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What is Driving All This Change?

T. I. P.

T.   Technology (doubles every 2 years)

I.   Information (doubles every 5 years)

P.   People (they drive the process)

Employees are driving technology / information.

Customer demands are getting more & higher.

Stakeholders want quicker & quicker results.



Some Guarantees

Change Is Not Going To . . . 

#  1 . . .  Get Easier!

#  2 . . .  Slow Down!

#  3 . . .  Go Away!

#  4 . . .  Be Trouble-Free!

But You are Responsible For 

Dealing With The Change!

"The future is 

coming so fast, 

we can't possibly 

predict it; we can 

only learn to 

respond quickly.”

~      Steven Kerr



Organization Change

1950’s 1 Change Per Decade

1960’s 2 Changes Per Decade

1970’s 3 Changes Per Decade

1980’s 1 Change Every 8 Months

1990’s . . . On Changes Have Came In Waves

Change in business is not new 

– it’s just accelerating due to . . . 

 New Technology

 Global Focus & Competition

 Growth & Increased Complexity

 Government Laws &  Regulations

 Economic Changes



Change! 

Change! Change!

* * * * * * * * * * * * * * * * * * * * 

Those Who Get 

Stuck In Change

“I was telling myself

all sorts of awful

things, and what’s

worse, I believed me.”



Change! 

Change! Change!

* * * * * * * * * * * * * * * * * * * * * * * * *  

Those Who Ride The 

Waves Of Change 



The Dynamics of Change

A Sense of Loss

Uncertainty / Instability

Ambiguity

Trust Deteriorates

Fear of Personal Failure

Withdrawal 

Self-Preservation



Characteristics of Change

People

. . . will be ill at ease / awkward during change.

. . . will feel alone during change.

. . . will think first of what they have to give up.

. . . are at different levels of readiness for change.

. . . will be concerned if not enough resources.

. . . can handle only so much change.

And, If the pressure is removed, 
people will revert back to old ways.



Organization Culture

Individual Behavior

Attitude

Knowledge

Low -- Time & Difficulty 

Time & Difficulty -- High
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Can I Handle Change?

 Do I accept change willingly?

 How eager am I to take risk and face change?

 What changes have I experienced in the last year?

 What have I learned from these changes?

 Am I able to keep my perspective during change?

“It’s not so much that we’re afraid of change, or so

in love with the old ways, but it’s the place in between that

we fear… it’s like being between trapezes. It’s Linus when

his blanket is in the dryer. There’s nothing to hold on to.”



Enhancing Your Ability to Thrive on Change

 Don't fight it (defend values and ethics)

 You don't have to like it

 Be willing to let go of the past

 Have a sense of humor

 Expect to succeed

 Build a personal coping strategy

“Sometimes our fate resembles a fruit tree in winter. Who

would think that those branches would turn green again and

blossom, but we hope it, we know it.” ~ Goethe

“In the midst of winter, I finally learned 

that there was an invincible summer.”

~ Albert Camus



You Have Control Over Your . . .  

Knowledge

Risk Taking

Desires Values

Awareness

Attitudes

Thoughts

Education

Wellness

Feelings



“The Secret Of Change Is To Focus 

All Your Energy, Not On Fighting The Old, 

But On Building The New.”

~    Socrates

“I skate to where the puck is going 
– not to where it has been.”

~     Wayne Gretsky 
“We change whether 

we like it or not.”  

~   Ralph Waldo Emerson



Surviving & Thriving 

Change

NOTE: Come to terms that your new
situation might not be perfect, but
your previous situation probably
wasn’t either.



