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Abstract 

This action-oriented research inquiry explored how Fair Vote Canada (FVC) might enhance 

diversity and improve inclusivity throughout the non-profit organization. Framed through a 

system-thinking lens of transformational change and applying the participatory and appreciative 

action and reflection (PAAR) methodology, the inquiry engaged volunteers from FVC in an 

ideation workshop and a modified future search workshop. Participants shared perspectives on 

the present state of the organization, co-created ideas of the ideal future state, and suggested 

strategies to implement transformational change within FVC. Thematic analysis of data insights 

suggests opportunities for leadership at all levels of the organizational hierarchy, in such aspects 

as communications, volunteer recruitment, orientation and engagement, external partnerships, 

education and training, and organizational culture. Five recommendations emerged from these 

conclusions providing specific calls to action with illustrative examples. Finally, the inquiry 

recommends further applied research on communication and engagement strategies as related to 

successful diversity and inclusion initiatives, the impacts of participatory research on volunteer 

engagement, and the further expansion of the PAAR methodology. 

 
 
 Keywords: action research; leadership; diversity; inclusion; organizational culture; 

change; systems thinking; engagement; volunteer. 

 



ENHANCING DIVERSITY AND INCLUSION AT FVC 5 

Dedication 

I would like to dedicate this work to my family and friends who have been instrumental 

to my success. To my parents, Girvin and Cheryl Devitt, for their unwavering love, who instilled 

in me an appetite for continuous learning and development and encouraged me to take risks and 

believe anything is possible. To my aunt, Margaret Devitt, who helped support my learning 

journey with Royal Roads University. To my numerous friends who listened and exhibited 

unmitigated tolerance and compassion whenever I would speak of my thesis work, despite the 

unrelenting frequency and depth of such conversations. To my classmates in the Royal Roads 

University Master of Arts in Leadership 2019-3 and 2020-1 cohorts. These individuals began as 

classmates, grew to become colleagues, and evolved into beautiful life-long friendships. You 

freely and graciously offered me your inspiration, motivation, support, and light throughout this 

journey. Lastly, but certainly not least, I dedicate this work to my teachers at Royal Roads 

University: my learning guides who demonstrated compassionate leadership and taught me to 

embrace both my inner shadow and my inner light, to be brave and vulnerable, to share my story 

with the world, and ultimately, helped me grow as a human being. Thank you to all for your 

unwavering love and encouragement. I could not have done this without you. 

 



ENHANCING DIVERSITY AND INCLUSION AT FVC 6 

Acknowledgements 

In this thesis, I periodically use the pronoun “I,” as I am solely accountable for the 

opinions, thoughts, choices, and subsequent conclusions I’ve created from the inspirations of my 

community. With tremendous gratitude and appreciation, I would like to acknowledge several 

key people in that community for their support and guidance, ensuring this thesis came to be. 

To Dr. Phil Cady, my thesis supervisor, who tirelessly shepherded this work from 

conceptualization, through many drafts, ultimately to this final product. Your mentorship, vast 

knowledge, ineffable composure, and unwavering dedication were vital on my journey and serve 

as evidence of my success.  

To Ms. Marsha Wesley-Coleman, my committee member, thank you for your wonderful 

insights, your time, and your support. 

To Dr. Tony Ghaye, my external examiner, who’s thought provoking insights have given 

me a greater understanding of the participatory and appreciative action reflection methodology. 

To Fair Vote Canada and Michelle Clifford, who without hesitation became my 

enthusiastic organizational partner, instrumental to bringing this research to life, freely providing 

logistical support, ideas, and feedback, and who willingly opened themselves to be the subject of 

this inquiry. 

To my Inquiry Participants, who by agreement will remain anonymous, but whose 

courage and commitment to explore a challenging subject and engage in difficult conversations 

was inspiring. 

To my Leadership teachers: Mark Fulton, Beth Page, and Dave Whittington, who all 

taught me to value the journey, challenged me to let my layers of armour fade away and helped 

me see that I am enough as I am.  



