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Abstract 

 

The purpose of this paper is to identify motivational factors and change concepts for the 

employees and Tribal members of the Lac du Flambeau Band of Lake Superior Chippewa Indian 

organization as it relates to performance, job satisfaction, productivity, and needed change 

initiatives.  The research will include concepts learned on Maslow’s Hierarchy of Needs (how 

satisfying basic needs relates in the work environment and compare the relationship with other 

motivation theory and to the willingness to work, quality of work, and overall job satisfaction), 

Herzberg’s Two Factors Theory of Intrinsic and Extrinsic Motivational Factors, Expectancy 

Model (support or resist change), Neuroscience of Leadership preferences, Change Readiness 

(evaluation of employee task readiness to determine how leadership behaviors relate to 

situational leadership which will identify the style to use in certain situations such as: visionary; 

directive; incubating; collaborative styles with attention given to the concepts of delegation, 

empowerment, participation, insightfulness, or being authoritative), Change Interventions, 

Creativity Conflict & Problem Solving Concepts, and a Case Study interview and history and 

culture of the Lac du Flambeau Tribe.   

 

Keywords: employee motivation, job satisfaction, change initiatives, motivation theory 
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Motivation and Change within the Lac Du Flambeau Band of Lake Superior Chippewa 

Indian Tribal Organization. 

The Lac du Flambeau (LDF) Band of Lake Superior Chippewa Indians (Tribe) are 

woodland Native Americans living on the Lac du Flambeau Indian Reservation in northern 

Wisconsin. The LDF Tribe’s governmental offices are located at 418 Little Pines on the Lac du 

Flambeau Indian Reservation. The Lac du Flambeau Tribe’s governing body consist of 12 

members elected by popular referendum by its membership and are referred to as “Tribal 

Council,” as define in their constitution by The United States Department of the Interior (1936). 

There are four executive positions consist of Tribal President also known as Tribal Chairman, 

Vice-chairman, Secretary, Treasurer, and 8 regular Tribal Council positions. These positions 

each have a 2 year term and the terms are staggered that every year 6 positions are up for re-

election. The Tribal Council governs 4,064 duly enrolled members which live on and off the 

reservation. The Tribal Council has “sovereign” authority given to them by the U.S. President in 

Treaties of 1837, 1842, and 1854 (Treaty with the Chippewa, 1937) allowing the Tribe to govern 

themselves and their entities within the exterior boundaries of the reservation.  

Background 

The LDF Tribe employs over 800, Tribal and non-Tribal members and governs the 

Business Development Corporation (BDC), LDF Holdings, LDF Construction, Call Center, 

Ojibwe Market, Smoke Shop, Gas Station, Lake of the Torches Casino (Economic Development 

Corporation), Chippewa Housing Authority, Pete Christensen Health, Dental Clinics, & 

Community Health departments, Museum, Law Enforcement & Tribal Courts, Economic 
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Support, Indian Child Welfare, Historic Preservation, Fish & Game, Simpson Electric Co., 

Accounting, Human Resource, Planning & Grants, Food Distribution, Land Management, Roads, 

and Education Departments. 

The mission statement of the Lac du Flambeau Band of Lake Superior Chippewa Indians 

(2020) organization states “To provide leadership for the betterment of Tribal membership and 

descendants in the areas of health, welfare, economic/job development and the protection of 

natural resources.” The LDF Tribe is committed to providing infrastructure for economic growth 

and health of the entire membership with traditional respect given to natural resources. It is 

detriment to the future of the Tribe and its membership to build a secure foundation to ensure 

prosperity which will also sustain change from political, environmental, and governmental 

influences. 

The Tribal Council changes every year with some retaining their seat with continuous  

leadership and experience or knowledge of policy, procedure, and past governing decisions, 

however, most don’t and a learning curve needs to be considered as newly elected Tribal Council 

members have no experience or limited education are elected to office because the election is 

define in their constitution by The United States Department of the Interior (1936) with no 

requirements of education or experience needed, the election is based on “popular referendum” 

of its membership. This process influences how decisions are made and in some cases micro-

management, prereferral treatment, and nepotism are present (personal experience, LDF Tribal 

member & employee since 1972). At this point, limited considerations will be given to the 

political aspects of these influences until a required change to the constitution is completed.  
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Focus will be on organizational development and change initiatives through motivating 

employees and Tribal members to promote effective communication, team building skills, 

productivity, and participation in the decision making processes while practicing the core values 

of their Native American culture. One of the most powerful and significant statements reflecting 

how important values are because they are instilled into an organizations culture from Trevino 

and Nelson (2014, p. 29) stating: 

The importance of values-for individuals is one’s core beliefs about what is important, 

what is valued, and how one should behave across a wide variety of situations. Just as 

individual guide individual thinking and action, organizational values guide 

organizational thinking and action. And, just as with individuals, the key question is how 

does the organization prioritize its values? 

 

Statement and Significance of the Problem 

Identifying what motivates employees will help solve the current problems by gaining a 

deeper understanding of emotional, psychological, and cognitive aspects which can increase 

productivity, lessen absenteeism and the revolving door, higher morale, encourage participation, 

and empower employees to participate in the decision making process which affect them in their 

daily job responsibilities which can help build rapport and develop a team environment built on 

respect, trust, dignity, and fairness. Anderson (2017, p. 48) states, “develop an environment in 

which authentic participation is possible and organization members can have a legitimate 

impact.” If working in an environment which encourages participation, learning and 
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empowerment, employees would become very loyal and motivated to succeed at every level 

within their power and influence.   

Taking a closer look to the existing motivation problem we find complacency within 

management, loss in revenues, decreased productivity, absenteeism, employment revolving door, 

low morale, disrespect, lack of trust, increased alcoholism, and increasing drug use within its 

employees and Tribal members (personal experience, LDF Tribal member & employee since 

1972).  Accountability and taking personal responsibility are at a minimum and need to increase 

to make a positive impact on morale levels which can encourage engagement and build working 

relationships at all levels especially with consideration to self-engagement and personal initiative 

to hold themselves accountable or taking responsibility to lead by example and not assume it is a 

given and not learned.  Connors and Smith (2011) state “To address the crisis, leaders and 

managers too often fall back on the power of their positions and the authority of their 

assignments, expecting accountability from others rather than engaging in it.” There are several 

different stages of the hierarchy which need to be taken into consideration and identified, from 

the top “Tribal Council” to managers, supervisors down to front line employees will need to 

evaluate and assess each individual levels of readiness and influence to develop an effective team 

with a balanced skillset and ableness to participate in the decision making process. Authority 

must be given to achieve a successful result to develop the organization within giving priority to 

practicing its Native culture daily. 
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Literature Review 

Hierarchy of Need  

Let’s take a look at how psychological needs get met so employees can perform at higher 

levels within all ranks in the organization? Is there a current process an individual or employee 

can benefit from to become more creative if his basic needs (able to feed his family and provide 

a roof over their heads so they are safe) are not met?  Will feelings of lack whether it come from 

“physiological, safety, love, esteem, self-actualization,” or attachment/detachment hold us back 

from reaching our goals to build meaningful relationships if we are not satisfied with the very 

basic of needs in life and will that lack be carried into the work environment?  Is there a 

correlation or relationship between employees satisfying basic needs as illustrated in “Maslow’s 

Hierarchy of Needs” (McLeod, 2020) and motivational factors in their willingness to work, the 

quality of work they perform, and overall job satisfaction?  

