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Are You an Agent of Change in Disguise? 

 
By:  Susan Bock with excerpts from Bridges, W. (2006). Managing Transitions: Making the Most of Change.   
 
 
If you ask most business people why they love being in their profession and/or industry, many will say it’s 
due to the creativity, ingenuity, continued evolution of new technologies and ideas and the pure excitement 
it generates. This could be interpreted as meaning business people like change.  With advances in 
technology, business models and revolutionary thinking, there’s also transition.  It’s simply the natural 
course of events.  Today, we need new guidelines to ‘manage change’.  As author William Bridges says, 
“When a change happens without people going through a transition, it is just a rearrangement of the chairs.  
It’s what people mean when they say, Just because everything has changed, don’t think that anything is 
different around here.”  (Bridges, 2006). 
 
Have you ever been brought into an organization with the purpose and scope of the project to keep 
everything and everyone exactly the same? 
 
Change, and transition, surrounds us.  Personally, professionally, and socially, we are bombarded by change 
– a new idea, shifting attitudes, breakthrough products and technology that seems to leap-frog each week. 
Everyone is in favor of change, right?  My answer to this question is: it depends!   
 
And yet, we make changes every day - we wear different clothes, eat different foods, read new books.  Does 
this indicate that we embrace change when it’s our idea?   
 
Bridges takes the stance of making a distinction between change and transition.  
According to Bridges, change is situational – such as moving to a new home, getting a new car, having a 
child, getting a new job or starting your own business.  Transition is defined by Bridges as “the process of 
letting go of the way things used to be and then taking hold of the way they subsequently become. “ 
(Bridges, 2006).   
 
In business and professional organizations today, we have change and we have transition.  I hear the word 
“change” a lot from clients and associates.  The word “transition,” is seldom used.   
 
As Bridges states, the transition process is three stages (Bridges, 2006):   
 
1. Ending - Something invariably ends first.  Perhaps an executive resigns or is released, maybe a 

corporate culture is shifting its business practices.  Some of these changes can be planned and some 
cannot.   

2. Neutral Zone - when the old way is gone, the new one is not fully operational and doesn’t feel 
comfortable yet.  This stage is difficult and perhaps most rewarding.  If you help people to create and 
understand the ending, this second phase can be a creative and innovative time.   

3. New beginning - time when all has been incorporated and the company is on a new path.   
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This could be one of the contributing factors to an “organizational change” not being successful – the 
timeline is not realistic for people to transition through the three stages and ultimately embrace the change.  
Conversely, this transition time may be viewed as failure to embrace the change, lack of cooperation, not a 
team player and the ultimate “bad attitude”.  Leadership may be so focused on the desired outcome – that 
anything less than immediate success is unacceptable.  Organizational leaders might benefit from 
acknowledging that people need to un-learn before they can learn something new.   
 
Here’s a way Bridges suggests to navigate through the first phase, the ending (Bridges, 2006): 
 
1. Create a strategic plan for the transition, including methods of communicating the change and a 

timeline.  Have someone internally oversee each element.   
2. Identify what’s being lost; 
3. Describe who is “losing” as a result; 
4. Clearly define what is altering and what is not; 
5. Create a venue for people to discuss openly what’s being lost and changed.  Have them come up with 

new ways to show that a transition is taking place.   
 
Remember, organizations do not change, the people do.  You are an integral part of helping to implement a 
way for your clients to go through the process. Your clients will thank you for being their ‘change agent’. 
 

 
### 
 
If you would like additional information on this fascinating subject, please visit my website at 
www.SusanBock.com 
 
Or call me 
714-847-1566  
 
Or send me an email 
Susan@SusanBock.com 
 
A special thank you to my editor who consistently provides me with encouragement, inspiration, and 
opportunity to laugh at myself. 
 
Susan Bock 
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