ENHANCING DIVERSITY AND INCLUSION AT FVC 7 

To my Inquiry Team: Linoy Alkalay, Erika Bailey, Raelene Bergen-Harder, Tobi Elliot, 

Jolene Head, Duane Jackson, and Su Nicholls-Gartner; your gift as co-facilitators provided 

insight, encouragement, and assistance in many ways and was essential to my success and 

completion. I am in your debt and forever grateful. 

To my dog Kali who in the thick of things always reminds me to seek joy, to pause and 

breathe in all that is around me, that there is always time for snuggles or play, and that 

everything is better after a roll on the grass. 

 

“At times, our own light goes out and is rekindled by the spark from another person. Each of us 

has cause to think with deep gratitude of those who have lighted the flame within us.” 

Albert Schweitzer 

 



ENHANCING DIVERSITY AND INCLUSION AT FVC 8 

Table of Contents 

Creative Commons Statement ..........................................................................................................3 

Abstract ............................................................................................................................................4 

Dedication ........................................................................................................................................5 

Acknowledgements ..........................................................................................................................6 

List of Tables .................................................................................................................................11 

List of Figures ................................................................................................................................12 

List of Abbreviations .....................................................................................................................13 

Executive Summary .......................................................................................................................14 

Chapter 1: Focus and Framing .......................................................................................................18 

Significance of the Inquiry .................................................................................................21 

Organizational Context and Systems Analysis ..................................................................24 

Overview of the Thesis ......................................................................................................32 

Chapter 2: Literature Review .........................................................................................................33 

Diversity and Inclusion Practices in Organizations ...........................................................33 

Volunteer Recruitment, Engagement, and Retention ........................................................41 

Organizational Change and Culture ...................................................................................46 

Chapter Summary ..............................................................................................................55 

Chapter 3: Methodology ................................................................................................................56 

Methodology ......................................................................................................................56 

Data Collection Methods ...................................................................................................59 

Project Participants ............................................................................................................64 

Study Conduct ....................................................................................................................66 



ENHANCING DIVERSITY AND INCLUSION AT FVC 9 

Data Analysis and Validity ................................................................................................71 

Ethical Implications ...........................................................................................................73 

Inquiry Outputs ..................................................................................................................74 

Contribution and Application ............................................................................................74 

Chapter Summary ..............................................................................................................75 

Chapter 4: Inquiry Project Findings and Conclusions ...................................................................76 

Study Findings ...................................................................................................................77 

Study Conclusions .............................................................................................................89 

Scope and Limitations of the Inquiry .................................................................................96 

Chapter Summary ..............................................................................................................97 

Chapter Five: Inquiry Implications ................................................................................................99 

Study Recommendations .................................................................................................100 

Organizational Implications .............................................................................................109 

Implications for Future Inquiry ........................................................................................116 

Thesis Summary ...............................................................................................................117 

References ....................................................................................................................................120 

Appendix A: Developing Inclusive Behaviours ..........................................................................133 

Appendix B: Inquiry Team Member Letter of Agreement ..........................................................136 

Appendix C: Participant E-Mail Invitation Ideation Workshop ..................................................137 

Appendix D: Participant E-Mail Invitation Modified Future Search ..........................................138 

Appendix E: Research Information Letter ...................................................................................139 

Appendix F: Participant Research Consent Form Ideation Workshop ........................................142 

Appendix G: Participant Research Consent Form Modified Future Search ................................143 



ENHANCING DIVERSITY AND INCLUSION AT FVC 10 

Appendix H: Ideation Workshop Agenda and Questions ............................................................144 

Appendix I: Modified Future Search Agenda and Questions ......................................................145 

Appendix J: Unabridged Suggested Actions Generated by Modified Future Search 

Participants .............................................................................................................................147 



ENHANCING DIVERSITY AND INCLUSION AT FVC 11 

List of Tables 

Table 1: Fair Vote Canada Chapter Locations .............................................................................. 25 

Table 2: Leading Diversity and Inclusivity Practices in Organizations ....................................... 39 

Table 3: Typical Future Search Agenda ....................................................................................... 63 

 



