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I have to make a little side-step… 

I always try to be a-political in my writings. So does the virus. It doesn’t make a difference between man or 

woman, yellow or red, right wing or left wing.  

This time I need to use a political example to illustrate a point.   

On April 9th, circa 30 days after the first passing away of a citizen, a president made a plea: “… to reopen the 

country by day 45 -55 (May) … preferably with a big bang…” This was the second plea after a previous plea to 

be open for business at Eastern.  

This is politics and not change management. For if it 

was change management we would call it an example 

of a ‘Tarzan Swing’.  
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What is it that we call a ‘Tarzan Swing’?  

Sometimes, in Change that overcomes you, you observe people who seem to be able to skip the phases.  They 

spend barely a week or two in the phase of ‘disbelief’ (or denial).  “Is this really happening to the US of A? 

Nah, it can’t.   Will this really ruin the economy?  Nah, can’t be like 9/11 or the financial crisis.  Are you saying 

we are not (enough) prepared? I don’t belief you (! Disbelief).  Is this going to be a deadly virus?  Looks like the 

flu to me … “ 

Barely a few weeks later, there seems to be a jump towards Commitment and Re-engagement.  “Let’s 

reinstate sport games; surely we can find a way to do that!  Let’s lift some measures so that people can get 

back to business.  We will do this right, stock markets will rise again.  It will be great!” 

They seem not to have ‘curves’.  Rather a ‘switch’.  Something major happens. They are impacted. Then they 

“turn a switch”. And move on, storm forward.  

Alas, it can be very dangerous to skip phases.  

 

Illustration 50: in certain contexts certain persons will aim to jump or sling from a previous reality to a next reality in a rather risky way. 

We see this mostly in either more macho personalities or in so called ‘anxious overachievers’.  Also in situations where little data or 

science is available on the next reality. So emotions, judgment, intuition and instincts can make people do things in an unwise fashion. 

 

What can be happening? (Part 1)  

What’s happening?  These people are either unaware of OR suppressing their normal feelings.  They ignore 

their inner voices that the separation from the previous normal carries some aspects of sadness, or loss, or 

regret with it.  They don’t take the time to become aware of how they feel about the previous world being left 

behind.  Sometimes it is a lack of skill: not being very used at observing and describing what is happening 

inside them... (cfr Emotional Intelligence:  less skill in either self-awareness, or self-management or self-

confidence.)  
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“They ignore their inner voices that the separation from the previous 

normal carries some aspects of sadness or loss or regret with it.” 

 

Or they do know they have these feelings, but then pretend “that it doesn’t hurt them…”  That 

“they are already over it.”, “that they feel OK/cool about the many changes going on”, and “that 

they switched the switch in their head…”   

 

Illustration 51: Remember, in Step 1 we use time to ADDRESS the ADVERSITY.  We do not just do this in logistic, financial, legal, military 

or other technical way.  We fully use the 1 o’clock tool:  “Face the Phase”. Which implies to also deeply understand what early 

reactions the nation, the organisation, the departments, the team(s), and we ourselves are perceiving.  

 

Illustration 52: As soon as you have ‘named it’ you can move on.   
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I have lived this myself a few times and afterwards observed this, many times. Especially in hostile take-overs. 

Or during major and/or very rapid restructurings of a Management Team / other hierarchy.  Major 

reorganisation in a factory.  An expansion of a Start-up into a Scale-up with a significant new board now co-

calling the shots. 

People get keen to pledge their allegiance to the new rulers or new rules.  People get keen to associate 

themselves with the new culture, the new ‘kid in town/gang in town’. People like to ‘side with the winners’, 

like to be ‘associated with success’… 

 

Alas, with people not having taken time to get in contact with their soul, their beliefs, they often misjudge the 

‘next tree’.   Swinging large and far on their imaginary rope, they miss the Engagement tree.   

And swing all the way back to phase 1: denial and/or disbelief. It is like in so many 

board games: “Please return to the start”.  

Then, three to five weeks after the integration process (at the large merger) / or 

after the restructuring process, they are now forced by their own emotions to 

figure out what it is they sense more and what less:  

- Anger? Resistance? Abandonment? Feelings of loss? Sadness? Emptiness? 

- Happiness? Satisfaction? Excitement? Discovery? New people? A new dream? A new impetus? 

- Confusion?  

 

Now, this is bad enough for the person, who is now set back for weeks.  But worse, risk number two is that 

insult can be added to injury.  How do you think the remaining members of the MT look at 

this? Especially they who come from the acquiring/winning side?  They wonder:  “What kind of 

guy is this? In the first meetings he looked so driven, committed, ready to go. To be part of the 

new organisation. Now he seems to have flipped around? Is she having second thoughts? Was 

he faking? Opportunistic? What is really happening here? Can we trust him? “ 

 

 

Illustration 53: wanting to swing to quickly and 

forcefully can make you hit a tree. The swing wanted 

to go too far to quickly and run into obstacles. In the 

worst case you will be down and out. In the best case, 

you will merely redo Step 1: ADDRESS. 
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“If you have to sling back,  

how do you think the others will live that? 

If the team, or the boss/the political numero uno has to swing back, 

how do you think the organisation/the nation will live that?” 

 

 

What can be happening? (Part 2)  

The other phenomenon is people skipping the exploration/experimentation phase, i.e. the Step 3: ADOPT. 

