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Book Review
Summarize the main ideas the author is communicating
Managing Transitions, by William Bridges seeks to provide steps to navigate through transitions, which all organizations will go through. Bridges does this by first differentiating between change and transitions. While change is situational, transitions are psychological. Therefore, one can lead others through transitions, which Bridges describes in a three-phase step. The first is the Ending. As contradicting as that sounds, it’s actually “Ending” that marks the beginning of the transition. Bridges offers steps to help lead other’s through this first phase. One of the biggest takeaways that I got from this is the importance of acknowledging the loss. There isn’t simply a materialistic loss, but there are emotions attached to the loss depending on each person. This is also the phase that will garner the most opposition. Many will react in this moment, so it’s important to constantly communicate openly and sympathetically. Finally, it’s crucial to mark the ending through actions and not simply words. The story of Hernando Cortes shows the perfect example of what it means to mark the ending. 
The next phase is the Neutral Zone. Although subjective, this may be the most difficult phase because it has uncertainty written all over it. It is the most crucial time, according to Bridges, but may be the most trying because of the six reasons Bridges mentions.[footnoteRef:1] This is where the necessary changes that need to take place are made and implemented. Bridges offers some help by advising those who are managing in transition to normalize the Neutral Zone, which essentially means to communicate that it’s ok to feel confused and frightened. In this phase it’s also important to allow creative “experimenting” while also heightening up communication so those in the organization won’t feel lonely and isolated.  [1:  William Bridges, Managing Transitions, 40.] 

The final phase is the New Beginning. Interestingly enough, Bridges makes a clear identification of what the New Beginning is: “The beginning will take place only after they have come through the wilderness and are ready to make the emotional commitment to do things the new way and see themselves as new people.”[footnoteRef:2] Bridges gives the four P’s to help readers navigate through New Beginning: Purpose (explains where we’re going), Picture (paints the vision of where we’re heading towards), Plan (steps towards that vision which consist of emotions), and Part (how everyone plays a role). This is the crux of his book.  [2:  William Bridges, Managing Transitions, 58.] 

Bridges then discusses how to continually transition forward, which includes organizational renewal/life cycle and managing continual change. 
What is one concept that stood out to you in this book? 
The concept that stood out the most to me is the “Ending” phase, specifically how to navigate people during this phase. It was a shocker to me when I read that people have emotions attached to a loss of the norm that is beyond materialistic loss. I admit that I have never known this to be true prior to reading this book. My personality is the type where if there is vision, I’m ready to move forward at all cost, but I’m realizing more and more that as a leader this approach is hard for people to follow. I approached this book as a leadership book and the more I process this, the more I realize it’s true in the context of leading a group. I realize I was wrong when I was expecting people to “just move on” instead of sympathizing with their loss. To be very frank, even as I’m writing this I don’t fully understand what that emotional attachment feels like, but I don’t want to be ignorant and brush off real concerns and real problems that individuals go through during this phase. I can’t remember if this was written in the book or was mentioned in class, but the phrase was “your point of view doesn’t matter, because loss is subjective. Therefore it’s important to acknowledge and openly talk about the losses that one might be dealing with.” This might be the most helpful tool I walk away with from this book. Since leadership is all about influence, I want to be able to do all I can to genuinely, authentically, and lovingly influence others towards the goal, instead of forcing them to come alongside. 
What implications does this concept have for leading in a church context?
	Churches in today’s context need to continually “progress” and change if we are to engage with the current society. Truth is, that many churches today are either refusing to change completely, or transitioning in such a way where people involved have a difficult time moving along with them. If I had to examine why churches refuse to transition/change, it’s because of phase one, the Ending. Too many people are lost, hurt, and abandoned in that process, and as the leaders of the church I believe we have become numb to the fact that people are not following anymore. I believe if we can at least listen and sympathize with those who are grieving over the loss of the previous, we will have more followers who are willing to journey into transition. I know in the Korean-American church context, it’s an incredible display of “top-bottom” dictatorship, I mean leadership. What the pastor says is almost equivalent to what the Lord says. Because of this, those who disagree or show hesitation are being disobedient and/or rebellious. This leads to what we call church splits, which the fruit is absolutely destructive. If you drive in Queens, NY, you can see upwards to ten different churches in a one block radius. With all that to say, this can mostly be traced back to a moment where the church was transitioning, but lost their members in phase one, or when the church wanted to transition, but the pastor didn’t want to because of phase one. 
What needs to change in your life as a result? 
	Once again, I am a firm believer that everything rises and falls on leadership. The better the leader, the healthier the organization. If the future leaders of the Church can understand why people are hesitant towards transition, therefore knowing how to engage and lead during and through the different phases, then we can make progression and continual change a norm. I’m genuinely grateful that for the first time in my life, I am able to get an inside look at how people feel loss, grief, sadness, remorse, during moments of transition. Knowing this, I now realize the importance of allowing people to grieve, and not only allowing it, but welcoming it. The question now changes from “How can I get people to change?” to “How can I help people embrace change?”. The latter is what incorporates the sympathy, the journey, and the trust factor of transitioning together. 
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