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Last year, I was part of a large team at work tasked with helping Women’s Economic Council which is non-profit organization improve their website and implement their all-inclusionary approach to their business. The aim of the project was to improve the website for those with situational, temporary, or permanent disability. To be precise, our team was contracted to implement accessibility recommendations outlined by an organization known as Empower Disability Resource Center and make some other minor modifications requested by the Council. 
Blue-Change Through Design
Leah Gazali was the Business Process Owner while they and other members of the Women’s Economic Council leadership team were the key stakeholders and customers. To offer the best solution, the team agreed upon implementing blue-change through design. To make sure the project ran smoothly, the team manager held the first meeting with the project owner and drafted a charter that guided throughout the process of project planning and implementation. As Rosenbaum et al. (2018) suggests, such would grant a planned approach to change that if well mapped in project management systems guarantees timely delivery and quality work. 
The project was further divided into phases just to make it more manageable. Also, each team member was assigned a task he/she was to complete at a given period of time. Before that, the team manager spent a few days trying to identify strengths and weaknesses for each team member and matched them with the most appropriate roles. 
As Cameron & Green (2019) suggests managing change within the blue paradigm require team leaders or a change agent to set clear objectives at the outset. This way, they are able to establish clear goals towards the change and what needs to be done. Bringing everybody on board and speed has more to do with determining how successful the project or whatever change they are trying to implement will be at the outset. 
As much as matching team member’s strengths to the right roles is concerned, this was the hardest part for the team leader to accomplish (Ballesteros-Sánchez et al.,2019. Some team members argued that they were not skilled enough, for example, to handle the technical part of the project while others were just unwilling to implement other changes they felt were out of scope. Such were the greatest risks the project was facing that required some interventions.
According to Cameron & Green (2019), a change agent who is implementing change through-design paradigm need to have rigorous project management skills and ability to manage conflicts to ensure efficiency and effectiveness of the project planning process. In addition to that, team leaders require leadership abilities that help solve problems in the fastest way possible to avoid the project lagging behind the schedule and loss of resources. With this understanding, the project manager was able to intervene. She reevaluated the roles and asked each team member to select a role he or she would be able to accomplish. This was the best approach the project manager used to kick start and complete the planning phase of the project. 
Transactional Leadership
When people are not happy with tasks they are assigned to do, they are more likely to develop negative attitudes. Organizational change requires positive attitude (Petrou et al., 2018). The ability to reevaluate roles and match those roles with individual strengths prevented negative reactions and behaviors from team members that could have possibly made the project a failure. On the other hand, the project manager expressed her transactional leadership as she was finally able to bring everyone on board. She always provided feedbacks for job well done and later promised to offer some recommendations to those who were able to perform excellently. According to Tuurnas (2021), feedback and recommendations play a significant role in motivating team members who are not only encouraged to work collaboratively to stay at the top of their game, but also ensure that projects are completed as desired. 
Transformational Leadership
The project manager expressed her transformational leadership as she was able to work well with team members to implement changes the organization needed to change its business model. Being an ardent IT professional, she was able to inspire other team members to be innovative as much as they could something that helped exceed expectations of the project stakeholders. 
If I were a change agent, I could have used the same approach our team leader used and apply a wide range of leadership skills including transactional and transformational leadership skills. The main goal for doing that being to avoid conflict amongst team members and ensuring that project objectives are achieved. 
Conclusion
An effective change agent is one who understands other people’s reactions or behaviors towards the changes. In situations where people do not understand the “whys” or reasons why change is necessary, resistance ensues. People express attitudes that debase the whole idea and create situations characterized by conflict of interest. It is the work of a change agent to choose the best approach to helping such people understand everything they need to know for them to embrace whatever changes are proposed. 
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