McLeod (2020) restates “Maslow’s Hierarchy of Needs” and quotes his writings 

“satisfaction of the self-esteem is reached need leads to the feelings of self-confidence, worth, as 

Illustrated by McLeod (2020).strength, capability, and adequacy of being useful and necessary in 

the world.  But thwarting of these needs produces feeling of inferiority, of weakness and of 

helplessness.” How does a manager or supervisor teach, coach, and mentor their staff when they 

have been conditioned over the years to not believe in themselves or have any self-esteem to 

become more creative and problem solve or when these very people who are in positions to lead 

fall short themselves? What do leaders need to identify and influence their staff to work at a 

higher level and be satisfied in their current positions? What commitment levels need to be 
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considered to meet the basic needs of employees? Once we have a better understanding of the 

hierarchy and how the basic needs need to be satisfied first we can then understand satisfying 

other needs until we reach  personal growth level of self-actualization. 

 

Figure 1 

Maslow’s Hierarchy of Need  

 

Note. As Illustrated by McLeod (2020). 

 

Self-
Actualization

Esteem

Love & Belonging

Safety 

Physiological (food & water)
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The Expectancy Model of motivation to Support or Resist Change.  

Thorough analysis of  assessments (change readiness, brain pathways learning indicator,  

stakeholder analysis, and throughout performance evaluations) will be used as an indicator of 

where to focus improvements, build relationships, and in house train (learn new skillsets etc.) to 

increase productivity, performance, participation, booster employee morale, and rate turnover 

and causes to the revolving door.  This theory will try to explain some of the cognitive and 

mental issues why individuals make choices they do whether it be to satisfy a need or to make 

them happier. It will determine the level of influence, acceptance, support, or resistance 

employees have in each department identifying issues which need to change and why people 

choose the things they choose or the level of influence over what is expected.  Hayes (2018) 

illustrates the expectancy model of motivation (Vroom, 1964; Porter and Lawler, 1968) and 

states “from a  motivational perspective, it is the expectation or belief about the relationship 

between effort, performance, and value outcome that will determine whether a stakeholder will 

be motivated to support or resist change.”  

Kotter and Schlesinger (2008) define a “strategic continuum” which illustrates fast or 

slower pace strategies of change initiatives to be taken. A “slower” pace plan of action will 

“minimize resistance and involve as many people as possible.”  Education levels and effective 

communication skills will learned and be a main focus prioritized down the hierarchy.  Kotter 

and Schlesinger (2008) state “One of the most common ways to overcome resistance is to 

educate people about it before hand.” The focus will be directed at building lasting relationships 



MOTIVATION & CHANGE WITHIN THE LDF TRIBE 

 

10 

between “initiators and resisters.” The urgency in this situation is to focus on building back the 

financial reputation and employee participation which will take time.   

 There are other psychological aspects of change which need to be considered because 

individuals are different and everyone experiences change differently some will be emotional, 

some will love it , others will hate it, feel depressed, or supportive, and some might be resistant 

to organizational change depending on their personal status growth, experience, and education 

levels when dealing or coping with change transformation. Hayes (2018) Chapter 15 “Supporting 

others through Change” lists several different stages and reactions to changes employees in an 

organization  might experience as they process new ways of doing things such as: awareness, 

shock, denial, depression, letting go, testing, consolidation, internalization, reflection, and lastly 

learning. These transformation processes and stages experienced can be very emotional and 

surprising when not communicated effectively. When in a professional environment employees 

need to be able to understand what is happening to them at a personal level and still be effective 

in their current jobs while they learn to cope and be productive while changes are taking place. It 

is very important to recognize how facilitators need to be aware of self-sabotaging factors to 

those who do not accept change out of fear or the stress of change itself and not want to move 

forward.  Facilitators should be educated change agents and knowledgeable on coaching, 

supporting, counseling, effective communication, planning (plans of action) processes, stage of 

each change process and be open to getting employee buy in from every level, the sooner you 

notify employees who the change affects the better you have to start getting their acceptance so 

they can adjust and adapt to be positive contributors and receptive to the needed changes (Hayes, 

2018). 
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Figure 2 

The Expectancy Model of Motivation to Support or Resist Change 

 

  

 

 

 

Note. Hayes (2018, p. 256) 

 

Motivation Theory  

 The theory behind motivation is based on how individual behaviors influence 

performance in the work place and in individuals personal lives. What are the driving forces 

which motivate individuals to do what they do to stay safe or to desire more out of life? Some of 

the basic concepts to consider is how human behavior seeks the more pleasurable things in life 

versus things which are not pleasant such as pain. We set goals to achieve things that make us 

happy and once the original goal has been met we desire more and set higher goals because we 
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like feeling happy so we raise the bar and find different ways to satisfy those higher needs. 

Hayes (2018) puts emphasis on goal setting and how it relates to higher levels of performance 

which support and motivate individuals to take whatever steps are necessary  to provide them 

with a benefit which will encourage more or higher levels of change. Past experiences whether 

positive or negative also play a part in how individuals accept or desire change or excel in life.   

Intrinsic and Extrinsic Motivation  

According to Yusoff et al. (2013) “extrinsic factors only permit employees willingness to 

work while intrinsic factors will decide their quality of work. These two groups of extrinsic and 

intrinsic factors are not necessary opposite with each other, as opposite of satisfaction are not 

dissatisfaction, but rather no satisfaction.” Fredrick Herzberg’s “Two-Factors theory” from 1959, 

as researched by Yusoff et al. (2013) is very similar to Maslow’s hierarchy of needs but 

Herzberg focuses on measuring motivational factors in work environments by theorizing if lower 

level needs which he considers to be “extrinsic or hygiene factors” are satisfied by being okay 

just to be satisfied and would not motivate the individual to work harder, but by supplying higher 

level needs “intrinsic or motivational factors” they would work harder to reach the higher level 

which is more satisfying than being at a lower level of being satisfied.   

According to Ben-Hur and Kinley (2015) intrinsic and extrinsic motivation factors focus 

on identifying and understanding how improving human behaviors relate to job performance. 

