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Seven Tools for Dealing With Change Quick Guide    
 

 

 

 

 

 

 

 

 

 
Seven Tools for Helping Others Through Change 

1) Organizational response to change 

 Performance normally drops as significant change is introduced 

 Lowest level of performance = “Valley of Despair” 

 Performance stabilizes and begins to increase 

 Performance reaches a new higher level 

 Managed change = smaller Valley of Despair 

3.) Organization Level Misalignment Over Time: 

 People move through their change curves at different times and rates 
depending on org. level. 

 Leaders often start and complete their change curves earlier than others 
because they often were involved much earlier in the change process.  

 Different levels can forget others are at different places in their change curve.  

 

 

 

2) The Change Curve 

 People typically go through change in these phases in order: Denial, 
Resistance, Exploration, Commitment. Phases aren’t usually skipped. A 
setback can make people move backward through the curve.  

 Managers should help employees move through the curve appropriately; too 
fast = resistance, too slow = change won’t occur 

 In first two phases, people need communication (vision, goals, conceptual 
‘what’ and ‘why’ things will change); in last two phases, people need to 
understand the concrete changes that will impact them.  

 

4) Realms of Change 

 Change has three dimensions or realms: Rational, Emotional, Political 

 Effective change management satisfies all three realms. They don’t have to 
be addressed equally, but ignored realms can pop up via negative reactions.    

 Most change management addresses the Rational realm; ignoring Emotional 
and Political realms can make employees feel undervalued and stressed.  

 
 

 

 

 

What you’ll find in this guide: 
 

 Summaries of seven effective change tools that can help you embrace change and help you lead your employees though it as well.  

 Tips that normalize the change process to help you manage expectations. 

 A list of what is expected of our company’s people managers during times of change. 
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 Seven Tools for Dealing With Change Quick Guide (con’t) 

 

 
5.) Fair Process 
Fair process is the idea that the way you go about making a decision or 
implementing a change must be seen as fair 

 If people feel the process by which a decision is made is fair (or the way a 
change is designed and managed) is 
reasonable, they will have greater 
acceptance of the results and greater 
willingness to implement the decision (or 
change) and make it work. This is true even 
if they personally disagree with the 
decision or the change that is made. 

 Similarly, without perceived fairness in the 
process, a positive outcome can be undone 
to the point that people will feel negative about the outcome – even if they 
agree with it. 

 

7.) Change Adoption Curve 

People accept change at different rates. 

 Laggards –very resistant to change; continue old ways until forced to change 

 Late Majority –know that change is inevitable but prefer to hold on to old 
ways for as long as they can 

 Early Majority –understand the benefits of the change and will accept it 
without too much resistance. 

 Change Agents –change is regarded positively and supported; will often offer 
ideas and ask to participate 

 Innovators –change is good and necessary; will proactively seek out ways to 
make change to the organization 

 
Tips for handling 

 
Laggards 

Late 
Majority 

Early 
Majority 

Change 
Agents 

 
Innovators 

Put little focus 
here; they are 

the last to 
change and 
will do so on 

their own 
terms. Don’t let 
them burn you 

out. 

Put lots of focus here. These are 
the people you need to win over! 
They are the ‘critical mass’ who 
will enable your change to get to 

the ‘tipping point’ where more 
people support the change than 

resist it. 

Put little focus here; you’ve 
already won them over! Don’t let 
their enthusiasm give you a false 
sense of security about how the 
change is perceived by others. . 

 

6.) Predictable Stages of Transition (a.k.a. “Bridges Model”) 
 

 
Ending 

Letting go of what has gone 
before 

Neutral Zone  
Assess then re-align 
with new reality 

Beginning 
Start operating in the 
new world 

 Identify who is losing 
what 

 Define what’s over AND 
what’s not 

 Don’t be surprised at 
“overreaction” 

 Acknowledge the losses 
openly and 
sympathetically 

 Expect and accept signs 
of grieving 

 Mark the endings 
(rituals, symbols) 

 Compensate for losses 

 Treat the past with 
respect 

 Let people take part of 
the old with them 

 Communicate3 

 Legitimize / 
normalize the neutral 
zone 

 Set realistic goals 
and expectations 

 Strengthen 
relationships and 
connections 

 Support, encourage, 
recognize 
experiments and 
innovations 

 Reward effort 

 Find new solutions to 
old problems 

 Be consistent in 
your message and 
behaviors 

 Match rewards 
with new 
beginnings 

 Ensure quick 
successes 

 Symbolize the new 
identity 

 Celebrate 
success! 

 

 

 
Expectations as a Supervisor  
Supervisors play a unique role in leading change: they need to first internalize (and begin to embrace) the change themselves before they can effectively help their 
employees through the change process. 
 Make sure you are well on your way to embracing the change before helping others. Be cognizant of the influence you have on those around you. 
 Stay as up-to-date as possible on change communications (attend meetings, read announcements and newsletters, talk with your manager, etc.) 
 Ask questions, ask questions, and ask more questions until you are clear on content. 
 Be a positive role model and ambassador for the change; support it both publicly and privately. 
 Share information with your staff as often as you can; try to assess their comprehension 
 Dedicate regular times (e.g. in staff meetings) to discuss the change and give updates; relay stories that emphasize important aspects or successes of the change 
 Reward positive behaviors as often as possible 
 Escalate questions or issues that need addressing 

 
 

 


