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EXECUTIVE 
SUMMARY
Workforce transitions are a test of leadership. 
Layoffs are again in the headlines and trust 
in institutions is fragile. U.S. employers 
announced 62,075 job cuts in July 2025, a 
sharp increase both month over month and year 
over year, with year-to-date cuts running well 
ahead of 2024. It is a reminder that readiness is 
not optional. When reductions in force become 
necessary, the way an organization plans, 
communicates, and supports people before, 
during, and after notification day determines 
far more than short-term savings. It shapes 
culture, productivity, employer brand, and 
the organization’s ability to hire and grow 
strategically. In one national survey, 83% of 
respondents said that offering outplacement 
improves their opinion of a company. This is 
evidence that respectful support resonates 
beyond those directly affected.

This white paper presents a practical, 
people‑first approach for outplacement 
readiness: assess risk early, pre-vet your 
provider, build a confidential plan, train leaders 
to communicate respectfully, and pre-load 
resources so support activates on day one. 
Executed well, this approach protects dignity 
and compliance, reduces disruption for the 
teams who remain, and speeds business 
recovery.

Meridian Resources has guided organizations 
through every phase of this cycle, from quiet 
scenario planning to large-scale deployments. 
Across contexts, one finding holds: readiness 
is the single greatest predictor of humane 
experiences for employees and resilient 
performance for employers. The time to prepare 
is before you need it. Brand effects are real: 
employers perceived to treat people well see 
materially stronger candidate interest and 
response, reinforcing why humane transitions 
protect future hiring momentum. Since the 
NLRB’s 2023 McLaren Macomb decision, legal 
interpretations of severance confidentiality and 
non-disparagement have evolved. This is a 
practical cue to refresh templates rather than 
recycle legacy language.

VOLATILITY, 
VISIBILITY, 
AND THE 
TRUST GAP 
These decisions play out in public view, and 
the 2025 Edelman Trust Barometer shows 
employees still trust “my employer” more than 
other institutions. At the same time, broader 
leadership trust is softening, which raises the 
stakes for how separations are handled.

The operating environment is noisy: 
rebalanced strategies, cost discipline, AI-
driven reconfiguration of roles, and policy 
shifts. Stakeholders such as employees, 
candidates, customers, and communities 
see and remember how employers act under 
stress. Today’s reductions play out on public 
stages like social platforms, employer-review 
sites, and private networks where your future 
candidates are listening. In this environment, 
outplacement is no longer a discretionary 
perk. It is a strategic safeguard that protects 
reputation and preserves the conditions for 
growth.

Two forces make readiness urgent. First, 
announcement volumes remain elevated in 
many sectors. Second, trust is fragile. Leaders 
can’t afford ad‑hoc, last‑minute approaches 
that increase risk, create inconsistent 
employee experiences, and damage the 
employer brand.



READINESS: 
FIVE MOVES THAT CHANGE 
OUTCOMES

Assess risk factors early.

Map financial thresholds, business milestones, and operational triggers that might require 
workforce changes over the next 12 months. Include legal and compliance guardrails such 
as federal and state notice rules, adverse-impact analyses, and vendor data-protection 
requirements so your plan stays within the lines when pressure rises.

Vet and select your outplacement provider in advance. 
Negotiate scope, service levels, data security, and executive vs. hourly deliverables before you 
need them. Ask for comprehensive participant platforms, coach access across time zones, and 
clear reporting, ensuring support is equitable and measurable across populations.

Build a confidential plan. 
Establish a small, cross-functional core team (for example: HR, Legal, Comms, IT, Security, and 
a senior business sponsor) operating under a strict need-to-know protocol. Draft notification-
day choreography, FAQs, template scripts, and a digital resource hub employees can access 
immediately. When determining who will be impacted, keep in mind that internal mobility and 
skills marketplaces are an essential resource as employers emphasize redeployment. At the 
same time, AI adoption across HR workflows continues to accelerate, creating two forces that 
will shape how organizations plan and support transitions in the year ahead.

Train leaders to communicate respectfully. 
Managers are the face of the organization in moments that matter. Rehearsed, compassionate 
delivery is essential; ambiguity is not. Equip leaders to handle questions, respond to emotion, 
and avoid unhelpful improvisation.