Extrinsic motivators are based on reward and punishment as an incentive base to reward good 

behavior and punish bad behaviors which help to motivate or improve individuals behaviors 
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which overall changes performance. Pink (2009) refers to these behaviors as “carrot and stick” or 

“if-then” rewards which do the opposite and discourage good behaviors and in some cases gives 

us more of the bad behaviors and unethical practices which destroy performance. He states there 

are seven reasons “carrot and stick” do not work when expecting high performance and or 

achievement. “The Seven Deadly Flaws” have been illustrated as: “They can extinguish intrinsic 

motivation, they can diminish performance, they can crush creativity, they can crowd out good 

behavior, they can encourage cheating, shortcuts, and unethical behavior, they can become 

addictive, and they can foster short term thinking” (Pink, 2009, p.57). The overall idea is to 

encourage and motivate your employee by using intrinsic motivation factors instead of extrinsic 

which allow the individual to find “purpose” meaningful reasons why they do the work they do 

through “autonomy” which gives freedom to have a choice without being controlled and 

“mastery” to learn more of their individual skillsets (Pink, 2009).  

 Intrinsic motivation focuses on how to tap into human behavior which not only is 

meaningful but also helps build interpersonal relationships in the workplace.  Ben-Hur and 

Kinley (2015) also suggests “autonomy and mastery” as two of three essential concepts to 

intrinsic motivation with the third being “connection.” We all desire human interaction but also 

building on those connections desired to influence partnership and a healthy working 

environment. The unique difference in this particular concept is the human feelings factors and 

mindsets which encourage “prevention focused” versus “promotion focused” motivational  

insight on how to make employees feel better about themselves in participation of goal setting 

and building the human connection of the “sheer enjoyment” of the work itself and the people 
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they interact with building personal and professional aspirations together. Collaboration in group 

settings brings about a sense of “community of practice” dynamic as defined by Wegner-Trayner 

(2015) which states “how people share concern or a passion for something they do or learn as 

they interact regularly” which relates in this situation because when working together in groups 

we generate more creative ideas from different perspectives when diversity is allowed.  Building 

working relationships and working together is essential to holding each other accountable and 

being responsible for a common good. The overall goal is to use “Intrinsic” motivation 

(autonomy, mastery, and connection) to sustain change as “Trio of Inner Needs” is shown in 

Figure 3 (Ben-Hur and Kinley, 2015). 

Figure 3 

Trio of Inner Needs  

 

 Note. As Illustrated by Ben-Hur and Kinley (2015). 

Extrinsic motivation factors can be considered external benefits like getting paid a salary 

or the money individuals get paid to work labor hours, benefits such as medical, paid leave 
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benefits (vacation or personal time), promotional aspects like advancement in the hierarchy of an 

organization or seniority status more so to certain privileges one gets for working for an 

organization longer years in time than others you get job security. Singh (2016) suggests there 

are certain impacts of intrinsic and extrinsic motivation which engage others more and using that 

engagement and a combination of both intrinsic (purpose, self -satisfaction, and feelings) and 

extrinsic (salary or bonuses) to get a better understanding and balance when it comes to 

motivating your employees with stress being given to more intrinsic methods because extrinsic 

methods take focus off taking pleasure in doing your job to simply just doing what is required 

without passion or drive (Singh, 2016).     

 

“Neuroscience of Leadership” 

Understanding cognitive (thinking) and sensory (learning) preferences of each individual 

can be helpful when aligning the types of work one pursues to the types of work detail which 

needs to be completed or who you select when building an effective team based on individual 

learning styles and differing skillsets. Every learning style has strengths and weaknesses which 

dictate how they perceive and communicate what they learn or how they process information in a 

productive or stressful environment. Every individual has a different style of how they learn and 

how they communicate in certain relationships either personal or professional by expressing their 

style either being a hands on (kinesthetic) learner or learning from eye contact cues (visual) or if 

they learn by listening (audio). Utilizing these thinking styles and patterns help develop and align 

who does what in certain situations to benefit productive working environments. Miller et al., 
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(2012) state that practicing “Neuroscience in Leadership” by building on individual thinking 

processes and using their sensory perceptions to build dynamics to foster personal and 

professional relationships environments which are productive so employees can have a better 

“self-awareness” understanding to perform at a higher rate. 

  The sensory communication styles are kinesthetic, auditory, and visual pathways which 

help self-awareness to comprehend faster and or stronger methods of understanding or 

transferring of information to be shared or processed. Each of these sensory styles have needs 

have to be met to become more efficient doing things a certain way. Kinesthetic (K) needs are 

when a person learns faster by doing things hands on or needing physical interaction to learn and 

process at a faster successful rate. Auditory (A) needs are considered when they learn through 

discussion, hearing directions progress or financial reports. Visual (V) needs are when they need 

to see or have a visual of the actual reports, materials, directions, or pictures to comprehend at a 

higher level. Once your sensory preference is known you can determine the areas of strength and 

weakness and start building effective teams from the information (Miller et al., 2012). 

They use another great tool to get a better understanding of how individuals comprehend 

information to consider “cognitive preferences” of Sequential, Global, and Highly Integrated 

preferences (Miller et al., 2012).  If a person is more Sequential (S) they excel when are given 

logical detailed information versus Global (G) where they need to be information about the end 

result or the bigger picture and aspects of information, and lastly is a hybrid “Highly Integrated” 

which needs both logical and detailed information along with needing to see the bigger aspects 

of information. Miller et al. (2012) also define “neurodiversity” as another level of how to 

“improve quality of life” through recognizing and identifying these traits to help build 
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relationships at every level because every individual is different and if you want to value these 

differences use the sensory and cognitive tools to your advantage as you build relationships and 

effective teams.  Build relationships by developing your employees with higher skillsets and 

knowledge through education and trainings which build on the above mentioned sensory and 

cognitive strengths and weaknesses (blind spot is your lowest sensory or cognitive capability). 

Miller et al., (2012) state your sensory and cognitive preferences are the “Brain Pathways, the 

Neuroscience of You,” which leaders use to build an environment “where people feel safe from 

judgement and criticism.” 

Change Readiness 

 One of the first issue to consider and ask is if the organization is ready to change and at 

what levels are the changes needed? Do the managers or supervisors who will be in charge of 

implementing the change have the skillset or competence to be effective? What types of 

intervention plans will be needed to put into place to handle resistance or fear which would 

sabotage the change initiatives? How much funds are available to budget and will there be 

enough in this budget to reach a successful outcome? Armenakis et al. (1993) considers 

readiness for change as the capability and willingness of the organization to change and the 

ability to motivate individuals from top management all the way down the hierarchy to the front 

line employees within the organization. 

