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Life is About Relationships 

• Partner, employee and trusted advisor relationships three of many 
types of relationships. 

• Relationships of all types are about trust – increasing trust improves 
the relationship  

• The purpose of every interaction is:  

1. Accomplish the goal of the interaction 

2. To improve the relationship – increase trust  
 
Topics for Today’s Discussion 

• The interpersonal relationship key 

• Understanding the impact of change 
• Tools for challenging times.

http://www.centerfordairyexcellence.org/index.php/event-details-page.html


    

Communication Begins with Listening 
 
 
 
Active Listening 

• Listen to content and emotional aspects and provide feedback on both. 

• Focus on both message content and underlying feelings. 

• Focus on joint problem solving. 

• Fosters open communication and employee development. 

 
When listening to, friends, family, employees, and co-workers; what 
percentage of the time do you listen: 
 
 
                 Pay little or no attention. 
 
 
  Listen but you are also thinking about or doing other things. 
 
   
  Listen but you are also thinking about how you are going to        
  respond to what is being said. 
 
  Listen with nothing else in your mind.  Only after he/she has 
  finished speaking do you begin thinking about how to respond. 
 
_________ 
   100% 
  
 
 

Establish a realistic goal for the percentage of the time you will listen with 
nothing else in your mind.  Only after he/she has finished speaking do you 
begin thinking about how to respond. 

    

        Goal ________%  
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Skills to Become a Better Listener 
 
 

1. Pause 2-3 seconds before replying 

– Show you are carefully listening 

– Avoid risk of interrupting 

– Hear the other person better  
 

2.  Ask questions for clarification 

– “What do you mean?” 

– “Tell me more?” 
 
What is your number one takeaway, observation or insight from our 
discussion of listening? 
 
 
 
 
 
 
Share your takeaway, observation or insight  
 

 
Relationships -- The Foundation 

 
 

Trust and respect is the foundation for great relationships 

• Between partners and colleagues 

• Between the leader-supervisor-coach and those he or she leads, 
supervises and coaches 

• With friends and family 

Listening is a great start  

Building trust 

• Fairness is the key 

• “Nice” is not sufficient or always effective 
• “Just being nice”: a common approach but not effective
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Understanding Change 

 
Answer the following questions as you responded to change: 

1. Think of a change that was great.  List one emotion that describes how 
you felt. 

 

 

 

 

2. Think of a change that was a great loss for you. List one emotion that 
describes how you felt. 

 

 

 

  
 
 
 
Research verifies that we follow one of two patterns of behavior following 
any change in our personal or work life  

– One pattern when we view the change as a loss 

– A second pattern when we see that the change provides 
opportunity 

 
 
 
Value of understanding the two patterns of response to change: 

1. Knowledge enables you to be a better agribusiness professional, 
supervisor, friend, family member. 

2. Enables you to better understand the value of leadership – developing 
a relationship, an agribusiness, a farm or other organization that is 
more likely to view change as opportunity 
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Change as Opportunity 
 
 
 

Response: Change is ConsideredResponse: Change is Considered

Adapted by Sharon M. Danes, Professor, Department of Family Social Science, University of Minnesota and 
Robert A. Milligan, Professor, Department of Applied Economics and Management, Cornell University,  from 
Daryl R. Conner’s book, “Managing at the Speed of Change”.

 
 
 
 
Change as Opportunity 

Axes:  
●   Horizontal is time – exact time is different for each change and 

each individual 
●   Vertical – the level of pessimism about the change 

Stages: 
●   Uninformed optimism - There is excitement about the change 

decision and belief that this is the best decision.  This is the 
“honeymoon” phase of implementation. 

●   Informed pessimism - The true impact, including the “warts,” 
become apparent.  Doubts arise about whether the change is 
good. 

●   Checking Out - The change is now viewed as a loss rather than an 
opportunity 

Note: Informed pessimism is an inevitable part of change as opportunity; 
checking out is not. 
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Change as Loss 
 
 
 

Stages of the Grief CycleStages of the Grief Cycle

Developed by Sharon M. Danes, Professor, Family Social Science Department, University of Minnesota; 
illustrated by Jim Kiehne Graphics.  FromKubler-Ross, E., 1969, On Death and Dying.

“Normal” 
Functioning

Return to 
Meaningful Life

Shock
and Denial
•Avoidance
•Confusion
•Fear
•Numbness
•Blame

Acceptance
•Exploring 
options
•A new plan 
in place

Anger
•Frustration
•Anxiety
•Irritation
•Embarrassment
•Shame

Dialogue and 
Bargaining

•Reaching out to 
others
•Desire to tell 
one’s story
•Struggle to find 
meaning for what 
has happened

Depression and 
Detachment
•Overwhelmed
•Blahs
•Lack of energy
•Helplessness

 
 
 
 
Change as Loss 

The pattern that all individuals go through when they view change as loss is 
portrayed by the Grief Cycle.   