ENHANCING DIVERSITY AND INCLUSION AT FVC 12 

List of Figures 

Figure 1: Action Research Engagement Model ............................................................................ 20 

Figure 2: Dimensions of Diversity ................................................................................................ 34 

Figure 3: Linking Diversity and Inclusion to Engagement ........................................................... 36 

Figure 4: Transformational Change Model ................................................................................... 49 

Figure 5: Participatory and Appreciative Action and Reflection (PAAR) as a Process ............... 58 

 

 



ENHANCING DIVERSITY AND INCLUSION AT FVC 13 

List of Abbreviations 

ARE  Action Research Engagement Model 

BC  British Columbia 

CCDI  Canadian Centre for Diversity and Inclusion 

COVID-19  Coronavirus Disease 2019 

FPTP  First Past the Post 

FS  Modified Future Search Workshop 

FVC  Fair Vote Canada 

IW  Ideation Workshop 

MAL  Master of Arts in Leadership 

ON  Ontario 

PAAR  Participatory and Appreciative Action and Reflection 

PAR  Participatory Action Research 

PESTLE Political Environmental Social Technological Legal Environment Analysis 

PR  Proportional Representation 

RRU  Royal Roads University 

SoLS  School of Leadership Studies 

SWOT  Strengths Weaknesses Opportunities Threats Analysis 



ENHANCING DIVERSITY AND INCLUSION AT FVC 14 

Executive Summary 

This action-oriented research inquiry explored how Fair Vote Canada (FVC) might 

enhance diversity and improve inclusivity and create transformative culture change throughout 

the non-profit organization. Framed through a system-thinking lens of transformational change 

and applying the action research engagement model (Rowe et al., 2013), my main inquiry 

question was: “How might Fair Vote Canada foster an organizational culture of diversity and 

inclusion?” Sub questions guiding this research were: 

1. What is the current state of diversity and inclusion at FVC? 

2. Ideally, what does enhanced diversity and inclusion look like at FVC? 

3. What barriers exist to achieving greater diversity at FVC? 

4. What strategies and supports could be implemented at FVC to help achieve greater 

diversity and inclusion, and overcome potential barriers? 

The literature review for this inquiry included the topics of diversity and inclusion practices at 

organizations, volunteer recruitment, engagement and retention, and organizational culture and 

change. 

The methodology of this inquiry was the participatory and appreciative action and 

reflection (PAAR) methodology developed by Ghaye et al. (2008). Data collection methods 

included a small group ideation workshop created based on information from various sources 

(Rowe et al., 2013; Stroh, 2015; Saldaña & Omasta, 2018) and a modified future search (Janoff 

& Weisbord, 2005; Weisbord & Janoff, 2010). Inquiry participants shared perspectives on the 

present state of the organization, co-created ideas of the ideal future state, and suggested 

transition strategies to implement transformational change within FVC. Data analysis was 

conducted through the course of values coding and process coding (Saldaña & Omasta, 2018), 
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followed by data triangulation and methodological triangulation (Scott, 2007, as cited in Briggs 

et al., 2012). Data trustworthiness, credibility, and validity were established through three rounds 

of member checking (Cope, 2014). 

Thematic analysis of data insights revealed six findings: 

1. Common agreement about what diversity represents to FVC remains fractured. 

2. There has been positive improvement in developing policy to improve diversity; 

however, more action and prioritization is necessary. 

3. The current internal organizational culture may be a barrier to improving inclusivity. 

4. Improvements, enhancements, and more varied communication at all levels of the 

organization is desired to foster feelings of inclusivity and build community.  

5. Participants described areas where volunteer participation requirements may be too 

high. 

6. Indigenous voices are not being engaged effectively. 

These findings led to six conclusions: 

1. Improved communication could improve engagement and foster inclusion at all levels 

of the organization. 

2. Encouraging new voices and ideas to come forward could improve diversity and 

inclusion. 

3. Adaptable volunteer recruitment, training, and engagement could increase diversity 

and inclusion at FVC. 

4. Greater and more wide-ranging diversity training could help transform organizational 

culture. 
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5. Proactive outreach could help forge new community partnerships and create greater 

membership diversity. 

