TEN STAGES OF CHANGE1/
	Phase
	Characteristic/Symptoms
	Interventions
	Notes

	Equilibrium
	High energy level. Intellectual and emotional balance. Sense of inner peace with personal and professional goals
	Make constituents aware of changes in the environment which will have impact on the status quo.
	Status quo is comfortable. Change, loss includes grief. Emotions must be attended to.

	Denial
	Energy drained by defense mechanism of rationalizing a denial of reality of change. Negative changes in physical health, emotional balance, logical thinking patterns and normal behavior patterns.
	Employ active listening skills; e.g., be empathetic, nonjudgmental, use reflective listening techniques. Nurturing behavior, avoiding isolation will help. 
	Issuing edicts will not help. Listen, but neither reject nor accept feelings or thinking which may delay change.  Build on parts of change being accepted.

	Anger
	Energy is used to ward off and actively resist the change by blaming others.  Frustration, anger, rage, envy and resentment become viable.
	Recognize symptoms, legit-imize feelings and verbal expressions of anger, envy and resentment. Use active listen-ing assertiveness and problem solving skills. Help probe for the source of people’s anger
	Past is glorified and present vilified.  Focus on who has problem, who is angry and how to deal with anger.  Leadership must protect selves from other’s anger, must find support.

	Bargaining
	Energy used to stop change. One hears “if only.” Some try to solve the problem.  “Bargains” are unrealistic and designed to compromise the change out of existence.
	Search for real need/problems and bring them into the open. Use conflict management to achieve change and win-win negotiations.
	Watch for “bargains” that will undermine changes.  Anger is often behind the bargaining. Focus on needs threatened by changes

	Chaos
	Diffused energy, feeling of powerlessness, insecurity, disorientation. Loss of identity, direction, sense of grounding or meaning. Defense mechanisms begin to lose usefulness and meaning.
	Quite time for reflection. Listening skills. Inner search for both employee and organization identity and meaning.  Approval for being in a state of flux.
	Discussions are needed, but no outcomes should be expected.


	Depression
	No energy left to produce results. Former defense mechanisms no longer operable.  Self-pity, remembering past, expressing sorrow, feeling nothingness, emptiness.
	Provide information in a timely fashion. Allow sorrow and pain to be expressed. Patience, take one step at a time as people let go.
	Surrender and hope needed. Reactive depression is helped by meeting specific needs. Listen to prepatory depression.

	Resignation
	Energy expended is passively accepting change. Lack of enthusiasm.
	Expect people to be accountable for reactions to behavior. Allow them to move at their own pace.
	Criticism about lack of enthusiasm is not helpful.

	Openness
	OK with “I don’t know.” Willingness to engage in new/renewed activities.
	Patiently explain again, in detail, the desired change.
	Don’t expect enthusiasm.

	Readiness
	Willingness to expand energy in exploring new events. Reunification of intellect and emotion begins.
	Assume direct management style: assign and monitor tasks and results to provide direction and guidelines.
	People are beginning to “let go” of old ways. Monitoring means being available.

	Re-emergence
	Re-channeling energy produces feeling of empowerment. Re-birth of growth and commitment. People initiate projects and ideas. Questions are answered.
	Mutual answering of questions. Re-definition of mission and culture. Mutual understanding of roles and identities.
	People will again be ready to invest energy in new situation.
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