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Concept, trait, and characteristics of change agent 
An organization or institution reaches a point where they empress new ideas in their functioning. People who are tasked with initiating and managing the changes done are change agents (Oreg & Sverdlik, 2015). A wide range of people can be change agents like the managers and employees. External change agents include firm consultants. The agents perform tasks of goal setting, facilitating, and advisory services within the change management process. There are essential traits for change agents such as persistence demonstrated in their ability to keep calm in the heart of issues. Possession of the right attitude is key as attitude determines the energy and hard work placed in an issue for the realization of a set goal (Kendra & Taplin, 2017). Agents with the ability to be graceful when pressured are whole energy as change comes with lots of uncertainty. Understanding the ways of pressure management is essential.
Some characteristics make a change agent stand out in the management process. They are people with great listening skills through which they analyze issues at hand and give an effective way forward. They are characterized by diverse knowledge on different issues. (Zaccaro et al., 2018). Agents are open to wide views from every side giving them a wide understanding of issues. Adding on the characters, they possess high flexibility level. They rarely get attached to ideas as they willingly adjust to new and better ones where necessary. All this makes change agents strong.
Role of a change agent in the management process
Implementation of change in the management process requires the playing of many roles. They perform investigation roles by checking into clues that give information on things prohibiting change from occurring (Lunenburg, 2016). This realization helps them in coming up with steps that remove the obstacles thus bringing about success. They are advocates by showing and giving attention to what they do. They engage people to participate in the process as well as constantly reminding them when they tend to forget. In advocating they remain to be persistent and vocal.
Encouragements are done by change agents. They are tasked to engage people as changes alter people's emotions, attitudes, and behaviors. They have the mandate of understanding the needs of people involved by making them feel good about changes made. They listen and encourage, act as managers by setting targets and goals for projects to be done (Schulenkorf, 2017). They then follow up on them through tracking to ensure it is achieved. They administer rewards or punishment whenever necessary. They use their expertise in advising authorities involved in management. Through giving the information they prove to rely on for better directions. Lastly, change agents play the facilitation function in the change process. They are tasked to find ways of helping the people associated with them. They do it through clarifications that make it understandable. Through facilitation, they design forms, tools, and processes that guarantee success in the change process (Doring, 2015). Throughout their role-taking, change agents remain to exhibit a high level of confidence with immense knowledge.

Influence of change agents on generation, direction, success, or failure of the change initiative
A change agent has the possibility of leading an organization to succeed or fail.   It leads to success through communication breakdown into beats (Quatro et al., 2015). Change agents must tell the organization why they consider certain changes and their importance. They inform them what will happen with the changes like its impact on the working conditions.it leads to the popularization of the changes in the organization. Such a strategy is crucial in gaining organization support (McDonald & Sen, 2016). Generations are influenced by change agents via the use of a newly created organization that manages challenges associated with the management process at hand (Dosi, 2015). This attracts the organization into realizing the change of positive impacts. In addition to that, a direction is given to the organization which is to be taken after completing the change process. Once the management ascertains the new direction as more efficient than the current than the likelihood of adopting the changes increases.
Challenges of change agents
Change agents face challenges irrespective of the initiative type and experience obtained. Tough actions and decisions are always made to see change actualize. The good news is that the challenges can be managed. Some outline of the challenges encountered is negative politics. The agent is expected to manage all relationships and at the time they become manipulative (Lunenburg, 2016). The system may play in unfavorable ways and agents must play along. It gets challenges when choosing how to work with the powers without affecting relationships. A speaking problem arises as truth must be spoken whenever a change is required. People are to acknowledge the truths that they hear. Agents are forced to say that which people might be afraid to mention and be keen on when and where to speak.
A challenge exists in staying objective. As one works at a place for long they change terms of work and everything gets normal. Chances of things to be changed seeming unchangeable creeps in. Taking things for granted takes a place resulting in a stuck in the objective realization. Attention seeking is a problem. A working institution with changes taking place at the same time calls for help. It can't be a one-person task there involving others through initiatives that will engage them (Quatro et al., 2015). The last challenge is in handling people of a different opinion. Being smart needs to allow people to air their views and feel partnerships. Knowing when to relax and when to push is not an easy task.
Challenges faced can be tackled in some ways though they are limited. One thing is using feedbacks given effectively by working on the suggestions in it. Its concentration on the goal realization more than what is installed in the change management process helps.

Conclusion
 Change agents in the change management process are crucial. Their wide range of knowledge gives them the trust from organizations to propel changes need for better performances. They work in unison with their traits and characteristics being their strength pillars. They are responsible for convincing management on why their proposals would be better than the ones in existence. They have for a long time drawn a strategy for handling challenges throughout the period they champion for changes.
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