6. Volunteers can be an untapped resource of creativity in developing strategies to 

enhance diversity and improve inclusivity. 

In total, five recommendations were developed for FVC to support in transforming its 

organizational culture to one that is more diverse and inclusive, including: 

1. Activate responsive, diverse, and two-way means of communication to engage with 

volunteers for ongoing discussions and iteration of ideas on a diverse range of topics. 

2. FVC can enhance diversity and inclusion by identifying successes in and removing 

barriers to volunteer recruitment, training, and engagement. 

3. Develop educational resources to be disseminated widely, promoting electoral reform 

and the organization’s history and purpose. 

4. Proactively engage and build mutually beneficial partnerships with diverse 

communities and organizations. 

5. Increase access to diversity and training forums. 

Finally, this inquiry suggests further applied research on communication and engagement 

strategies as related to successful diversity and inclusion initiatives, the implications of engaging 

volunteers in participatory research, and the further expansion of the PAAR methodology. 
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Chapter 1: Focus and Framing 

We live in uncertain times. Social injustice, the ongoing COVID-19 pandemic, political 

polarization, vast economic inequities, climate change, and more all serve to fracture our notions 

of community and interpersonal relationships. Some might say our societies are more divided 

and exclusionary than ever before. The word unprecedented is frequently and commonly used by 

media and politicians. Perhaps they do so in order to appease our anxieties or, perhaps 

optimistically, to also confront us to collectively seek novel solutions to these challenges. 

Disparities in opinions and ideologies feel rampant and constantly accelerating, only driving us 

ever further apart. It may appear we face a seemingly insurmountable number of wicked 

problems: social and cultural problems that are challenging or nigh impossible to solve, each one 

a symptom of another problem, and even more stubborn to resolve (Rittel & Webber, 1973). 

However, perhaps herein lies an opportunity to be seized. 

In the seminal fantasy novel, The Lord of the Rings written by J. R. R. Tolkien 

(1954/2001), the wizard Gandalf seeks to empower Frodo the hobbit as he is about to set forth on 

an inconceivable journey filled with adversity and uncertainty. Frodo finds himself wishing he 

did not have to be the one faced with such challenges, to which Gandalf says, “So do all who live 

to see such times. But that is not for them to decide. All we have to decide is what to do with the 

time that is given us” (p. 67). Like Frodo, we are now all faced with a choice. We can lead with 

empathy and embrace such a mindset so as to find hope and new opportunities to unite our 

communities together in these times of difference. We can choose to think optimistically, 

embrace our diversity, and strive towards a shared understanding and develop solutions to our 

toughest problems, all of which may lay just beyond our perceived horizon. As Coghlan (2019) 

said, “If you think with an opportunity mindset, then you are less likely to embark on a witch-
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hunt, looking for someone to blame, as there is nothing for which to blame” (p. 113). We are all 

in this together, and it will require empathy, compassion, and the inclusion of diverse ideas and 

perspectives to overcome the challenges we currently face. 

For this thesis inquiry, I partnered and collaborated with Fair Vote Canada (FVC). FVC 

is a national advocacy organization focused on educating Canadian people on the benefits of 

electoral reform, specifically proportional representation, and lobbying for such changes at the 

federal, provincial, territorial, and local levels of government in Canada. Primarily, FVC seeks to 

change the current first-past-the-post electoral system to one that is more representative of the 

Canadian people. I have been personally interested in this issue for several years. The timing of 

this inquiry could not be better, as the FVC board of directors recently completed a membership 

survey that identified key challenges currently facing the organization. The survey results 

identified a lack of diversity throughout the volunteer membership of the organization as a key 

issue that must be addressed for the organization to truly fulfill its organizational mandate (FVC, 

2009). A wicked problem, to be sure, yet anecdotally, one that is common to many organizations 

at present. 