 How do you motivate individuals to consider the need to change into a positive desire to 

change? Individuals are at different levels of accepting change or see the reasons why change is 

so desperately needed or they tend to not even care one way or the other, they refuse to see in 
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themselves the ability to change or better themselves. Pugh (1993) recognizes individuals who 

want change are more successful in life than those who would rather stay where they are being 

totally satisfied with the “status quo” and not want to understand or have the “confidence” to 

want or see why change is important to positive experiences of growth and success in the work 

environment and in their personal lives. 

 Assessing change readiness within an organization will also focus on evaluating 

employees readiness to take on and accept changes within departments or the organization as a 

whole.  Individual readiness to change, changes with every employee at different levels 

dependent on education and personal passions. Jenney (2020) suggests “Seven Traits of Change 

Readiness” to consider when assessing which employees will embrace change and be more 

successful than others in changing environments.  These traits levels evaluate and measure where 

employees fall into the change continuum by using confidence, passion or drive, adaptability, 

resourcefulness, optimism, adventurousness, and levels of tolerance to ambiguity in changing 

environments.   

Jenney (n.d.) recommends utilizing a “Change Readiness Assessment” tool which gives 

you a score of each employee taking the assessment and highlights areas where individuals score 

higher or lower in the seven traits listed. For instance in “resourcefulness” the score tally 

determines if you are very resourceful or you are not resourceful at all which can help when 

developing teams based on each individuals effectiveness in each of the remaining traits listed. A 

combination of each traits can be used as an indicator where individuals are stronger or weaker 

in areas needed to build effective teams or when assigning tasks or job placement. 
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Hersey and Blanchard (1988) define “Situational Leadership” in relationship to 

behavioral science in their model which illustrates “the amount of direction (task behavior) and 

the level of socioemotional support (relationship behavior) a leader must be given the situation 

and level readiness of a follower or group.”  These two behaviors (task & relationship) 

determines the levels in which employees will listen, commit,  and obey their supervisor or 

manager to perform tasks which will be needed to solve the stated problems. Leadership 

behaviors play a significant role in assessing and identifying problems.  The research looks at the 

two dimensions of task and relationship behavior when assessing readiness.  The study goes one 

step further to define “task” as “initiating” behavior and “relationship” as “consideration” 

behavior.  Hersey and Blanchard (1988) state: 

Task behavior is the extent to which a leader engages in one way communication by 

explaining what each follower is to do as well as when, where, and how tasks are to be 

accomplished. Relationship behavior is the extent to which a leader engages in two-way 

communication by providing socioemotional support, psychological strokes and 

facilitating behaviors.  

Styles in leadership will fluctuate with each changing situation.  It is imperative to 

determine employee readiness to accomplish task and then determine how to motivate each 

employee to do needed tasks.  

Leadership Styles 
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There are four strategic leadership types (Visionary; Directive; Incubating; Collaborative) 

outlined in Leading with Strategic Thinking by Olsen and Simerson (2015) which define the 

Directive style by “achieving results through others” and delegate authority. The Collaborative 

approach comes into play as far as building relationships and most importantly sharing power by 

empowering employees involved in the team environment and other processes. The Incubating 

type are “perceptive” and encourage participation through nurturing. The Visionary leader is 

seen as ”insightful and inspirational” leaders who focus on future and they have tendency to 

foresee needed change. There are no definite leadership roles but for the most part a combination 

of these types are the characteristics of an effective leader (Olsen and Simerson, 2015) along 

with setting direction by organizing, planning steps of action, establishing governance by 

clarifying roles and defining rules, motivating others, and monitoring performance utilizing 

Kaplan and Norton (1990) balanced scorecard. 

Leadership styles can be identified by utilizing the “Situational Leadership” behavior 

model to pinpoint a particular style to use because there will be different situations and different 

employees with different cultural backgrounds involved. The first process is to determine the 

readiness of employees, a leadership style will be determined by plotting a point on the bell 

curve in the four quadrants and note where they intersect, this will help the leader determine 

which style is appropriate for their situation. Leaders will either be supportive or directive 

depending on the level of task and if the leader will delegate, encourage participation, sell their 

ideas, or tell their employees what to do instead of being encouraging. The quadrants illustrate 

highs and lows with regard to responsibility and performance along with the bottom levels of the 
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followers’ readiness which is interesting and defines individual confidences and insecurities 

within the process. 

Creativity, Conflict, & Problem Solving 

Learning creative ways to problem solve as Titas (2000) encourages a creative problem 

solving process as “a degree of problem preparation followed by periods of idea generation, idea 

evaluation, idea refinement, and idea implementation.” This process is broken down to clarify 

how the problem is identified, how information is utilized, and how the “problem is delineated to 

find a clear problem definition.” Problem solving preparation is followed by a period of 

“solution finding” where activities are taken to generate, evaluate, and refine new ideas which 

can lead to creative solutions. The process is clarified by a step by step plan to identify the issues 

at hand and build structure for solving it. Adding creativity to the mix by searching for new ideas 

in a safe environment has been defined by Miller (1987) as “the simplest form of creativity may 

be thought of as the birth of imaginative new ideas” within the realm of solving problems. 

Utilizing this format for problem solving will encourage an openness to finding creative 

solutions to arising problems in change initiatives and when motivating employees to be 

involved and participate in the processes.     

A method of analysis defined by Proctor (1999) is the “paradigm shift which is a set of 

rules and regulations that define boundaries and help us to be successful within these boundaries, 

where success is measured by the problems solved using these rules and regulations.” Paradigm 

shifts help us to look at issues or problems differently from differing points of view which can 

open dialogue for brainstorming and sharing of new ideas and solutions. Looking at issues from 
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a different perspective does work as long as the people involved are open to share and respect 

each other’s opinions and ideas. Involving staff in a business setting encourages them to become 

involved in the decision making process which is empowering as they can become more creative 

and involved. This works when businesses are team oriented and allow for all team members to 

have a say in the process which they are part of and their ideas are taken serious especially when 

problems, threats, or opportunities arise, and creativity is essential during a paradigm shift for 

much needed change or competitive advantage in business environments. 