Pre‑load resources for rapid activation. 
Activate outplacement enrollments the moment notifications occur; don’t wait for ‘later this 
week.’ Ensure detailed outplacement program descriptions are included in separation packets 
employees receive at notification. 
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TWO PATHS, TWO OUTCOMES: 
PLANNING AHEAD VS. RACING 
THE CLOCK
Consider two organizations facing similar headcount reductions. Company A planned months in 
advance: its provider was pre‑vetted; scripts, letters, and FAQs were ready; leaders were trained; and 
employees received same‑day access to coaches and tools. Notifications were concise and humane. 
Employees departed with clarity, dignity, and immediate support. Remaining teams saw leaders keep 
commitments and return to business faster.

Company B waited. Contracting, configuration, and content creation consumed critical days. Managers 
improvised messaging, creating inconsistent experiences and avoidable risks. Departing employees 
waited several days for access to support; rumors filled gaps; productivity and trust eroded. Recovery 
took months longer. Both reductions reduced costs. Only one preserved credibility.



WHAT ‘PEOPLE‑FIRST’ 
OUTPLACEMENT LOOKS 
LIKE IN PRACTICE

Personalized and equitable.

Executives, managers, hourly 
employees, and interns need different 

things, but everyone deserves 
immediate access and a clear path 

forward. Think coach matching
based on goals, industry, and 

function, not job title. 

Transparent by default.

Clear explanations about why the 
change is happening, what support is 
available, and how to access it reduce 
speculation and protect culture. When 
leaders treat people like adults, they 

earn the credibility they’ll need to rehire 
tomorrow.

Coach‑led and tech‑enabled. 

Digital tools accelerate resumes, 
profiles, networking, and applications; 

skilled coaches provide strategy, 
accountability, and emotional 

steadiness. While both matter, coaching 
is ultimately the resource that 

leads to success.

Designed for real life.

Support must be designed for remote 
delivery. It should accommodate varying 

schedules and care responsibilities, 
and it should integrate with industry, 

function, and local labor‑market realities.



COMPLIANCE IS 
CULTURE IN ACTION
A humane process is also a compliant one. Effective plans align 
with federal and state notice requirements, non‑discrimination laws, 
and current guidance on severance terms. They also anticipate how 
evolving case law and agency positions may influence confidentiality 
and non‑disparagement language. Readiness means your legal, 
HR, and communications teams are aligned before decisions are 
announced, not after.



MEASUREMENT: 
PROVING VALUE 
BEYOND GOOD 
INTENTIONS
Measure outcomes. Track enrollment and activation 
speed, coaching engagement, time-to-first-interview, 
and time-to-reemployment. Pair these with internal 
organizational stability indicators such as employee-
relations caseloads, attrition in critical roles, and 
short-term productivity in affected teams. Review the 
trends quarterly to refine your transition playbook and 
brief executive leaders with evidence, not anecdotes. 
Actual time-to-reemployment remains a meaningful 
barometer. Recent market commentary placed average 
searches near the five-month mark in 2025, with 
senior roles often taking longer. This underscores 
the importance of same-day activation and sustained 
coaching engagement.

THE BOARD’S 
ROLE: HUMAN 
CAPITAL RISK 
AND READINESS
Boards increasingly expect management to 
demonstrate preparedness for workforce transitions 
as part of human‑capital risk oversight. A robust 
outplacement readiness plan signals that leadership 
treats people decisions with the same rigor as financial 
and cybersecurity risks. It also provides a clear 
narrative for investors and regulators about how the 
organization manages inevitable change responsibly.



THE NEXT 12 MONTHS: 
WHAT TO PREPARE FOR

Meridian Resources partners with clients to operationalize this readiness calmly, confidentially, and quickly, so 
when the moment arrives, you already know what to do.

Internal talent 
marketplaces and ‘quiet 
hiring’ will keep rising, 

because redeployment 
beats replacement.

AI will continue to 
recompose work, 

prompting reskilling 
and role redesign.

Legal and regulatory 
interpretations around severance, 

confidentiality, and notice will 
continue to evolve. Organizations 

that prepare now will navigate 
these currents with less turbulence.

Candidates will be 
increasingly selective, and 

the story you tell about 
how you treat people will 
travel further and faster. 

CONCLUSION
Readiness is a structured process, not a binder on a shelf, so assess organizational risk early. Vet your 
provider. Build a confidential plan. Train leaders. Pre‑load resources for day one. Do these five things, and 
you will do right by people while protecting performance, reputation, and momentum. That is what it means to 
lead with both head and heart.


