JOHN FANTA
If a current set of products is beginning to slow down in sales, this would be the first indicator something is amiss. Leading an innovative 5-year-old company as CEO, one would expect to notice when new ideas are not producing revenue as before. The beginnings of the company focused on the needs of applying a business model to the market to offer a solution to a client's problem. For this example, three questions began the business. The same three questions can now help to find out why the company seems to be wandering off course. The three are What changed, Why did it change, and How is the solution capable of a remedy? 
Organizations attempt to define innovation by clarifying it through their business model's scope limits, departing from established management ideologies, processes, and practices, to embark on organizational forms that change its functions (Dobni, 2008). Innovation requires an organizational culture to possess effective communication skill sets. Sending emails and leaving messages is not effective communication if others do not act. Bartel (2009) concurs by noting that ideas from various departments may be underutilized because employees do not see the relevance to their own work. The "what changed" question has the beginnings of an answer.
Katzenbach (2012) related the story where some patients who underwent heart surgery, only 10% changed their behavior towards improving their diet. Our 5-year-old company had a great idea that leads to complacency currently. Our "Why did it change" question, then, centers around poor communication leading to the perception of not altering our behavior in the face of overwhelming evidence that we should (Katzenbach, 2012). 
Finally, the "how do we implement the necessary changes" question entails the use of improving communication through, as Steele (2004) noted, the process of diffusion where a new innovative idea is effectively communicated through efforts to improve the very communication channels in use.  Timmerman (2009) suggests one way to accomplish this is the reordering of the teams, identifying engaged employees from those less or not at all engaged. If required, some of the less engaged employees may have to be offered alternate positions within the company or their removal if the innovation process is hindered (Timmerman, 2009),  Christensen (2015) detailed a road map to assist in laying out a roadmap of sorts. The framework of change adapted here for our discussion, notes ome of the steps. 
1. Establish a sense of urgency
2. Create a guiding coalition of team members effective with communication
3. Communicate the new vision
4. Empower action among team members to act on the idea's development
5. Test short-term wins; evaluate losses to find ways to improve or change
6. Anchor the new behaviors to cement and strengthen the organizational culture (Christensen, 2015)
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ERICA SAMPSON
Upon considering what changes I can make to improve innovation within my business, the first thing that comes to mind is giving my employees a reason to care. "Leadership is the art of getting someone else to do what you want done because he wants to do it" (Kaufman, 2011, p. 1). If innovation has stopped within my team, I'm assuming it's because there is no longer a connection to my company. I would work better to include them with the firm's strategies and ask for their input on ideas. Hopefully, the earlier they are involved with the plans, the more motivated they will become within the company. I would also partner up with my current managers and my HR team to ensure everyone is on board with the new direction we are taking. "There is a wonderful opportunity for them to build bigger, more inclusive relationships and to lead the way in encouraging a culture of innovation through their leadership, partnership and relationship" (Townend, 2008, p. 1). If we can help them feel more empowered in their positions, it can also help them feel more confident in taking action and making decisions. They may create the next big innovative idea by entrusting them, which is a win-win for all parties involved. 
 
As a leader, I would like to lead by example in my innovative efforts. "Sustaining innovation is a vital yet difficult task" (Bartel, 2009, p. 2). I would work on any added stressors within the company that is preventing my employees from being creative. "Innovation can be grown internally through strategic research and development or more informal processes that encourage benchmarking and employee ideas" (Timmerman, 2009, p. 2). I would reassure my employees they are appreciated in random moments. Therefore, it will help soothe their role within my company. I would also consider what areas we are doing well in and what areas we may need to work on. "Start with whats already working" (Katzenbach, 2012, p. 2). Establishing to what extent we thrive will help me document what my focus should be on. I also think burnout can play a role in creativity because it's from the extra pressure of being on a business project timeline. I would remind my team innovation doesn't always mean coming up with something new on the market. It can also come from previous recycled ideas, but just revamping them. "An innovation is "an idea, practice or an object that is perceived as new by an individual or other unit of adoption" (Steel, 2004, p. 2). This can help offer less stress and may new perspectives in return. 
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