
Continuous Change Community 

Summer Event  

A Change Professionals Next Steps 

 
Melanie Franklin and Gillian Perry 

July 2022 

 
 

Introduction 
Summer is upon us and as we start our holidays nothing is further from our thoughts than being at 

work.  However, many of us, during times of relaxation will start thinking ahead and starting to 

consider our future and the challenges the return to work will bring.  You may start to think about 

getting the work life balance right, starting a new role, developing new skills in your current role, or 

ensuring you deliver your best performance at work.  This month’s session was getting us to share 

our thoughts about the roles in change management and the capabilities that are essential.  In turn 

helping you to consider areas that you want or need to develop.  

Current roles 
We started off by considering our roles in our respective organisations.  There are those who deliver 

tangible products that enable change to happen and those who need to adopt new ways of working 

to use the products and ensure that change really happens in the organisation.  The whole effort of 

making this happen rests on the shoulders of the sponsor.  That “sponsor” often employs a change 

leader to drive the adoption and orchestrate the change.  This means bringing together the talents 

of many people in the organisation to a point where at least 75% of their organisation have adopted 

new ways of working and transformation happens. 

We delved deeper into the roles and thought about the responsibilities of the change professional., 

using this “recipe”! 

Delivering 

with 

Internal and external people 

for 

Internal and external people 

Achieving People who work in change People who work in change 

Building Project teams Project teams 

Assuring Senior leaders Senior leaders 

Facilitating   

Chairing   

 

The question we asked the groups to consider is “what are the key objectives of your role?” and the 

comments that came back gave some great insights 

Facilitating and Assuring were highlighted as key to our roles.  Maybe the focus should be on 

Overcoming fear of the unknown. 



Delivering was taken as read but the groups wanted to add that there is still a need to ensure follow 

through.  So maybe the word should be positioning the organisation. 

Enabling – We have an enablement focus to create a culture that supports change and developing 

the internal capability for change.  Our key customers for this enablement are our senior leaders 

which includes those delivering transformation and those who are impacted as a recipient of 

changes.  Specifically, as you start a new role in change you need to think about your role in 

maturing change in the organisation and how to push the organisation up the maturity model.  We 

need senior leaders to fall in love with change management and see its value to their part of the 

organisation. 

Analysing – be good at seeing what is needed in the organisation, creating value through the 

creation of end-to-end process maps, evaluating the organisation in terms of the analytical models 

to see where change management can add the greatest value.  Maybe the word is surveying the 

landscape and feeding pack the challenges to senior leaders to help with decision making. 

Motivating others and helping them in overcoming their fears.  Specifically, when looking at 

organisation re-design, creating an agile organisation, developing a digitally enabled organisation, or 

creating the culture that knows and does the right things. 

1. Enablement/capability 

2. Specific transformation/change initiative – leading people through the transition curve 

3. Knowledge: curiosity about the future of work – because we have to have a view and be able 

to discuss the types of change taking place 

Developing our skills 
Having explored the role of the change management our focus turned to what will we do when we 

get back into the office and how will we develop our skills.  The discussion started off with the idea 

of playing to our strengths, understanding what we are good at and looking back on what we have 

done before, as a springboard to thinking about the future and adding new strengths. 

As we start to build those strengths there is a desire to build connections with others and identify 

the right ones to make in the organisation, so we build trust with those stakeholders. At the same 

time, we recognised that traditional stakeholder skills may no longer be needed and that we have a 

different stakeholder management skillset in a virtual world. 

We should never lose sight of the fact that change professionals have a significant role in driving 

value for the organisation.  Some suggested that looking back on the sessions about measurement 

and value of change would be a helpful start. 

It is all too easy as we look at those past experiences to think that this change will be like the last 

one.  By honing our skills around asking better questions and learning how to be more curious is an 

important skill.  The opportunities to ask those questions maybe different depending on whether 

you are internal or external to the organisation.  Perhaps we need to consider being less enthusiastic 

about the changes we are helping to deliver, instead build it in others, and not to let our enthusiasm 

make us too ambitious or too optimistic. 

In agile environments, change at a project level is faster; we must make tough decisions about how 

to scale down all the change activities we might usually do. If change is coming thick and fast, we do 

not have the time to go through a full change management plan, and many of us are finding that our 
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customers do not want the full end-to-end change journey within an agile sprint. We need to get 

more practical to give them “just in time” change management – more education on the 

psychological and emotional impact of change; the need to develop tactical answers for common 

change situations – they want solutions to their problems, not the theory behind change 

management.  

Often the change management office is messaging the organisation about the changes.  Developing 

new skills in communication and engagement is going to be key especially if we are relying on our 

project and change specialities.  We need to synthesise our messaging – for example, words mean 

different things in an agile versus a waterfall situation, e.g., launch – big thing in waterfall it’s a 

turning on of some functionality in agile – smaller scale change. 

Whilst we must deliver tactically, we need to continue to explain the wider value of managing the 

change lifecycle.  In fact, while we think about being tactical, we should consider driving teams to be 

more self-sufficient in managing their changes and focus more on the bigger picture.  In fact, one of 

the groups suggested that missing the big picture leads to long term failure.  Consider the London 

Taxi drivers.  No one can dispute that they have all the knowledge of London and the routes to avoid 

congestion.  They know all the locations and how to get there, almost a programmed sat nav in their 

heads.  Whilst that was key to their past success, they are being pushed out by UBER who have the 

more successful delivery model.  The public wanted better ways to hail a taxi, better ways to pay and 

UBER provided that.  The need for “the knowledge” had long since been overtaken by the improved 

engagement model. 

Shifts in the direction of our profession 
The discussion continued that maybe we had arrived at a massive turning point – we now need to 

explain our profession and how we do things to others as our audience has grown.  We don’t just 

reassure senior leaders that change is happening (because we are the change officer on that 

initiative) but we now have a bigger audience and need to focus on training everyone in the 

organisation.  Our approach is to enable and empower others, not just giving them the skills but 

also the confidence and the belief that they can do it.  Allowing others to lead themselves and their 

teams through change, we have helped them get there; we have increased the capability and 

capacity for change in our organisations; we go and develop even more tactical answers to change 

problems.  In fact, if we remain tactical, we will take our profession back a step, making us a function 

not a service.   

Conclusion 
A lot the second part of our discussion was on the need to manage upwards to provide a more 

strategic service, helping senior leaders see a bigger picture along with the transfer of our skills to 

enable everyone impacted by change to implement tactical change management activities to adopt 

new ways of working “just in time”.  

Both these require different skills to being the change officer on a single project or programme, and 

being able to lead people to make changes as a result of that initiative.  

If you want to develop your skills, you need to decide what aspects of the change profession excite 

you and give you the most satisfaction and take steps to include more of this in your role. 

 