In gaining a better understanding of creativity and conflict on how “avoidance and 

detachment” mechanisms reflect on when under duress falls short of an ideal position any one 

would like to be in in the work environment. It is the key to “conflict” and how “creativity” is 

used to solve problems when dealing with a poor supervisor if feeling threatened, under duress, 

or undermined in any relationship and in the work environment. As stated by Mikulincer et al., 

(2011), “the effects of security priming (emotional experiences of being cared for) were 

moderated by anxiety and avoidance.” A study by Mikulincer and Sheffis (2000) finds: 

Explicit positive mood induction led to worse rather than better creative problem solving 

among people scoring high on anxious attachment. It implies to attachment anxious 

people who turn explicit signals of safety into harbingers of trouble and distress which 

reminds them of positive experiences which turned painful. This dysfunctional process 

leaves the anxious person unaware of the attachment related source of their positive state 

of mind. The study found validity of attachment theory which is an important platform 

for positive psychology of human virtues, strengths, creativity, and growth.”   
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According to Cozzarelli et al., (2003), “attachment security has been proven to show 

changing results when someone experiences a stressful life changing event” and attachment 

security has been “conceptualized as a “Global” orientation towards relationships (i.e., a stable 

trait)” by Brennan et al., (1998). Attachment insecurities have been proven in differing situations 

to effect “creativity and exploration.” One of the studies by Ainsworth et al., (1978) and Bowlby 

(1973), states “attachment theory and insecurities interfere with optimal exploration and 

learning. People who feel threatened and inadequately protected or supported find it difficult to 

explore new objects, environments, and acquire new information that may challenge or expand 

their existing beliefs.” Negative judgements can totally damage your employees moral and 

growth which in turn reflect on the individuals creativity and their personal growth.   

Divergent and convergent thinking processes are also important in the creative problem 

solving process as Titas (2000) states as “divergent thinking” is generating a lot of unusual wild 

ideas without judgements and then evaluate them. “Brainstorming or freewheeling” techniques 

can be used but try to “expand the range” and set a goal of ideas to 30 or more before you start to 

evaluate. “Convergent thinking” is “the ability to converge on the best possible solution which 

means they must evaluate or judge the value of ideas if they are to effectively want to execute 

these ideas.”  “Convergent thinking” means you must shift your mindset from generating ideas to 

determining which idea is the best idea with value to solving the problem while being concise 

and looking at all available options fairly without making fast decisions or judgements too soon 

and be willing to improve on the ideas selected (Titas, 2000).  
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 In situations where there is conflict or differences in opinion when dealing with change 

initiatives rely on dynamics of negotiation and consensus making advice by Hefel (2017), to “be 

specific” in all communications because when you do not fully state your position clearly or try 

to have the person paraphrase their understanding of what your position is (vice versa) so all 

concerned clearly understand each other with no misunderstandings which could make or break 

your position especially when solving problems with subordinate behaviors. Deal with situations 

as soon as possible where there is confusion on positions, or with issues when people twist your 

original position because they did not understand you clearly.  It takes full responsibility on all 

parties to make sure you are understood, and reach a “high quality agreement,” when dealing 

with communication and change processes. When making decision by consensus always define 

how individuals will agree. All people involved should be aware of the process guidelines and 

rules before you start your discussion. Agree to disagree and what steps will be taken if 

consensus cannot be reached or if majority will rule. This will let everyone know it is okay to 

disagree, but the group will proceed, and decisions will be made to not waste time which can be 

“costly” allowing forward movement to prevail when problems arise and need to be solved 

effectively (Hefel, 2017).    

Change Interventions 

According to Bandura (1994) self-efficacy is defined as a “person’s belief about their 

own capability to produce a performance and influence events” which relate to their 

effectiveness and employee engagement driven by their own behavior and social interventions 

which Anderson (2017, p. 299) states in his research of organizational culture assessment and 
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change.  Hayes (2018) interventions which seem to be the most logical and meaningful when 

focusing on effectiveness and the individual.  Self-efficacy relates to how we can enact 

principles of quality and employee involvement, building organizational culture, strategic 

change, organizational learning, and employee engagement (empowerment). Hayes (2018) 

states: 

Interventions such as teaching, mentoring, coaching, and counseling will help develop a 

sense of support system to self-efficacy when confronted by the need to change and 

perform or switch to new roles or prepare to take on a leadership roles within the 

organization. A person’s sense of self-efficacy is their past experiences and more so after 

experiencing successful encounters when obstacles are overcome and strengthen a person 

belief system with greater confidence in their own abilities to affect outcomes.   

  

Other theories to consider about intervention processes are by Anderson’s (2017, pp. 223-

250) “Organization development: the process of leading organizational change” text defines 

processes to redesign intervention which include “skill building and management coaching.” 

These interventions also align with decision making and employee participation concepts listed 

in Argyris (1970) writings which state “one of the most important sets of criteria….is to generate 

choices that enhance system competence.” Involving the employees in a team effort and focus on 

learning and development of the individual and team. By empowering employees to get involved 

and participate in the decision making process which affects them can also help make the 

changes stick with buy-in and influence more employees to commit to the needed changes. 
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Skelley (1989) states the “ability for employees to contribute to the decision making process and 

to have more control and autonomy over their work.” This will impact employees and motivate 

them to want to be part of the process within because they will be free to choose how to do the 

work they do and be part of the decision making which will affect them personally and the daily 

duties they perform.  

Case Study: Interview with LDF Tribal Members 

It is important to look at different perspectives and age groups of Tribal members who 

are employed with the LDF Tribe, ask them to participate in this study and learn about what 

motivates them as employed Tribal members,  why they do what they do? and why they 

contribute to the community? Several Tribal members in positions of leadership were asked such 

as elders, Dr., healer, teacher, harvester (hunt, fish, and gather), native arts & crafts, and 

language traditionalist, “What in the Native “Ojibwe” culture motivated you to become a leader 

in the Lac du Flambeau community?  

Leon Valliere, LDF Tribal member (Teacher of Ojibwe Language, Harvester, Arts & 

Crafts Traditionist, and Elder), personal communication, reprinted by permission, 

December 6, 2020, responded to the question with this answer:   

Motivation for me has always been rooted in current reality. As I have moved through 

this life, I have been continually reminded of issues and concerns that face community 

members on a daily basis. I have come to realize over time, many of these issues are 

historic in nature. 
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Problem solving, has thus been my primary motivator. In this process, the concept of 

identifying problems is followed by determining ways in which solutions can be 

achieved. Elders and research were instrumental in identifying how our people once 

lived, what had changed or which things had totally disappeared.  

My base is Ojibwe culture. From this base, I began to assess our current status and 

attempting to compare that status with our original Ojibwe norms and mores. I learned 

that outside influences had decimated many of our original ways, including government, 

language, education, healing, relationships with others, ceremonies, and many others. 

My approach, as a leader, has been to assist community in reconnecting to our collective 

past in a positive way. There is no blame, instead only encouragement. I often challenge 

others, “What are you going to do about it?” 

In my efforts, working with others, we have reconnected to our past. We have 

demonstrated to our youth, some of the original ways of our ancestors, which were 

interrupted. We continue to reclaim our identity while exercising our dual citizenship. 

