is Eroding, and Workplace Health Suffers

Trustis the foundation of high-performing teams—but it's in short supply.

11 70%

Year Low Question HR

Gallup reports employee engagement has sunk to an 11-vear low Forbes notes over 70% of workers increasingly question whether HR serves
their interests

When trust breaks down, the impact is significant:
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Productivity Plummets Innovation Stalls

Disengaged employees contribute less and impact team performance Creative thinking requires psychological safety and trust
Q N

Turnover Rises Toxic Culture Takes Root

Good employees leave when they lose faith in leadership Negative behaviors spread when trust is absent

Employees stop speaking up. Managers become more rigid, and HR reacts to symptoms rather than addressing the underlying problems.

To rebuild trust, HR must become a bridge—not a buffer—between leadership and employees.
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The Role of HR in Rebuilding Trust

HR has never been more essential—or more challenged. To close the trust gap, HR must lead with transparency, empathy, and

meaningful action:

01

Build open, real-time
communication

Don't wait for engagement surveys.
Create real-time feedback loops and
safe spaces for employees and
temporary staff to voice concerns and
share ideas. Show that you're listening
by acting on what you hear.
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Align policies with values

If your mission emphasizes work-life balance, ensure that
your PTO policy, scheduling practices, and deadlines reflect
this value. Don't just "talk the talk”; walk it.
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Invest in real growth and
development

Career stagnation leads to
disengagement. Offer training, coaching
and clear development paths across
every role. 86% of employees value

professional development, but only 54%
are getting it.
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Address concerns promptly and
personally

Skip the HR scripts and impersonal
replies. When someone raises an issue,
respond with empathy and concrete
solutions.

Embed equity into culture

Conduct regular equity audits and create transparent
promotion pathways. Fair treatment across all levels helps

people feel valued and understood.



Evaluating the Reset With Data and Metrics

Once trust-building steps are underway, you must monitor their impact and surface any emerging cracks.

Key metrics HR should track:
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Internal Mobility Rates Wellness Program Participation Cross-Departmental Feedback

A lack of upward or lateral movement may Low usage might indicate poor Peer insights from across teams can
reflect stalled growth, unclear career paths, communication or a deeperissue, such as a uncover friction, siloed communication or
or disengagement. culture that discourages self-care. gaps in inclusivity and collaboration.
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Managerial Responsiveness Scores Stay Interview Patterns

Track how often and how meaningfully Trends in feedback received in these

managers respond to employee concerns. interviews can indicate unclear expectations

Responsiveness is a proxy for psychological ~ or common pain points.
safety.

These insights don't replace empathy; they enhance it. By connecting data with human insight, HR can shift from a reactive to a proactive
approach, ensuring that the trust they're rebuilding continues to grow.



Prioritizing Mental Health and Preventing Burnout

Trust won't flourish in an environment where people are barely holding on. Supporting mental health and preventing burnout mu st be a foundational part of the culture.

Here's how HR can encourage a truly supportive workplace:

Make mental health part of daily conversation

Train leaders to ask, "How's your energy level?" or
"What support would help right now?"

Offer meaningful support—and track its use
use

Ensure EAPs, mental health days and peer
resources are available, accessible, and respected.
Monitor usage and employee feedback to improve

access.

When employees feel mentally safe and supported, they're more productive, which is expected, but they are also more loyal,

creative and resilient.

Design roles for long-term sustainability

Consider not just hours—but emotional labor, task
clarity, and necessary resources. Adjust job design
where needed.

Watch for early burnout signals

Track increased absenteeism, after-hours working
trends or dips in collaboration—intervening before a
crisis.

© Mental health isn't just a wellness goal; it's a core business strategy.

Set clear boundaries

Normalize respect for PTO, discourage off-hours
emailing and build recovery time into workflows.




Strategic Role of Staffing Partners

Do you trust your staffing partner to do more than fill job orders?
A strategic staffing partner can help rebuild trust, enhance employee engagement and build a strong company culture.

They're on the front lines of your culture, hearing feedback from temporary staff, noticing patterns in turnover and identify ing gaps

before they become costly problems.

Sentiment Pulse Checks Culture-Driven Onboarding Manager Coaching Support
Collect feedback from temporary talent Reinforce values, clarify expectations, Help deliver concise training on timely
on support, alignment and workload— and humanize the new hire feedback, early recognition, and
unearthing early warning signs. experience—setting people up from day detecting disengagement. 66.6% of
one. managers say they need clearer role

understanding and coaching support.

() Questions To Ask Your Staffing Partner

1. What feedback are candidates sharing that we might be missing?
Can we build soft-skills scorecards or engagement surveys together?
Are your recruiters spotting any patterns in why people ghost or stay?

How can we better assess for culture and values compatibility?
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Have you seen successful creative engagement strategies elsewhere that we can adapt/adopt?



HR Action Items You Can Start Today

Ready to act? Start here:
Co-create an Engagement Playbook Launch a 30/60/90 Trust Tracker
Define engagement expectations for all roles and standardize measurement across Set milestones with your staffing partner to check alignment, uncover unmet expectations
permanent and temp employees. and tailor onboarding or coaching to meet your needs quickly.
Add Stay Interviews to Staffing Strategy Track Your Actions & Results
Ask your staffing partner for their impartial perspective. They can conduct or analyze Use our HR Reset Action Checklist [link] to check off each step in your reset plan. The best
interviews, especially those for contingent staff, and offer high-quality, honest feedback. plans are the ones you put into action!

Make Your Staffing Firm Part of the Solution

Your staffing partner isn't just here to fill roles; they're on the front lines of your culture every day. When you treat them as a strategic advisor, you gain insights, innovation and
impact you can't get anywhere else.

Moving Forward Together

The employer-employee relationship may be strained, but with effort and strategy, it can be repaired.

By acknowledging the disconnect, addressing the root causes and making the most of strategic partnerships, HR professionals can build workplaces grounded in trust where people show up engaged.

HR Reset Action Checklist

Rebuilding Trust Starts With Smal| Strategic Steps. Are you on track? Use this checklist as your guide:

Communication Policy & Culture Alignment

O Establish real-time, two-way feedback channels O Audit policies for consistency with company values

O Empower safe spaces for anonymous employee input O Ensure equity in flexibility, promotions and workloads
Growth & Development Strategic Staffing Partnerships

O Offer clear training and advancement paths O Collaborate on onboarding, engagement and stay interviews
O Recognize and reward contributions—especially from temp staff O Use pulse checks and recruiter insights to spot trends early

O Train front-line managers with practical coaching modules

Human Response

O Personalize responses to employee concerns
O Encourage empathy-first HR interactions
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