My main inquiry question was formulated through collaborative discussions with the 

partner organization using the “How might we” format recommended by Berger (2012, para. 1), 

who explained this style of question defers judgment and opens possibilities: How might Fair 

Vote Canada foster a culture of diversity and inclusion? Sub inquiry questions were formed 

utilizing the “Action Research Engagement Model (ARE)” (Rowe et al., 2013, p. 19). As 

illustrated in Figure 1, the ARE model focuses on creating context, engaging key organizational 

stakeholders in collaborative dialogue, and encourages the development of strategies for change, 
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ideally leading to the creation of an actionable plan for the organization to achieve its desired 

outcomes (Rowe et al., 2013). 

Figure 1: 

Action Research Engagement Model 

 

Note. From “Action Research Engagement: Creating the Foundations for Organizational 
Change,” by W. Rowe, M. Graf, N. Agger-Gupta, E. Piggot-Irvine, & B. Harris, 2013, ALARA 
Monograph Series, No 5, p. 20. Copyright 2013 by ALARA Action Learning, Action Research 
Association Ltd. Reprinted with permission. 

 

The primary inquiry question for my research was: “How might Fair Vote Canada foster 

an organizational culture of diversity and inclusion?” Four subquestions led to research to gain 

in-depth knowledge about this topic. Specifically, in subquestion 1) I sought to address the 

‘Focus and Framing’ stage, and in subquestion 4), the ‘Recontextualize and Reconstruct for 

Organizational Change’ stage. 
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1. What is the current state of diversity and inclusion at FVC? 

2. Ideally, what does enhanced diversity and inclusion look like at FVC? 

3. What barriers exist to achieving greater diversity at FVC? 

4. What strategies and supports could be implemented at FVC to help achieve greater 

diversity and inclusion, and overcome potential barriers? 

During initial conversations with my organizational partner, there was a short discussion 

regarding the potential value of including a research question that explicitly addressed inclusivity 

of Indigenous voices. Specifically, whether FVC wished to consider strategies to Indigenize and 

decolonialize voting processes in Canada and to include Indigenous voices in reforming our 

voting systems. However, my partner expressed a concern that the organizational culture at FVC 

may not be inclusive enough at this time and was apprehensive that any experience an 

Indigenous person may have within the existing culture could be inadvertently adverse, 

potentially posing a risk to developing positive future relationships. My partner emphasized 

FVC’s desire to build positive relationships with Indigenous communities and the hope the that 

organization will be in an improved position to do so in the near future. Thus, while I believed it 

was important to proactively examine all methods of Indigenizing cultural and organizational 

systems, my partner and I determined that in this instance, instead of making this issue a key 

inquiry question, I would allow the data to lead and determine if/how the organization should 

approach and integrate this important topic in its actions to foster diversity and inclusion. 

Significance of the Inquiry 

Pursuing this inquiry was of import not only to FVC but also to the broader study of 

organizational change and culture. In my opinion, many organizations in our current society seek 

to become more inclusive and representative of diverse populations of stakeholders, particularly 
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in terms of gender, age, race, and cultural background. The benefits to increasing equity, 

diversity, and inclusivity can be tangible, as described by McMahon (2010): “Diversity in 

business helps in pooling the best talent, reduces the gap between increasingly diverse 

[stakeholder] bases, unleashes creativity, promotes innovation and thereby enhances the 

competitiveness of the organization” (p. 40). 

In late 2020, FVC undertook a survey amongst the board of directors and learned that 

concerns about a lack of diversity and inclusivity were the most pressing challenges it was 

facing. According to FVC’s (2021a) survey results, one respondent felt: “I am not sure if we 

were and are still doing enough to create safe spaces for these people to share their views and 

feelings”, whereas another respondent stated there was a “systemic bias against newer voices” 

(p. 2). Beginning such a process of transformational culture change with the organizational 

leadership, specifically the board of directors, is a good leverage point. As Martin (2014) said, 

The effects of cultural diversity in the workplace depend upon how well they are being 

managed by the organizational leaders. With the proper strategic planning, top 

management can enhance the positive effects and reduce the negative effects of cultural 

diversity in the workplace. (p. 90) 