  

Shannon Cobe, LDF Tribal member (Elder, and Tribal Judge), personal communication , 

reprinted by permission, December 8, 2020, responded to the question with this answer: 

My name is Shannon Meday Cobe, I am an enrolled member, a licensed attorney and at 

78 years of age, a Tribal Elder. I was not raised in a traditional “Ojibwe” culture. I lived 

most of my life in Chicago as part of a large Indian community. Many people from many 

tribes removed from their reservations all over the country as part of the federal 

termination of reservations policy in the 1950’s. A lot of native people share common 
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themes of kindness, generosity, and respect for all people. Add to those traits, a sense of 

humor, and you have a brief synopsis of my motivations in life.   

A full blood, Lac du flambeau enrolled member, my father who was born and died on the 

reservation was removed from his family in 1907 to be educated in the infamous Indian 

boarding schools. For the next three or four years his mission in life was to run from the 

white school back to his family in Lac du Flambeau. At some point, my father became 

convinced that education was the only way his people could achieve power, equality, and 

escape poverty. 

During my years of practice law in Chicago, I was active in many Indian organizations 

serving the native community (90,000 Indians live in Chicagoland). I was a founder of 

the Illinois Native American Bar Association, on the board of Coalition of Indian 

community organizations and an active member of the American Indian Center. Upon my 

retirement from the practice of law, I was happy to come home and be appointed to the 

Lac du Flambeau Tribal Court as an associate judge. 

I am the only law trained judge in the five Chippewa Indian Wisconsin Tribal Courts, 

though I work only part time, my goal is to make a difference in our community. I try to 

assist Tribal members who traditionally have been short-changed in State Courts by the 

judicial system of the dominant society. Although we have ordinances which must be 

followed, as a sovereign nation we have much latitude and recognizing traditions of tribal 

people, and of showing respect even if their position is not feasible legally. I attribute my 
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survival and success as a woman, Indian, lawyer, and mother as a result of my native 

upbringing.  

Katrina Mares, LDF Tribal member (Dr. of Chiropractic), personal communication , 

reprinted by permission, November 23, 2020, responded to the question with this answer: 

From a young age I was always taught to do things to the best of my ability by my 

Grandma. She taught me to never give up, by all the beadwork (arts & crafts) projects we 

would do together, and that if you are going to do something for someone or tell someone 

something to do it the right way and be honest. I feel like I am a motivated person and 

goal orientated. Once I set a goal I do what I can to achieve it.  

I graduated high school one year early on my 17th birthday. I went to Haskell Indian 

Nations University in Lawrence, Kansas and was comfortable there being around other 

natives. I just never felt like I was home. After two years, I transferred to University of 

Minnesota – Duluth to finish my undergrad studies and to be closer to home this was a 

three hour trip home compared to a twelve hour trip. I originally went to school to 

become a Pharmacist. I completed my Undergraduate in Pre-pharmacy with a Bachelor 

of Science in biology and minor in chemistry. Upon graduation, I worked in the 

pharmacy as a technician and hated it. I would have dreams about counting pills. The 

medication that was given out the most was Hydrocodone. Just as with everywhere else 

in the country our community has suffered with overdose, addiction and death due to this 

drug and others. I felt like I needed to do something to help with this.  

I moved my son, who was three, husband and I back to Kansas to begin chiropractic 

school. My son has been another one of my motivators; I could not let him see me fail. I 
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wanted to show him that you can do anything you put your mind to. He has seen firsthand 

the hard work and determination I had in school.  I finished Chiropractic school Cum 

Laude and I made the Dean’s list 9 out of 10 semesters. I have now been back to Lac du 

flambeau for about 5 years. I’m grateful to be helping people in my community.  These 

are some of the reasons that motivated me to become a chiropractor in Lac du flambeau. 

   

History  

In the study of American Indians the Lac Du Flambeau (Waswagoning) Tribe along with 

ten other Tribes’ in Wisconsin (Lac Courte Oreilles, Red Cliff, Mole Lake (Sokaogan), Bad 

River- Lake Superior Chippewas, Forest County Potawatomi, Ho Chunk Nation, St Croix 

Chippewa, Stockbridge-Munsee Band of Mohicans, and Menominee Nation) are Federally 

recognized American Indian Nations. The Wisconsin Department of Public Instruction (2020) 

acknowledges the importance of the needed relationship at the state level and how the American 

Indian studies impact the educational process by listing each individual Tribe their demographics 

and brief history along with other information such as geographic details, elected officials 

contact information, governmental infrastructures, memorandums of understanding, and other 

educational source links of each of the said Tribes.   

According to the “Treaty with the Chippewa” (1837, 1842) signed by the President of the 

United States, Article 5 “gives the privilege of hunting, fishing, and gathering of wild rice upon 

lands, the rivers, and lakes included in the territory ceded,” meaning the Tribes’ agreed to give 

up a majority of their land base in return to live safely (government obligation for housing, 
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health, and education) within a reservation boundary, however, as part of the agreement the 

Tribes’ can continue to exercise the right to hunt, fish, and gather in the ceded territory they 

sacrificed to the government to sustain their Native American traditions to protect, feed their 

families, and continue to live off the land (Treaty with the Chippewa, 1854).   

Treaties are usufructuary rights given to Tribes’ (not individuals) to hunt, fish, and gather 

in their ceded territory affirmed by court decisions (700 F.2d 341 (7
th Cir., 1983), cert. denied 

464 U.S. 805, 105 S. Ct. 53, 78 L.Ed.2d 72 (1983), and Lac Courte Oreilles v. State of 

Wisconsin, 758 F. Supp. 1262 (W.D. Wis. 1991), which Pierson (2009) explains in his writings 

on “The Spearfishing Civil Rights Case: Lac Du Flambeau Band v. Stop Treaty Abuse-

Wisconsin,” which has been highly controversial in northern Wisconsin.  It is the culture of “all” 

Tribes’ including the LDF Tribe to hunt, fish, and gather year round, although every spring when 

the Tribes’ exercise their rights to fish (spearfishing) surrounding communities protest which 

keeps racism alive in Wisconsin. Tribal members experience racist acts of intimidation and 

violence, as it was proven in the 1994 court case of the Wisconsin, 7th District Court of Appeals, 

Judge Crabb, which ruled in favor of the Tribes being subjected to such traumas and injustices.  

Pierson (2009) states “In her opinion on remand from this Court, Judge Crabb has marshaled six 

pages of evidence to show that defendants' interference with plaintiffs' spearfishing was racially 

motivated,” the excerpt below as stated by Pierson (2009) from the ruling of Judge Crabb:  

In addition to ridiculing Indian culture and traditions, protesters' racist rhetoric took more 

violent forms as well. The protesters advocated spearing an Indian to save a walleye and 

urged supporters to drown Indians. As the district judge reported at one point in her 
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opinion: Protesters yelled, “Dead Indian, dead Indian” and sang, “A half breed here; a 

half breed there,” to the tune of “Old McDonald had a farm.” At Eau Pleine Reservoir, 

they referred to Indian women as squaws and bitches and said, “The only good Indian is a 

dead Indian.” In 1989, they said that “Custer had the right idea.  