• Developed for grief, further research has shown it to describe all 
change viewed as loss.   

• Whenever change is viewed as loss, this pattern describes our 
reactions.  

The Grief Cycle is not necessarily a linear progression. 

People can get stuck at any stage or flip back to a previous one. 

Decision-making is more difficult and additional assistance may be required 
in the shock, anger and detachment stages 

An individual views the situation differently after completing the Grief Cycle. 
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Stages of the Grief Cycle 

Personal and Confidential Exercise 
 
Identify and describe a major change as loss you have experienced in     
your personal or professional life. 
 
 
 
 
 
Reflect on your change and the grief cycle.  Briefly describe your feelings 
and actions in each stage:           

shock and denial 
 
 
 
anger 
 
 
 
depression and detachment 
 
 
 
dialogue and bargaining 
 
 
 
acceptance 
 
 
 

 
Personal reflection: what lessons come to mind from these reflections? 
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Decision-making during the Loss Pattern 
 
 

What should we be especially concerned about with those who are in this diagram 
due to today’s turbulence? 
 
 
 
 

 
 

Decision-making in loss 
• There are additional challenges to decision making especially in the 

shock, anger, and depression and detachment stages  

• Individuals, including managers, in these stages may require 
additional  assistance 

 
Decision-making in each stage 

• Shock and denial: The need for decision making is often not 
recognized.  Those assisting should focus on helping the individual 
move through this stage 

• Anger: The emotional drain in this stage makes decision making very 
difficult. Again, those assisting should focus on helping the individual 
move through this stage 

• Depression and detachment: In this stage it is often hard to find the 
energy to make decisions.  Assisting in making decisions may be 
highest in this stage 

• Dialogue and bargaining: More open to exploring options and planning 
but may not be a priority in this stage 

• Acceptance: Becoming empowered to make decisions again.  You are 
now seeing the decision-making skills that you have come to expect 
from this individual. 

 
Describe a decision making limitation or failure that you observed that had 
to do with limitations resulting from being in the loss pattern 
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Understanding Anger 
 
 
 
Anger as a stage in the grief cycle 

• One of stage that like all stages is a natural part of the pattern of 
response to loss 

• There is, however, the potential for actions that are regretted later or 
that have hurtful or harmful consequences 
 
 

Anger: Emotion or Behavior? 
• Anger is an emotion 

• Anger is a behavior 
 
 
Anger as an emotion 

• Effect is internal to yourself 

• Impact is primarily on yourself 

• Anger  
 Affects how you view things 
  Clouds ability to think clearly 
  Affect how your body responds 

• Anger as emotion is normal and very personal 

• Never tell someone: “Don’t be angry!” 
 
 
Anger as behavior 

• Effect is external to yourself 

• Impact is primarily on others 

• Since the impacts are external, other individuals and our environment   
can and should impact our anger behavior 

• We choose whether or not to exhibit angry behaviors 
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Acting – Behavior – on Your Anger 

Anger

Thoughtful
behavior

Instinctive
behavior

React

Think

 
The Choice 

• The instinctive decision: React -- You can ignore your decision 
opportunity and express or act on the anger experience 

• The thoughtful decision: Think -- You can use your decision 
opportunity and proactively discover the root causes that made you 
angry 

 
React: Expressing Anger in Unproductive Ways  
 

Clear outbursts Passive Aggressive 

Yelling 

Throwing things 

Hitting someone 

Putting people down 

Nitpicking 

Failure to perform 

Constantly redoing work 

Criticizing behind one’s back 

 

Identify 2 or 3 ideas, mechanisms, etc. that you can use to ensure that your 
anger behavior is thoughtful not reactive  
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Use Empathy – Do Not be Overly Sympathetic 
 
 
 
Empathy not Sympathy 

• Empathy: mentally entering into the spirit or feeling of another 
person; walking in another’s shoes. 

• Sympathy: feelings or impulses of compassion. 
 

Role Play notes 
 
 
 
 
 
 
 
 
 
 
Empathy not Sympathy 

• Empathy helps people move through the grief cycle.  

• Sympathy often keeps people from moving through the grief cycle.  

 
Empathy not Sympathy 

• Empathy opens your mind to opportunity. 

• Sympathy feeds denial and anger 

 

 

Identify 2 or 3 ideas, mechanisms, etc. that you can use to ensure that you 
are being empathic and not overly sympathetic 
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