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Leading Innovation within an Organization
Innovation is one of the aspects needed in healthcare refers to the adoption of new practices meant to help organizations achieve goals and objectives. For innovation to occur, leaders play a vital role as they need to guide the people and also become role models to them. The paper describes the transformational leadership style as the approach leaders ought to adapt to leading innovation in healthcare. Also, the paper explains an implementation plan appropriate in mapping stakeholders' expectations and proposing change.
The transformational leadership style is the most appropriate method for leading innovation in healthcare. James Downton developed the model in 1973, but other scholars such as Burns and Bass added several aspects in strengthening its usefulness. In this style,   leaders' central role in the organization is to motivate and encourage workers to implement new elements helping the organization to grow and achieve future goals and objectives (Choi et al., 2017). The leaders act as role models where they understand and practice the culture adopted and also ensure independence in workplaces, for example allowing the workers to make some decisions. It, therefore, means that a trusting relationship is established, giving the employees a chance to find solutions to challenges and implementing them whenever the need arises. Moreover, the management trains and mentors the workers, so they become transformational leaders in the future.
[bookmark: _GoBack]Healthcare leaders should practice the transformational type of leadership style in ensuring innovation based on their features. Transformational leaders are keen regarding their ego, in that actions executed benefit the organization other than the self. The employees' and other parties' interests are prioritized, offering an opportunity for people to put their views at work. Innovation is, therefore, evident because people's ideas are considered, which brings about the changes. Such leaders also self-manage, meaning that they do not need to be pushed to do the right thing. Instead, they are self-motivated to do the right things, and the practice is aligned with organizational values (Choi et al., 2017). The feature means that such leaders are role models to the workers, which creates team-building making it easy to adapt to new practices. Apart from that, transformational leaders are willing to take risks to bring positive changes. They conduct intensive research and also consider the teams' ideas before making significant decisions. As a result, most of the practices adopted lead to success, as the right considerations are typically taken. Based on the above features, the transformational leadership style is the best in ensuring innovation in healthcare. 
Transformational leaders ought to map stakeholders' expectations in ensuring innovation in healthcare. The plan should involve several steps, which they ought to understand and implement to gather the right information. The initial step is the identification of stakeholders, referring to the parties interested in bringing innovation. The stage is necessary as it ensures that the right people are consulted and the information collected (Joukes et al., 2016). For instance, the stakeholders needed in healthcare are providers, support teams, patients, and the authorities. Mapping of the stakeholders' expectations also involves analysis, where the roles and expectations of the identified parties are assessed. Even though each stakeholder is necessary for changes management, others would have significant impacts. The analysis thus becomes necessary to determine the type of engagement that would be used in understanding their expectations. 
After the analysis is done, the other necessary step is prioritization, where each stakeholder's needs are arranged as per their requirements. As noted above, stakeholders are different and also have varying expectations from the change process. It is necessary to prioritize the needs so that each party's concerns are addressed (Joukes et al., 2016). The last step in mapping stakeholder’s expectations is engagement, where the leaders engage them to win support and understanding. Notably, the organization cannot implement all the expectations raised by the different parties. In balancing the expectations, leaders develop a reliable communication plan, where the teams exchange ideas to identify the expectations that would be implemented. After the consultation process, the ideas selected are communicated to all members to make it easy to implement.
Since stakeholders’ expectations are known, the development of an implementation plan for the selected innovation follows. In the initial step, a list regarding the outcomes needed is prepared. The leading role of this step is to ensure that the results of the innovation process are known to keep the team committed (Scott et al., 2017). Secondly, a change agent for each outcome is selected, who will motivate and guide the group in meeting certain expectations. In most cases, the changes to be made are more than one, creating the need to have a leader in each outcome to increase the chances of succeeding in all expected changes. The team leaders then guide the people to determine the actions that would lead to the meeting of the outcomes. Here, teamwork is strengthened so that the teams execute personal duties while also cooperating with others since the expected results are similar. Here, decisions on necessary actions are made, resources identified as well milestones to achieve the set goals. 
The step on establishing roles, budgets, as well as accountabilities, follows. Here, each team member is allocated a specific purpose in meeting the expected innovation. The members should also understand the budget they ought to use, to ensure that the practice is in line with the plan. Afterward, a tracking sheet to assess progress is developed, where short term goals are set. Notably, ensuring change is a process, which takes a lot of time. To keep the teams motivated and determined to achieve the set goals, performance indicators are developed to help them decide whether the actions executed lead to the attainment of objectives. Lastly, follow up methodology is established, to promote the organization to integrate the changes made in its culture.
In conclusion, having described the transformational leadership style as the approach leaders ought to adapt to leading innovation in healthcare and discussed implementation plan appropriate in mapping stakeholders' expectations and proposing change it is evident that healthcare leaders play a vital role in ensuring innovation, as they determine if goals and objectives would be met. As noted above, organizations whose aim is innovation should adopt the transformational leadership style due to its features. The model helps leaders encourage and motivate the employees to try new things in practice leading to innovation. Mapping the stakeholder's expectations is necessary to give insights into their views regarding the changes. Afterward, an implementation plan should be developed to actualize its aspirations.
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