It is important to point out this “racism” as it continues to exist today off the reservation 

and more openly when the Tribes’ spearfish every spring as currently reported by Milwaukee 

Journal Sentinel (Schulte, 2020). The Tribes’ learn to slowly overcome these traumas by using 

their respective Tribes’ culture to seek a better sense of community, healing, and understanding. 

Goodman (2015, p. 10) suggests in the article that groups of individuals who are conditioned to 

have an advantage over other people tend to not realize they oppress others and in this case 

racism suggests the privilege do not look at themselves as being oppressors.  He states: 

“oppression (disadvantage) groups and privilege (advantage) groups are two sides of the 

same coin and how privilege groups lack the awareness of one’s privilege and generally 

deny or avoid looking at others oppression and their privilege because of systematic 

inequalities.  It is easier to deny that there is a problem or blame the people 

disadvantaged than to look at how they themselves are complicit in the oppression of 

others.”  

The LDF Tribe is no different from other Tribes’ within the United States and have 

experienced historical and intergenerational traumas from displacement, genocide, and racism 

leading to emotional and psychological health issues of addiction, alcoholism, and depression. 

Ring (2005) research has proven the term “genocide” within the Chippewas of Lake Superior.  
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“The Sandy Lake Tragedy” is the equivalent of the “Chippewa Trail of Tears” known in history 

as the genocide of 400 Ojibwe, men, women, and children who died from “starvation, disease, 

and the exposure to the elements,” in 1850 as they waited for annuity payments promised by the 

US government. 

Brave Heart (2003) states “historical trauma” is a wounding of “cumulative emotional 

and psychological” hurts from massively traumatized Indian populations across life spans and 

generations. Trauma induces substance abuse, depression, self-destructive behaviors, suicidal 

thoughts, anger, low morale, anxiety from negative experiences and responses of massive group 

traumas from enculturation,  assimilation, and genocide which happened to their ancestors. Other 

incidences of racism as defined earlier when exercising rights given to them by the government 

to provide for their families by hunting, fishing, and gathering as illustrated by Pierson (2009). 

Seven Grandfather Teachings 

 The seven grandfather teachings are based on Native American culture and how Native 

Americans lives their lives on a daily basis.  Their closeness to mother earth and all her creations 

show these seven traits are respected in life and how the interrelatedness is in all life creations 

are valued.  Respect is to honor all creation, humility is to know you are sacred with all creation, 

truth is to apply truth in all your teachings to be honorable and sincere in everything you do, to 

love is to know peace, to cherish knowledge is to be wise, to walk through life with integrity is to 

know honesty, and to face life with courage is to be brave (personal experience).  These are the 

seven teaching Native Americans have been taught throughout generations. The LDF Tribe is no 

different and values these teachings within its government and business infrastructure. Tribes 
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value and practice (teach children) daily to become one with the creator and all living things 

(LDF Public School, 2020). 

 Other Tribes throughout the United States also practice The Seven Grandfather 

Teachings with respect given to mother earth in one form or another.  Borrows (2008) illustrates 

the Seven Generations, the Seven Teachings from the Chippewas and Ottawa of the Nawash 

which defines the seventh generation of “The Indian Act of 1876” which placed their people in 

“reserves” (known to LDF as the reservation) and how they strive to be “wise, humble, 

respectful, truthful, brave, loving, and honest.” This seventh generation is about healing and 

change and how the Chippewa fought throughout seven generations to get where they are today 

by holding on to their traditions and language they value and honor the same today as their 

ancestors practiced generations ago.  Erford and Hays (2018) research states “It is acknowledged 

that enculturation, the “socialization process through which individuals learn and acquire the 

cultural and psychological qualities of their own group” is an active process.”  

 A more philosophical approach as we relate to one and another from learning our own 

culture, having self-awareness, and engaging in our own learning to help develop our skills and 

attitudes towards ourselves and others is essential to building interpersonal relationships.  

Communication, solving problems together, listening, having empathy, and open-mindedness to 

work with others who are different is key to intercultural communication.  A “relationship of self 

to another” is explained by Tim (2013) in his research of: 

“Levinas - The importance of face, face of the other is how the other reveals itself. The 

face of the other is the exteriority of his being. Face to face is an ethical relationship.  
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Levinas expresses an interesting perspective on the problem of modern alienation in that 

it explains how the separation can be understood as a fundamental condition of being.”  

A very different perspective and most interesting way to look at the “self” and how the “self” 

learns as it relates to others.  

A more practical approach is how organization culture transforms according to Ashkenas 

(2010) is to take a key process of “best practices” without customizing the practice to fit into a 

new organization would be a mistake. One must learn to get a complete understanding of any 

new principles by adapting to them before transitioning into a new environment.  Ashkenas 

(2010) states “actively learning from others is more than just identifying and borrowing best 

practices, it requires adaption to your culture and full adoption by leadership.” Effective 

communication, learning, sharing, and transferring information on how to customize processes 

from one culture to another or one organization to another is essential to forward progress.  Full 

support from a leadership standpoint and commitment from front line staff to top management is 

critical for a successful transition.   

Discussion 

 Learning the importance of why Native Americans create environments which value the 

meaning of where it is they come from (culture) and how they use their beliefs to interpret and 

respond to their surroundings has been difficult over the years, however, learning benefits of 

cross culture settings encourages experiences from all walks of life as they balance stability into 
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their world.  Harwood (2014) explains a lifelong learning movement encouraging humility and 

respect diversity through “the importance of knowing their own culture heritage meaning how 

you use your culture to interpret and response to the world around you.” In many ways our 

culture defines us and how we relate (lead and follow) to each other and how we determine what 

motivates us to do the things we do.  Harwood (2014) states: 

Culture gives meaning to who people know or think they are; how they behave; how they 

interpret and respond to the behavior of others; but most importantly, culture tells 

numerous stories about why people behave the way they do. Thus, to truly understand a 

person’s culture, it important to go deeper than what the eye can see; dig deeper than the 

arts and delve deep into the histories for it is there the people can be found. 

An example would be as Native American it is tradition to hunt, fish, and gather food 

from the woods but in some cultures people would rather just go to the store and buy their food.  

