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Clues and tips for handling reactions to 

change 
Stage Typical things you might see or hear How you might handle 
I DENIAL  “We’ve seen it all before”  

 “This is all just ridiculous” 

 “This will never work” 

 “This happened under the old chief 
executive.” 

 People keeping their heads down 
(particularly noticeable in those who might 
normally be more vocal) 

 Shouting out, heckling during 
organisational conferences/ forums. 

 Give lots of useful, clear and consistent 
information. 

 Give timetables for when things will 
happen. 

 Set out the consequences for not 
implementing the change on time or at all. 

 Challenge constructively, “You appear to 
be overlooking the key facts which have 
led us to this point which are a, b and c” 

II BLAME 
OTHERS 

 “This is all Sam’s fault. If they’d managed 
the team properly this would never have 
happened” 

 “The processes/policies/systems are badly 
designed” 

 “Oh, Joe has always had it in for me. This 
is their chance to get rid of me” 

 A lot of ‘water cooler’ talk, mainly gossip, 
rumours etc. 

 May see ‘work to rule’ and people less 
likely to go above and beyond to deliver. 

 Listen carefully! When someone is venting, 
silence can be extremely powerful. The 
other person should talk more than you. 

 Use empathy and show respect for the 
other person’s feelings – “I understand 
where you’re coming from” 

 Provide forums for people to safely, 
legitimately and openly share their views – 
e.g. small forums, online, in writing etc. 

 Keep setting out the facts.  

 Set up a rumour buster on your intranet. 
(slightly different from an FAQ section, 
using more of the language of staff rather 
than stilted corporate language) 

III SELF 
BLAME 

 “I’ll never be able to work in this new way 
so why bother trying?” 

 “I’ll struggle to do this and then they’ll 
get rid of me” 

 “This is all my fault. If I’d done x, y and z 
my team wouldn’t be in this position” 

 People tend to be less communicative 
(again, more noticeable if someone 
typically vocal). 

 More focus on what they can’t do, rather 
than what they can.  

 Keep listening carefully. 

 Show that you have confidence in the 
person. If you’re able to, refer to a recent 
piece of good work they’ve done. 

 If you’re a manager taking your team 
through change and you have someone in 
this stage then list what you see as their 
strengths. 

 Adopt a coaching style with individuals in 
this stage. Ask questions such as, “What 
help do you think you need?” 

IV 
ACCEPTA-
NCE 

 “What exactly will my role be?” 

 “How can we work together on this?” 

 “I’m interested to find out more about the 
next stage” 

 More asking of questions. 

 More ideas put forward. 

 More talking about the future (and their 
future in the organisation). 

 Set up a transition monitoring team and 
invite people to be part of this. Take on 
board their ideas for getting from old to 
new. 

 Answer questions quickly, so as not to lose 
people. (the green shoots of acceptance 
are fragile and need to be nurtured). 

 Acknowledge and thank people for their 
ideas openly. 
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About HALO Psychology 

We help public sector managers and organisations overcome the most difficult problems in 

the workplace. Our services are three-fold: Change consultancy; leadership and 

management development; and OD services such as executive coaching. To find out how 

we can help you visit www.halopsychology.com or email hayley@halopsychology.com  
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