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Change leaders and change agents have an integral role within an organizational setting. Change leaders have a responsibility of managing the change initiatives by ensuring that they reduce any hurdles towards the anticipated change within the organizations (Bolman & Deal, 2017). In creating an impact on the agencies, change leaders have a variety of roles. First, the change leaders advocate for change through acting as a role model. As such, they demonstrate positive behavior geared towards change. Again, the change leaders make comprehensive decisions on budgets and resource allocation that go along in creating change within organizations (Bolman & Deal, 2017). Also, they engage all stakeholders who are to be involved in the change process. Thus, they communicate and are accountable for their actions as a way of inspiring change in their institutions.
Elsewhere, change agents are individuals who may either be within or out of the organization who assist in transforming the institutions in their improvement and development agenda (Jacobs & Christe-Zeyse, 2013). The change agents focus on the impacts of technological advances and how organizational structures can be enhanced to improve efficiency. According to Volberda et al. (2013), change agents are consultants and often play the role of researchers and trainers in improving organizational effectiveness in institutions. Through the diagnoses of a particular situation, they enhance a smooth transition during the change process (Jacobs & Christe-Zeyse, 2013). Moreover, the change agents are also involved in formulating change strategies for organizational development.
As a change agent at Complex Solutions, the institution’s culture indeed changed my perception about creating change through employee engagement. The organization endeavored to perform its activities through top management decision making without the input of other stakeholders and employees. As such, most change initiatives were rejected as they negatively impacted on the employee morale. Through the time spent within the organization, I had a better understanding of the need to enhance employee and stakeholder inclusion while developing change.
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