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Kubler-Ross Transition Curve
Organizational change is inevitable, but when it happens, chaos and many challenges can erupt that may hinder the implementation of the objectives. Therefore, leaders who bring change in the organization must understand the transition process and how effective they can bring in changes without causing problems. Kubler-Ross Change Curve explains the five stages of grief that all organizational changes must go through. Understanding this can significantly reduce problems that may affect the transition process. I have experienced these five stages in Azteca Factory Inc. in Texas, Houston.
The first stage in the Kubler-Ross Curve of transition is shock. At this stage, people and teams are taken aback and by surprise by the change announcement. Also, during this stage, people often express their surprise and wonder about the change. Kubler-Ross curve shows that shock is a discomforting stage to the teams and people. In 2017, Azteca Factory Inc. was downsizing its staff after realizing a loss in the past three quarters. Out of 2,500 employees, about 650 were supposed to be relieved from their duties. The memo that announced the downsizing came one morning when every employee was around and everyone was surprised, as was shown on their faces. People stopped whatever they were doing and grouped themselves to discuss the impacts of this news. However, many people were mainly worried about the strategy that will be used to downsize the staff as everyone seemed to suspect him or herself as part of the downsizing.
The second stage is denial, in which people try to oppose the change by looking for reasons why the change must not occur. According to Schoolin (2010), it is important to consider and listen to negative people when managing change. In Azteca, it was clear that no one took the news about the downsizing lightly as the following day; a group of fabricators organized a demonstration to oppose the move to relieve them from their duties. It was clear that their defense against the downsizing was proven to be high as they deterred any cargo movement from the factory.
The other stage is anger, where the teams show their frustrations and feelings. In the case of Azteca, what made the situation more difficult is that the memo highlighted the reasons for downsizing but did not specify who among the 2,500 employees will be part of 650 who are going home. This, in turn, created fury among the staff, and demonstrations that were organized almost turned into violence as some employees expressed that they had worked there for more than a decade, and it was not right for the company to relieve them from their duties. Others expressed their dissatisfaction with the management, especially the HR manager, who had only been in office for only eight months.
Bargaining is the next stage of change where the teams try to delay or attempt to sell a different alternative that may less uncomfortable than the existing one. After trying to negotiate a better deal of layoff with the management and with no fruitful yield, through their union representatives, the Azteca employees went to court to bar the factory from sending home 650 employees without any probable cause or compensation. The labor court stopped downsizing until all the parties were comfortable.
Depression is another stage where people become less motivated, and they start to question their existential purpose. In the case of Azteca, depression was evidenced in the next two weeks after the memo was posted on the official staff noticeboard. The two weeks before the issue was resolved, employees came to work, but no one was interested in working. The productivity drastically reduced as the enthusiasm and engagement of employees also went down.
The last stage is acceptance, where change is integrated. At this stage, people accept their new way and appreciate the importance of new alternatives. As Sanchez (2018) explains, successful change management requires compassion and understanding. The Azteca issue was later resolved internally after the CEO decided to reduce the number of people they were sending home to 250. Furthermore, the 250 employees were compensated by a salary for the next three months. The change was implemented, and after two weeks of the struggle between the management and the staff, things came back to normal, and everyone seemed to accept the situation.
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