Kubler Ross – Individuals & Change





Kubler-Ross 5 stages of grieving (1969)



Shock or Denial
"I can't believe it", "This can't be happening", "Not to me!", "Not again!"

Denial is usually a temporary defence that gives us time to absorb news of change before moving on to other stages. It is the initial stage of numbness and shock. We don't want to believe that the change is happening. If we can pretend that the change is not happening, if we keep it at a distance, then maybe it will all go away. A bit like an ostrich sticking its head in the sand.

Anger
"Why me? It's not fair!" "NO!I can't accept this!"

When we realise that the change is real and will affect us our denial usually turns to anger. Now we get angry and look to blame someone or something else for making this happen to us.
What's interesting is that our anger can be directed in many different directions. I've seen people angry with the boss, themselves, or even God. In these tough economic times it's often the economy that is blamed. It's the government, or top management's fault for not planning properly. You might find you are more irritable towards colleagues or family. You'll notice others finding fault with the smallest things.

Bargaining
"Just let me live to see my children graduate."; "I'll do anything, can't you stretch it out? A few more years."

This is a natural reaction of those who are dying. It's an attempt to postpone what is inevitable. We often see the same sort of behaviour happening when people are facing change.
We start bargaining in order to put off the change or find a way out of the situation. Most of these bargains are secret deals with God, others, or life, where we say "If I promise to do this, then you make the change not happen to me". In a work situation


someone might work harder and put in lots of overtime to prove themselves invaluable, in order to avoid retrenchment.

Depression
"I'm so sad, why bother with anything?"; "What's the point of trying?"

When we realise that bargaining is not going to work the reality of the change sets in. At this point we become aware of the losses associated with the change, and what we have to leave behind. This has the potential to move people towards a sad state, feeling down and depressed with low energy.

The depression stage is often noticeable in other ways in the workplace.
People dealing with change at work may reach a point of feeling demotivated and uncertain about their future. I recently experienced a group of bank employees asking why they should continue to give of their best at work when they were unsure that their jobs were safe; and the bank was obviously not committed to them.
My experience is that there is an increase in absenteeism at this time as people use sick leave and take „mental health‟ days.

Acceptance
“It’s going to be OK.”; “I can’t fight it, I may as well prepare for it.”

As people realise that fighting the change is not going to make it go away they move into a stage of acceptance.
It is not a happy space, but rather a resigned attitude towards the change, and a sense that they must get on with it. For the first time people might start considering their options. I think it‟s a bit like a train heading into a tunnel. “I don‟t know what‟s in there, I have to keep going on this track, I‟m scared but have no option, I hope there‟s light at the end..



























Kubler-Ross Exercise – Behaviour & Leadership

From your own experience describe behaviour that you have encountered at each of the stages on the curve.  Identify a leadership style you might use to help individuals through this stage.

	Stage in cycle
	Individual behaviour
	Leadership style

	




Denial
	
	

	




Anger
	
	

	




Bargaining
	
	

	




Depression
	
	

	




Acceptance
	
	



   Heron‟s 6 Influencing Styles

John Heron, a humanist psychologist, 1975, created a conceptual model for understanding interpersonal relationships.  Originally the model was developed for medical training but has since been expanded to many areas of life. The model identifies 6 ways of relating to another person or group. The first three behaviours are authoritative with the leader retaining control of the interaction.  Categories 4-6 are facilitative where the leader guides others to finding their own solution.

	Influence Category
	Hierarchical
	Cooperative
	Autonomous

	1. Prescriptive giving advice or
instructions, being critical or directive
	Leader directs
plans and actions
	Leader negotiates
and coordinates planning and action
	Leader delegates
planning and action

	
2. Informative imparting new knowledge theory or evidence, instructing or interpreting
	
Leader inputs theory, interprets and assesses evidence
	
Leader asks neutral questions (What is happening now?), uses descriptive feedback and negotiates assessment and evidence
	
Leader uses reflection. Group self-
assesses and self- analyses its evidence
Leader may even delegate this role

	3. Confronting challenging a
restrictive attitude or behaviour, giving direct feedback within a respectful context
	Leader interprets
and may even describe block
	Leader describes
events and asks for views on avoidance
	Leader provides
environment that is safe

	
4. Cathartic seeking to release emotion in an appropriate form
	Leader decides
how feelings are managed and thinks for the group
Leader gives permission for feelings
	
Leader works with the group to develop ways to cope with feelings
	
Leader gives space to manage feelings

	5. Catalytic encouraging the
	Leader takes over
	Leader cooperates
	
Leader delegates

	follower to discover and explore
	the design and
	to let rules emerge
	

	their own latent thoughts and
	supervision of the
	using counselling
	design

	potentials
	work process
	skills
	

	6. Supportive offering comfort
and approval, affirming the follower‟s intrinsic value
	Leader uses
actions and commitment. i.e. charisma Leader has
positive regard for others
	Leader
collaborates to allow self-respect and favourable climate to emerge
	Leader lets the
group determine its own climate
Makes self- disclosures on values



How regularly do you use each influencing style? How much flexibility in style do you demonstrate to meet the situation you are engaged in?

Influencing Styles & Individual Change





























Prescriptive  Informative  Confronting  Cathartic  Catalytic  Supportive




The slide shows how Honey‟s 6 Influencing Styles might be overlaid on the Kubler-Ross model for individual reaction to change. The influencing styles provide some answers to the leadership behaviours required at each stage of change.  Flexibility of leadership style to the appropriate stage is key to success.
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