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Change Agent in an Organization 
The changing business environment requires organizations to initiate changes to keep up with the new trends. Introducing changes is a challenging task thus requires an elaborate planning and execution. Human beings are naturally resistant to change due to the fear of unknown. The organization leadership has to identify the specific areas that require reforms and the person to lead the implementation process. This paper looks into the role of a change agent in the implementation of new ideas or technology in the company. 

A change agent is a person in charge of promoting the adoption of changes in an institution (Cawsey, Deszoa, & Ingols, 2015). Changes take different forms that include restructuring, the introduction of new technology, and new processes. The agent is not necessarily the source of the idea or topmost leader in the company but a person with the ability to influence other employees, customers and stakeholders to adopt the changes. An agent of change is either internal or external based on his or her relationship with the organization. The internal agent is an employee of the company charged with the responsibility of championing the transformations whereas an external is non-employee contracted to promote the process (Cummings & Worley, 2014). An internal agent is not necessarily the top leaders but a person with adequate skills and commands respect among all the targeted employees. 

The success of change implementation at the organization depends on the traits of the change agent. Agents must have qualities that enable them to influence and command respect from the employees. Firstly, flexibility is an essential trait as it allows them to adapt to the new environment (Cummings & Worley, 2014). A person can only influence others to adopt new ideas if he or she embraces it first. Secondly, they must have diversified knowledge of different aspects of the business environment and other industries (Cawsey, Deszoa, & Ingols, 2015). Thirdly, listening skills are critical among the change agents. The agents must effectively listen to the employees and address their fears to make embrace the changes. As noted earlier, human beings like remaining in their comfort zones hence the need to get convinced that the changes are beneficial. Effective listening skills enable the leader to understand the worries of the followers and take necessary measures. Consequently, they win their trust in the process which is one of the biggest steps in successful implementation. 
Fourthly, they must be resulted oriented and focus on the set objectives (Cummings & Worley, 2014). Changes in an organization are designed to meet set goals. The change agent is responsible for steering the employees towards these goals. If they lose focus along the way then the entire team is likely to veer off the target.  Finally, the agents must be responsible for their activities (Cummings & Worley, 2014). Even though organization leadership introduces changes with specific objectives, there is a possibility that the process might fail to meet these targets. In such scenarios, the agent takes responsibility for the failure and identify the reasons behind the failure. 

A change agent assumes several responsibilities to help the organization achieve the set objectives. However, these tasks vary from one organization depending on the nature of the business, the change (structural, technological, expansion etc.). Nonetheless, there are some tasks that form the foundation of agents functions thus cut across. The first responsibility of all change agents is explaining the need for change and its impacts on the employees (Tearle). Secondly, they advocate for the change by disseminating relevant information to the employees and the organization leadership (Alvesson & Sveningsson, 2015). In essence, he or she is the bridge between the management and the employees during the execution. Thirdly, they highlight the benefits and challenges that come with the proposed system (Tearle). Highlighting the benefits and drawbacks helps in allaying fears among the employees as they stand a chance to understand their position in the new system. In some cases, the fear emanates from the insecurity of losing one's power or position in the organization, especially when changes deal with restructuring. 
Additionally, the agents anticipate and evaluate areas likely to have disputes or disruption. They develop strategies to counter these potential disputes or disruption to ensure a smooth transition process (Cawsey, Deszoa, & Ingols, 2015).  Failure to contain these setbacks easily result in an inability to meet the objectives within the stipulated time. Besides, they act as information “conveyor belt” between the leadership and employees. They take feedback from the juniors to the seniors and also communicate the management’s decision (Almandeel, 2017). In other words, they negotiate for both parties to establish equilibrium ground for execution of the plans. Their role as “conveyor belt” between the two level of leadership make them also the mediators in case of conflicting points of view between the seniors and juniors (McGrath, et al., 2016). Finally, they track and manage the objectives of the whole change process. They establish each stage of the transformation and evaluate if they align with the set objectives. In case of any inconsistencies, they advise the management on measures to rectify the situation.
Even though change agents are assigned a specific task to undertake within the stipulated timeline, their influence remains with the organization long after assignment completion. They stimulate the employees to work towards their desired direction (Monnot, 2017). In an unfortunate scenario where their desired direction conflicts with the proposed changes, then the organization has chances of not meeting their targets. On the other, when they synchronize their desires with the company’s objectives it will meet its goals within the set timeline. The stimulation by the influencer makes employees get mentally conditioned to work towards the objective set by the influencer (Monnot, 2017). They are likely to remain in the condition even after the influencer withdraws from the equation. 
Just like any leader in any organization, the agents face lots of challenges while undertaking their duties. These challenges range from internal to external factors that work to derail their efforts. Effecting change in an organization requires the agents to deal with the company's power politics. Employees who feel their positions or influence with the new changes are likely to engage in blackmails to derail the whole process. On the other hand, those that feel they stand to benefit from the adjustments actively participates in the implementation. The success of the agent depends on his or her ability to exploit the organizational power politics to benefit the transformation process (Cawsey, Deszoa, & Ingols, 2015). In addition, remaining focused on the objectives during the whole process is not an easy task. The agents have to keep their eyes on the price despite the opposing forces. They are usually part of these organizations hence sometimes have to balance between their conflicting interests and the proposed changes. Nonetheless, success as an agent depends on the ability to remain focused on the objectives.
In conclusion, change agents play a pivotal role in initiating transformations in the organization. An effective agent must possess some character traits like flexibility, ability to remain focus and good listening skills. These traits enable him or her to effectively execute the expected roles such as educating the employees on the need for change, mediation between senior and junior management, and tracking the transformation progress. Finally, the job comes with several challenges that include handling organization politics and staying focus on the objectives. 
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