Culture is something really sensitive.  Example: discovering the way the newly appointed boss/CEO for the 

post- restructuring entity or the acquiring culture (in the case of an acquisition) see humour is a very tricky 

one. Understanding what can be joked about and what not in the new setting is often an early minefield.  

But it is humankind.  People want to be ambitious. Seize the occasion.  Win their self-interest. Win the beauty 

contest. Be a hero.  Or as in the case of the leader in the introduction, be seen as a hero, as a historic 

statesman. BE unique, be exceptional.  

Alas, if you haven’t explored enough you will not control where your sling will lead to nor where it will end.  

 

Illustration 54: wanting to swing 

more ‘blindly’- without informing 

yourself diligently, might make your 

swing too short. Falling short of 

expectations…  

 

 

 

 

 

 

If you didn’t do enough experimenting, listening, learning, data collection, you will end up in the middle of the 

river. For, you never truly investigated how long the ‘stretch’ was to the new reality…  

If you didn’t check your resources, skills, data etc you will –at best- end up between two chairs and –at worst 

– in more turbulent waters.  

I don’t want to be too blunt or too harsh, but in major company reshuffles few Tarzans will survive. The new 

organisation will drop them. Sooner or later.  In the best case, you will merely have to redo Step 2: ADAPT.  
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CORONA.  

I do understand of course the mounting pressure on all authorities worldwide to soften the containment 

measures. I do. Really.  

But now is not the time. Not yet. Not too much. 

It matters to take some more time for consideration, for caring, for supporting each other, for investigating 

“what do I stand for? What is important to me? How is my work important to me? How is my family important 

to me?”  

And question 2 is:  “In the next reality, the next future, what do I want to shoot for? What does my partner 

wants to shoot for? What is it I want to do with my life in the next 10 years?  How do I want to survive, learn, 

grow, thrive?”  

“What should our neighbourhood school stand for?”  “Our hospital?” “Our Rest Home?”  When we can’t do 

everything, what should Belgian Post stand for?” “When we have less fires, what other societal contribution 

can be core to fire department units? Etc. 

And on the exploring & experimenting front: What are the data telling us? When exactly will how many 

masks/ventilators/tests/antiviral drugs/vaccines be available?  IF re-opening the country for business-as-usual 

makes the viral spread behave in as yet unexpected way, then what will be our position on that? (Contingency 

Planning).   What measure relaxation is ‘proportionate’ in this phase of the curve?  

 

In business change.  

I do understand that most companies are already making plans for the next reality. It is in the nature of 

business to try to shape the future.  And some companies/some industries are already very well places to 

make that next step (e.g. MedTech, Pharmaceuticals, Diagnostics, Sanitary&Hygiene, Distribution (Amazon 

etc), Telecom&Internet, etc.)  

Still, I caution you, now that you still can…. Take your time to mindfully go through the Steps. Follow the Three 

Clocks... 

US-based/stock listed companies will absorb a bad Q2 and probably a lesser Q3 too.  But they will want to 

start the 2021 fiscal year with a clean sheet. So, financial write offs, inventory or asset re-valuations, if any are 

needed, will have to happen in 2020. This could lead to certain extra disruptions. Leading to extra transit 

curves. 

 

To have best-in-class readiness for if/when such things should happen, have you been mindful enough about 

what is going on now?  

- How are your people coping with ongoing webinars?  

- How are your people handling the explosion of emails + messages? 

- What about sleep? Family life?  

- Are people exploring and expressing their learning needs?  
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- Is there an open, trustful culture for people to come forward with their competency gaps (real or 

perceived) regarding the next reality? 

- Are you clear on understanding how your customers and clients are living these times? And what 

about your contractors? How are they living theses times?  

- As all the debts that governments and companies alike incur now -  to pass the worst - will have to be 

managed if not repaid, the only future regarding this is that states will AND raise taxes AND reduce 

services.  In a metamorphose to more ‘core’ business/operations: What do you stand for? What will 

you shoot for?  

- Now is a great time to refresh your company’s sense of purpose.  Shall we keep it as is? Shall we 

refine it? Redefine it?  

All these are super questions. Collecting insights on these will provide richness for years to come.  

 

 

 

 

In short:  The 5 line line-up: 

 The Art of Managing Change under Adversity is not the same as the Art of Driving Change under 

Continuity 

 Be sure to not skip phases in your/your team’s curve. Not consciously not inadvertedy.  

 Take your time. Get rich on insights first. And then get rich on results.  

 The penalty for too much/too soon are “having to start another curve” for yourself and “loss of trust” 

by others. 

 Accelerate where possible (cfr ‘Slice-to-Nice’). We don’t want procrastination either.  
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Wishing you well!  

More, soon!   Enjoy reflecting. Enjoy contributing. Geri.  

Geri G. Brouwers  

bro@meta-meta-be | 0032-476-43.30.31 

References:  
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For other text on Leadship, Teamship, Change and Trust, please consult  

- The publication website www.zius.net 

- My LinkedIn page containing several more brief yet illustrated blogposts https://www.linkedin.com/in/geri-brouwers-

meta-zius/  

 

 

 

 

 

 

© Geri G. Brouwers 

“The Three Clocks” 

http://www.zius.net/
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