The board of directors, having recognized diversity and inclusivity must be entrenched in the 

leadership of FVC, agreed it was important at this stage for the organization to take tangible 

action and develop actionable strategies to create transformational change to embody its mission 

and values more fully. As stated by my organizational partner during a personal phone interview, 

“If the organization is advocating for all votes to be equal, then all voices within the organization 
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must be equal” (M. Clifford, personal communication, February 10, 20211). Without attention to 

this issue, FVC was under threat of losing relevance with its members and the greater Canadian 

public due to ineffectually engaging and communicating with diverse communities. D’Almeida 

(2007) indicated, “When [leaders] failed to communicate with culturally diverse groups, the lack 

of communication and the inability to communicate rendered them ineffective, for they did not 

know how to empower such groups of individuals in order to motivate them” (p. 7). Creating an 

organizational culture that is welcoming and inclusive suggests there would be an appeal to 

broader populations, which may serve to engage the diverse populations in Canada more fully.  

Developing a culture that is welcoming, inclusive, and diverse was fundamental for FVC, 

which seeks to advocate on behalf of all Canadians and, as such, would ideally result in the 

organization becoming more effective and representative. As a matter of integrity, co-creating 

greater diversity and inclusivity would potentially aid FVC in walking their talk and lead to 

greater strength in achieving the organization’s mandated purpose (FVC, 2009). McMahon 

(2010) explained, “Organizations can manage diversity effectively by building senior 

management commitment and accountability” (p. 41). Therefore, it was essential to follow the 

initial needs assessment demonstrated by the board’s survey results (FVC, 2021a) and take 

greater action. 

In my view, this issue is not solely faced by FVC. In recent years, there have been 

significant cultural movements advocating for social and cultural change, including the #MeToo 

and Black Lives Matter movements, the push for truth and reconciliation with Indigenous 

populations, and even simply the changing generational demographics of the modern workspace. 

 
1 All personal communication in this thesis is used with permission by the participant. 
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I hoped this inquiry would additionally help add to a growing body of literature that could 

support change and bring greater diversity and inclusivity to our various organizations across 

society. 

Organizational Context and Systems Analysis 

FVC is a national, grassroots advocacy organization advocating for the implementation of 

proportional representation at every level of the Canadian government: federal, provincial, 

territorial, and municipal (FVC, 2009). Currently, the established voting structure in Canada is 

known as a first-past-the post (FPTP) electoral system. In this system, eligible voters cast a vote 

for the candidate of their choosing, and whichever candidate receives the most ballots wins the 

election, regardless if a greater number of overall voters voted for a different candidate (“First-

past-the-post voting,” 2022). The effects of this system can often lead to political parties winning 

an election and forming government without receiving the majority popular vote, resulting in 

many voters feeling disenfranchised (FVC, n.d.-a). Proportional representation (PR) is the 

“principle that says the percentage of seats a party has in [government] should reflect the 

percentage of people who voted for that party,” which proponents of PR contend would lead to 

significantly better representation of voters (FVC, n.d.-b, para. 1). 

FVC is governed by a 15-member national board of directors and operated by three full-

time staff, including an executive director. The organization maintains 34 chapters in local 

communities across Canada, led by one chapter leader and consisting of teams of various sizes 

dependent on the geographic location and level of volunteer engagement. Locations of 24 of 

these chapters are identified in Table 1. 
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Table 1: 

Fair Vote Canada Chapter Locations 

Canadian Province/Territory Community/Regional Location 

Alberta Edmonton 

Calgary 

British Columbia Kamloops 

Central Vancouver Island region 
Salt Spring Island region 

The Sunshine Coast region 
Vancouver 

Victoria 
Westshore region (Langford, BC) 

Manitoba No fixed location 

Ontario Guelph 

Don Valley 
Hamilton 

Kingston 
London 

Northumberland region (No fixed location) 
Simcoe region (Orillia, ON) 

Toronto 
Waterloo region 

York region (No fixed location) 
National Capital Region (Ottawa, ON) 

Prince Edward Island No fixed location 

Saskatchewan No fixed location 

Yukon No fixed location 
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There are approximately 2000 voting members in FVC. A voting member is considered 

anyone who has made a minimum of a $25 donation in a given calendar year. Additionally, there are 

approximately 60,000 people interested in the organization, who have subscribed to the FVC mailing 

list and may or may not be active volunteers. My partner at FVC was the co-chair of the national 

board, a member of several committees, and chapter leader of the Toronto and Ontario chapters. 