Native American Tribes’ hold dear and take pride in living off the land and respecting mother 

earth as defined in the “Seven Grandfather Teachings” (LDF Public School, 2020) where as 

others are content with buying from a store not caring how it is processed or where it comes from 

with no consideration to interconnectedness and the world. Leading by example, building 

positive relationships, and showing authentic concern for employees helps gain their loyalty and 

support to follow directives with passion and do the job to the best of their ability.  Olsen and 

Simerson (2015) define support as  “developing a followership- the ability to motivate others to 

share a vision and contribute through a high degree of personal conviction in the value of the 

vision itself.”   
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Learning about the “My Brain Pathwaystm Profile, The Neuroscience of You” as 

characterized by Miller et al. (2012), in the “Building Personal and Professional Relationships” 

text provides profile and defines learning preferences. It is an awesome tool to learn styles in 

which individuals or teams can learn their strengths and weaknesses about how and why they 

function and communicate with each other. The uniqueness of this is having a better 

understanding of who you are as an individual and learn to utilize these styles for success and in 

building effective team efforts hoping to gain a competitive advantage in business environments. 

The learning style discussed in the “Profile” are sensory characteristics are “Kinesthetic, Visual, 

and Auditory” which explain how the individual handles differing situations such as “learning, 

working, remembers, stress tactics, difficulties, frustrations, and what distracts.” The cognitive 

thinking function defines how the individual learns through “Sequential or Global” learning 

capabilities which explain how the individual uses their thinking structure to their advantage.  

The setback with any of these learning styles is they all have disadvantages and under stressful 

situations individuals tend to behave differently. Building a team to use both strength and 

weakness to its advantage is the make-up of a successful team. These “Blind spots” are defined 

and considered as “least utilized sensory and cognitive thinking pathways” which only can be 

strengthened by focusing and practicing the process of changing your perspectives and build a 

stronger individual or self. A highly recommended tool to use when developing individuals and 

effective teams. 

Learning about change processes and action steps needed for successful change 

initiatives Kotter and Cohen (2002) “Heart of Change” prioritizes eight large scale change 

concepts and action steps which can lead an organization to successful change processes to be 
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considered. These changes action steps help the individuals change behavior in daily tasks which 

then build a road map for sustaining all the change efforts.  Their action steps are: Step 1. Create 

urgency, Step 2. Build a guiding team, Step 3. Get a vision right, Step 4. Communication for 

buy-in, Step 5. Empower action, Step 6. Create short term wins, Step 7. Do not let up, and Step 

8. Making change stick.  The overall goal is to “change people’s thinking in order to change their 

behavior by provoking responses that reduce feelings that slow and stifle the needed change and 

enhance feeling to motivate useful actions,” (Kotter and Cohen, 2002). 

A recommended phased approach to determine individual and organization levels of 

readiness will be followed with a plan of action detailing a change readiness scale that measures 

every individuals readiness to change efforts in areas such as: Resourcefulness, optimism, 

passion/drive, adaptability, confidence, tolerance for ambiguity (Jenney, n.d.). Also, 

recommendations to evaluate intervention concepts to change readiness as Anderson (2017) 

states in his intervention process which help determine the “appropriate depth” of change 

readiness which “should be matched to the data collected and the diagnosis.” The evaluation of 

the organizations “readiness for change also needs to be taken under consideration along with the 

assessment to the point of where to intervene first.” This intervention strategy will give more 

benefit and “opportunity for learning and participation” within all levels in the organization 

hierarchy which will lead to a better understanding of the needs and show the importance for 

change initiatives.  

Recognizing resistance to change as defined by Ford and Ford (2010), can be very useful 

when used to your advantage when initiating change by considering how resistance to change 
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can “clarify purpose, can keep change active in organization conversations, enhance the quality 

of change and its implementation, can provide additional information on how employees feel 

about past change attempts, and can reflect to potentially build involvement in and commitment 

to the organization.”  

There are four areas of recommendation are: Communication-To effectively 

communicate plans of action and financial positions to all individuals involved on down the 

hierarchy. Education-Take the time to explain, educate, and develop employees to reasons why 

change is important and needed. Show employees how and why you are investing in them. 

Initiate Participation- Involve all employees on plans of action and financial position.  This 

would be a great time to clarify the organizations purpose and vision of the future. Show exactly 

where the employee fits in the organizations purpose and vision.  Weekly or monthly meetings to 

help and keep employees involved by asking for feedback and get additional information from 

them on how they feel about past, present, and future change which will involve them and build 

trust. Empowering employees to participate and have a say in the decision making process which 

affects them is huge.  Skelley (1989) states the “ability for employees to contribute to the 

decision making process and to have more control and autonomy over their work,” initiates a 

participative management.  This will help structure a participative style which will help build 

trust and commitment within. Negotiation and agreement- Building and providing support 

functions and mechanisms within the organization by offering incentive programs that help 

reward and promote behaviors. Consistent performance evaluations and performance measure 

need to be in place.  This will help structure and promote commitment from within.  
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The timeline for change depends on the changes needed and how they will be prioritized 

and if they are considered large scale changes such as in large organization culture change or 

considering the required interventions which will need to occur.  We will look at individual and 

group wide interventions, support needed to sustain the changes, and consider a learning curve so 

everyone has the opportunity to learn the new processes and participate from the beginning in the 

data collection phase to implementing the changes and documentation.  Considering most 

changes will be multidimensional and are complex so an initial period of time to give is well 

over a year as Covin (1992) has found in his study.  We need to be flexible when giving a 

timeline as every organization has different needs which require different action steps and 

different processes that will require longer periods of time.   

Conclusion 

The research methods mentioned will measure and help answer all of the questions put 

forward in this discussion. Identifying with your culture and being aware of behaviors which 

affect performance by showing how intrinsic and extrinsic motivational factors relate with the 

hierarchy of need, task readiness to be a follower or in some situations a situational leader.  

Performance issues and means to improve processes which help motivate employees, increase 

their productivity, lessen absenteeism and the revolving door, higher their morale, encourage 

participation, and empower employees to participate in the decision making process at all levels. 

Respecting diversity and building relationships built on compassion and sincere caring concern 

for all people no matter their race, religion, or sex.    
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Processing the connection between satisfying human needs, education on the differing 

learning styles (sensory characteristics & cognitive thinking patterns) of organizational team 

members will help build healthier relationships, help to align, build on the strengths and 

weakness of each other to create a successful “creative” team,  through divergent and convergent 

thinking processes when brainstorming or mind mapping, encouragement, empowerment, and 

humility the creative process to solving problem will be very beneficial.  Learning from all the 

concepts listed will be a great start to sustaining change and hopefully acquire a passion for 

personal growth. 

 Going a step further in understanding the healing process by overcoming the impacts of 

historical traumas and racism. We must move forward by motivating members and employees to 

express themselves through their beliefs and the things they value by practicing the “Seven 

Grandfather Teachings” in daily interaction and be more productive contributing members of 

society. It is critical to understand the interconnectedness we share in life by embracing todays 

societal norms, gaining passion or drive to learn, healing the divide from past inflictions, and 

accepting different ideologies which will benefit the organization as it motivates employees and 

Tribal members to become more productive team members, for overall organizational change 

and growth gaining competitive advantages for future prosperity.  
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