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“CHANGE INITIATIVES NEED TRANSITION
SUPPORT TO SUCCEED”
“It isn’t changes that do you in, it’s the transitions.”  This is the
observation, supported by the hundreds of corporate experiences
relayed to William Bridges, an international consultant specializing in
the process of transition management.  He is also the author of
“Managing Transitions: Making the Most of Change.”

While we tend to use the two words “change” and “transition” –
interchangeably, they are not the same.  “Change” is a situational event
– new boss, new computer systems, new organizational structure, etc.
“Transition” is the psychological process that people must go through
to effectively adapt to those changes.  Change is external; transition is
internal.
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