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Avoid This Sure-Fire Way To Breed Rejection 
The	debate	over	what	creates	a	hardnosed	change-resistant	worker	or	workforce	centers	on	two	causes:	
the	worker	himself	and	the	approach	used	to	manage	him.	While	it	may	be	convenient	to	say	that	a	
change-resistant	work	culture	is	a	cumulative	product	of	its	individual	workers,	and	thus	lay	blame	
almost	totally	on	the	worker,	there	is	much	to	indicate	that	employee	management	bears	much	of	the	
blame	for	the	creation	of	both	a	hardnosed	worker	and	his	change-resistant	environment.	

Frequently	the	cycle	of	management	missteps—the	five	R’s—that	creates	and	reinforces	a	change-
resistant	hardnosed	worker	is	as	follows.	
     

REVELATION –    Often	using	poor	and	impersonal	communication,	management	tries	to	
educate	the	worker	with	bits	and	pieces	of	the	performance	expectation	
puzzle,	typically	the	minimum	requirements	of	compliance	that	involve	
what	to	do	and	how	to	do	it—the	policies,	practices,	or	procedures	that	the	
worker	is	expected	to	obey/follow.  

 
RESPONSE – The	worker	does	not	respond	favorably	to	poor	communication	and	remains	

largely	unresponsive	to	managers.	The	worker	equates	poor	communication	
with	perceived	neglect	or	non-communication	from	management,	therefore	
over	the	long	term	he	develops	an	attitude	of	skepticism/pessimism	
towards	management.			

 
RATIONALIZATION – Based	upon	the	worker’s	non-response,	management	perceives	a	resistance	

in	the	worker.	Rationalizing	that	the	only	way	to	accomplish	their	
performance	goals	is	to	use	more	direct	commands,	they	resort	to	overly	
authoritative	methods—directive	leadership—designed	to	force	worker	
compliance.    

 
REGIMENTATION –  upon	rationalizing	that	the	worker	will	only	respond	to	authoritative	

leadership	style,	managers	put	forth	a	regimented	series	of	operational	
rules	and	regulations	designed	to	force	the	worker	to	shape	up,	thinking	
that	they	are	achieving	control	of	the	personal	factors	that	cause	production	
or	compliance	to	happen.   

 
RESISTANCE –      The	worker	resists	management	even	further,	thinking	that	management	is	

overbearing	and	taking	away	his	ability	to	conduct	his	job	as	he	sees	fit.	The	
worker	becomes	increasingly	stubborn	and	change	resistant	as	the	above	
cycle	repeats	itself	many	times.  	

The	mistake	of	management	is	that	it	attempts	to	force	workers	into	compliance—legalism.	This	
approach	has	left	the	worker	largely	unresponsive	and	disengaged.	There	is	a	better	way.	

Contact	me	if	I	may	be	of	assistance.	
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