Key Concerns During the Stages of Change

Present State Desired State

Letting Go Of Old Accepting, Adopting,

Ways Of Doing Things Executing Alternative

Ways Of Doing Things

Transition State

Moving Through Transition

Author -- Kurt Lewin Change Management Model

https://newsmoor.com/lewins-change-model-3-steps-management-change-and-communication/


Change & Productivity

Time Needed For Change
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The      The                                       

Cliff  Ascent
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The

Mountaintop



Stages Of Individual Transition – Lewin’s Model 

Endings

The Neutral Zone

New Beginnings

Numbness

Anxiety

Shock

Confusion

Anger

Fear

Frustration

Cynicism

Hope/Skepticism

Acceptance 

Impatience

Curiosity

Enthusiasm         

Trust

Excitement

ReliefDenial
“Never”

Resistance
“Someday, Maybe”

Exploration
“Now Feels Right”

Commitment
“Forever”

“Preparation, Soon”

Valley of Despair



Ending 

Phase

Disengagement 

Disidentification

Disenchantment

Neutral Zone 

Phase

Disorientation

Disintegration

Discovery

New 

Beginnings

Phase

Recommitment

“New Vision”

Model Author -- William Bridges

Denial 

Phase

Ignoring

Minimizing

Depersonalizing

The Stages of Transition



Stage I: Denial

Common comments during this stage are . . . 

"I've heard these things before. Remember last year they announced

the new customer initiative? Nothing ever happened, and this will

pass.“

"It's just another hair-brained idea from the top."

"I bet this will be like everything else. The head honcho will be real

gung-ho but in about six months everything will be back to normal.

You'll see."

"I'll believe it when I see it."



Stage II: Anger & Resistance

People in this stage tend to say things like:

"Who do they think they are? Jerking us around!“

"Why are they picking on us?"

"What's so damned bad about the way things are?

"How could you (the boss) allow this to happen?



Stage III: Exploration & Acceptance

People in this stage say things like:

"Well, I guess we have to make the best of it."

"Maybe we can get through this."

"We need to get on with business."



Stage IV: Commitment

This is the . . .

Payoff Stage

where people commit to the change, and

are willing to work towards making it succeed.



How People React to The Cycle of Change

Stage IV: Commitment 

“Forever”

Stage III: Exploration & Acceptance

“Now Feels Right”

Stage II: Anger & Resistance

“Someday Maybe”

Stage I: Denial 

“Never”



Surviving & Thriving During Times Of Great Change

 Recognize that things DO change – both the good and the bad.

 Stay focused on identifying what you are most afraid of losing and why.

 Accept the loss factor.  Even good change brings loss.

 Come to peace with the fact that some things are outside your control. 

(Remember, change the things you can, accept the things you 

cannot change, and have the wisdom to know the difference.)

 Ask yourself, ”Will this change affect me 10, 20, or 30 years from now?” 

 Decide what information you need and seek valid information.

 Take both mental and physical action.

 Recognize the danger zone.  (Do I give in to fear and doubt associated 

with this change or do I move on?)

 Use your emotional energy wisely.  Blaming, complaining, criticizing, 

or condemning drags energy. 



Surviving & Thriving During Times Of Great Change 
(continued)

 Tune up your self-confidence.  Inventory your wins / successes.

(Start a victory file or wall.)

 Create a list of things you value and appreciate about your work.

 Recognize the change benefits.  All change has them.

 Uncover your reasons for staying and then plan your next move.

 Ignite your passion.  Focus on YOUR priorities, and what is most 

important to you?

 Keep an eye on the big picture.

 Establish a clear and concise understanding of your job.

 Associate your tasks and job to the overall organization goals and 

promote the benefits you provide.

 Get your goals and performance measurement statistics up to date.



Surviving & Thriving During Times Of Great Change 
(continued) 

 Play beyond your position. If there are department stats that measure 

your performance, strive to exceed them.

 Know your business -- learn everything you can about your organization

and the industry.

 Look for ways to be of value.  Seek out special projects that will 

energize you and get you noticed.

 Be flexible -- there may be several “right” ways.

 Be a problem solver -- don’t be afraid to discuss issues and concerns.  

 Reconnect and learn from your network.

 Stay involved.  Instead of thinking revenge or withdrawing, think

“excellence and success.”

 Uncover the places where you, your boss, and your organization are 

aligned and discuss the issues you have in common.



Surviving & Thriving During Times Of Great Change

(continued)

 Maximize your productivity.  Instead of worrying, spend time looking at

options and alternative plans.

