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HSP2221 – Study Guide for Bridges (Managing Transition) 
 
Study Guide: 

1. What are the main differences between change and transition? p. 2-5 
I. Change – is situational; the move to a new site, the retirement of the founder, the 

reorganization of the roles on the team, the revisions to the pension plan. 
II. Getting people through the transition is essential if the change is actually to work 

as planned. When a change happens without people going through a transition, it 
is just a rearrangement of the chairs.  

III. Transition – psychological; it is a three phase process that people go through as 
they internalize and come to terms with the details of the new situation that the 
change brings about; starts with an ending and finishes with a beginning 
 

2. Identify and briefly describe Bridges three phases of transition. p. 4-5 
I. Letting go of the old ways and old identity people had; is an ending and time to 

help people deal with their losses. 
II. Going through an in-between time when the old is gone but the new isn’t fully 

operational – neutral zone 
III. Coming out of the transition and making a new beginning. This is when people 

develop the new identity, experience the new energy, and discover the new 
sense of purpose that makes the change begin to work. 

 

 

 

 

 

 

 

 

 

 
3. People grieve when things change in an organization and they lose what was 

familiar. What are the stages of this grief? How might an 
employee/volunteer/member of an organization demonstrate feelings of loss? p. 
28-30 



I. Denial is a natural first stage in the grieving process, a way in which hurt people 
protect themselves from the first impact of loss. 

II. Angry (anger) can lead to foot-dragging, “mistakes,” and sabotage 
III. Bargaining: unrealistic attempts to get out of the situation or make ti go away 
IV. Anxiety: silent or expressed, a realistic fear of an unknown and probably difficult 

future or simply catastrophic fantasies. Anxiety is natural, so don’t make people 
feel stupid for feeling it. 

V. Sadness: expressed with everything from silence to tears – the heart of the 
grieving process. Encourage people to say what they are feeling, and share your 
feelings too. 

VI. Disoriented: confusion and forgetfulness even among well-organized people; 
feelings of being lost and insecure. Give people extra support-opportunities to get 
things off their chests, reassurances that disorientation is natural and that other 
people feel it too. 

VII. Depression: feelings of being down, flat, dead; feelings of hopelessness; being 
tired all the time. Like sadness and anger, depression is hard to be around. 
People have to go through it, not around it. Make it clear that you understand and 
even share the feeling yourself, but that work still needs to be done. 
 

4. What are two positive actions that leaders might take to improve the chances of 
success as transition is in its beginning stage? p. 127-129 

I. Sell the problem that forced the change 
II. Explain the purpose of the announced changes, provide a picture and a plan for 

them, and describe the parts that people will be playing in them. 
 

5. Bridges describes seven stages of Organizational Life. Describe their 
characteristics.  P. 77-82 

I. Dreaming the Dream – imagining and planning, when organization is little more 
than an idea in the mind of the founders. The main activities are articulating the 
dream and trying to get people join and bring it to life. 

II. Launching the Venture – Birth has taken place; the Venture is “out there,” people 
may even be starting to buy the products. 

III. Getting organized – This is the time when roles start to become more specialized 
and more formally defined. It is the time when financial controls are established; 
when employment policies are spelled out, when company publications become 
more than fund-raising efforts. 

IV. Making it – this is the point when the organization’s “adulthood” begins. From this 
point on, the organization has what it needs to be a significant factor in its 
market. 

V. Becoming an Institution – This shift is subtle but profound: the emphasis moves 
from doing to being, from the results that the orgnaization achieves to the 
external impression that it makes. The organizational imperative shifts from that 
of taking and staking out territory to occupying it. 



VI. Closing In – this phase often grows almost imperceptive by out of the self-
satisfaction that so often marks institutional life. 

VII. Dying – At this stage, organizations may go into Chapter 11 bankruptcy and then 
reemerge to function in a brief burst of energy, like a dying star, before darkness 
overtakes them. Even if they operate for a time, with Skelton staffs in little offices 
over a warehouse somewhere at the edge of the city, they come sooner or later 
to the point where the activities and the identity that once were that organization 
no longer exists. They have reached the end of the life cycle. 
 
The role of transition in the organization Life Cycle – their function is to close out 
one phase, reorient and renew people in that time were are calling  the neutral 
zone, and carry people into the new way of doing and being that is the beginning 
of the next stage. A single transition may not be enough to bring about the 
complete transformation of the organization and the reorientation of tis people: 
there may instead be a string of transition, each of which carries the organization 
a step further along the path of its development. 
 
 


