Traditional Change Management vs. Capability Development
Understanding the difference—and knowing which approach you need.
Both traditional change management and capability development are valuable—but they serve different purposes and deliver different outcomes. Understanding the distinction helps you choose the right approach for your organization's needs.
	Dimension
	Traditional
Change Management
	Capability
Development

	Primary Focus
	Execute a specific transformation
	Build organizational capacity to adapt continuously

	Timeline
	3-12 months (project duration)
	6-12 months to build foundational capability

	Goal
	Successfully implement one change
	Develop internal expertise for ongoing changes

	Approach
	Consultant does the work (planning, stakeholder engagement, communication)
	Consultant builds your team's capability to do the work

	Outcome
	Change implemented; return to normal
	Organization equipped to manage future changes independently

	Success Metric
	Project completed on time/budget with adoption targets met
	Change maturity increased; internal team managing changes successfully

	Dependency
	Hire consultant for each major change
	Reduce dependency on external consultants over time

	Knowledge Transfer
	Minimal; consultant takes expertise with them
	Extensive; knowledge embedded in frameworks, tools, and trained champions

	Investment Focus
	Pay for expertise to execute this change
	Invest in developing internal capability for all future changes

	Best For
	High-stakes, complex transformations requiring specialized expertise
	Organizations facing constant change who want to build self-sufficiency



When to Use Traditional Change Management
Choose traditional change management when:
	✓ You have a specific, high-stakes transformation that must succeed (M&A integration, major ERP implementation, critical restructuring)

	✓ The change is complex and requires specialized expertise you don't have internally

	✓ You need results in 3-6 months and can't wait for capability building

	✓ You have budget to hire expert advisory support for execution

	✓ Building internal capability isn't a current priority—you just need this change done right



Example scenarios:
"We're integrating an acquisition across 4 countries and need expert guidance to manage the cultural and operational complexity."
"We're implementing a new ERP system that will impact 2,000 employees. This is mission-critical and we need specialized change management support."
When to Use Capability Development
Choose capability development when:
	✓ You're facing constant, overlapping changes—not one transformation at a time

	✓ You're tired of hiring consultants repeatedly and want to build internal expertise

	✓ Leadership is committed to investing in long-term capability, not just fixing today's problem

	✓ You recognize that faster adaptation is a competitive advantage

	✓ You have (or can dedicate) internal resources to become change champions



Example scenarios:
"We've hired change consultants three times in the past two years. We need to stop the dependency cycle and build our own capability."
"Change is constant in our industry. We need to develop the internal capacity to adapt quickly without outside help every time."
Can You Do Both?
Yes—and many organizations do.
A common pattern:
	Now
	Start with Change Management Advisory for your immediate, high-stakes transformation. Get expert guidance to ensure success.

	Next
	Once the critical transformation is underway, transition to Capability Development to build internal expertise so you're prepared for the next change.



This approach gives you both: expert support when you need it most, and long-term capability that reduces future dependency.
The Reality: Most Organizations Need Both
Traditional change management isn't going away—nor should it. Complex, high-stakes transformations benefit from specialized expertise.
But in a world where change is constant and simultaneous, you can't hire consultants for everything. Organizations that build internal capability adapt faster, spend less, and maintain competitive advantage.
The question isn't "traditional or capability?" The question is "What does my organization need right now—and what will we need 12 months from now?"
Quick Decision Guide
	Start With Traditional
Change Management
If you have:
• A specific transformation to execute
• High stakes / critical success factors
• 3-6 month timeline
• Need for specialized expertise
	Start With Capability
Development
If you have:
• Constant, overlapping changes
• Consultant dependency to break
• 6-12 month investment horizon
• Leadership commitment to build capability



Still Not Sure? Let's Talk.
Every organization is different. A free consultation will help us discuss your specific situation and determine the best approach for you.
Schedule consultation:
www.kellybrogdongeyer.com/contact
kellybgeyer@gmail.com
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