 Work when you’re at work.  Show yourself and your colleagues that 

you’re an asset to the organization.

 Incorporate humor and laughter into your day.  

(If you can laugh, you can survive tough changes.)

 Take responsibility for stress reduction.  Stress accompanies any 

good or bad change.

 If you are not happy with the change or direction, seek out alternatives 

inside and outside the organization.

 Be job search ready.  Keep resume, Facebook, Monster and LinkedIn 

profiles up to date.

 Take time to enjoy your life.  It will refresh, renew and recreate you.



Understanding the Risk of Change

# 1 What is the best that can happen?

# 2 What is the worst that can happen?

# 3 Is # 1 worth risking # 2 for?

# 4 Can you live with # 2 if it occurs?

“Change is always tough. Something familiar is destroyed.

Something unknown comes along. The greatest opportunities arise at

times of greatest change.

Tough times require us to lose our heads enough to free

ourselves from trying to simply stay on top of change. We must

aggressively step into the unknown or risk the certainty of being

destroyed by the status quo.”



And, When You Can’t Impact The Change!!!!

. . . Rely On Serenity

Grant Me!

. . . The Serenity, 

To Accept The Things That I Cannot Change. 

. . . The Courage, 

To Change The Things That I Can.  And,

. . . The Wisdom, 

To Understand The Difference Between The Two.



Managing 

At The Speed of  Change!



Why Most Organization Change Efforts Fail . . .

Blame It On The People

-- Passivity among top executives and managers

avoidance of responsibility

-- People who think 

. . . things are fine

. . . they are the best

. . . their way is the best way

. . . only of themselves

-- People who rely on their own experiences

-- People who have no ears for other’s opinion

-- Despair, fear, insecurity, jealousy and envy



Employees

-- Habits

-- Comfort zones

-- Fear of the unknown

Managers

-- "Don't rock the boat” syndrome

-- Vested interest in "old ways"

-- Functioning as managers – not leaders

Organizations

-- Conformity to the norms

-- Rigidity of the infrastructure
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Change Implementers Start With These Questions . . .

 Why are we doing this? 

 Why now? What if we don't do this now? 

 What is our destination? 

 Precisely how will we get there? 

 What's in it for our people? 

 How will the gains outweigh the losses? 

 How will we bring our people along with us? 

 How will we consolidate the changes? 



During Change . . . Employees Want Answers

• What is going to happen and why?

• What is their responsibility?

• Impact it will have on them?

Communicating the Change

• Seek first to understand.

• Express thoughts & feelings clearly.

• Postpone evaluation.

• Be willing to change.

• Be willing to confront.

• Think win – win. 



Helping Employees Through Change (slide 1 of 2)

 Be informed about the change and explain to staff.

 Be supportive.  Be approachable.  Be involved.

 Provide timely information.  

 Communicate reasons for the change in a tactful / diplomatic manner.

 Answer their questions.  Be honest.

 Offer opportunity to be involved.

 Have reasonable expectations.  Don’t expect perfection.

 Actively listen to your employees.

 Be sympathetic and respectful of the employee concerns and feelings.

 Remind them that we are all in the same boat.



Helping Employees Through Change (slide 2 of 2)

 Take an interest in their concerns.

 Stress the positives – what is in it for them. 

 Remind them that change is sometimes difficult but necessary.

 Be involved with the process.

 Ask for input and feedback.  

 Make employee’s feel like their opinion is important.

 Let employees know their importance by recognizing their contribution.

 Show leadership.

 Have a positive attitude.

 Have regular change progress meetings.



Making Change Successful

 Begin with the end in mind.

 Define the vision clearly.

 Involve others early.

 Identify and work with change resisters.

 Set measurable objectives from the outset.

 Design for early success stories.

 Realize that change will never cease.



Martha N. Bryan, Presenter * * * Bryan & Bryan Associates
Office 425-337-1838 * * * Cell  425-330-8418

marthabryan@bryanandbryanassoc.com

The End . . .

Thank You!