Before being formalized in 2001, FVC consisted of an informal listserv and web 

community called Canadians for Proportional Representation (FVC, 2016). This community was 

built around the common interest of electoral reform. A few key members, including Larry 

Gordon, Chris Billows, and Doug Baillie, organized themselves and held a founding conference 

in June 2001 in Ottawa where approximately 80 people attended. This resulted in the official 

founding of FVC and election of the first board of directors. The new board formalized FVC and 

began the process of developing bylaws, the official statement of purpose, and the advocacy 

efforts the organization has become known for. 

In its Strategic Plan, FVC (2021b, p. 1) identified the organization’s Vision as follows: 

We envision a country that respects the highest standards of democratic good 

governance: a society in which: 

• Citizens have an equal and effective voice in choosing their representatives, and 

benefit from a diversity of representation in close proportion to votes cast. 

• Governments work cooperatively to deliver effective policies supported by a true 

majority of voters. 

• Citizens have the power to hold governments accountable via a trusted and fair 

electoral system. 
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Furthermore, the FVC Strategic Plan identified the organization’s mission as: “Our mission is to 

campaign and advocate for proportional representation at all levels of government (federal, 

provincial, territorial, and municipal) and to support campaigns for related improvements to 

Canada’s democracy” (p. 1). 

Half of FVC’s (2021b) current strategic objectives and supportive actions are oriented 

toward political advocacy campaigns and thus important to the organization’s mission statement, 

yet not directly impactful to this inquiry. The second half of the FVC strategic objectives are 

focused on strengthening the movement of electoral reform. Several supporting actions specific 

to this objective indicate the necessity for the organization to be inclusive of other organizations, 

individuals, and FVC allies. However, there are two key actions that specifically impacted this 

inquiry: “Use a lens of diversity always” (FVC, 2021b, p. 4) and “Work to create an inclusive 

environment through all means possible” (FVC, 2021b, p. 6). These noted actions demonstrated 

a willingness of FVC leadership to actively engage with this inquiry to develop innovative 

solutions. 

Creating an inclusive environment is a key strategic objective of FVC, and accordingly, 

they have developed a thorough Inclusion and Anti-Harassment Policy (FVC, 2017) to help 

guide the organization on this important issue. The policy focuses primarily on what constitutes 

harassment, bullying, and discrimination and what the procedure is for complaints and 

resolution. However, there appeared to be very little, if any, detail on how inclusivity is to be 

defined for the organization, and what efforts, if any, would be made to encourage diversity and 

inclusivity. Of particular note is a section describing the purpose and appointment of two Equity 

Officers from amongst the national board of directors. These officers are to be responsible for 
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leading the investigation process as required by the policy for any potential complaint as well as 

serving as a resource on informing others of the policy. 

FVC has always been interested in increasing diversity based on the inherent value 

proposition in its statement of purpose (FVC, 2009). My partner described two recent events in 

2020 that highlighted to the board of directors the need for greater efforts to improve inclusivity. 

In summer 2020, a board member suddenly quit claiming they had felt harassed by other board 

members, prompting a review of the Inclusion and Anti-Harassment Policy (FVC, 2017) by the 

board’s two equity officers (M. Clifford, personal communication, January 26, 2022). 

Additionally, my partner explained that historically, the organization has oftentimes faced 

internal division between veteran volunteers and younger volunteers and provided an example of 

an event that occurred within the board of directors in late 2020. The executive director 

requested the board engage the services of a professional mediator; however, this action was not 

pursued, and the issue was seemingly resolved when the offending party chose not to seek re-

election and left the board voluntarily (M. Clifford, personal communication, January 26, 2022). 

These events prompted the board to conduct an internal survey in November 2020 focused on 

anti-harassment and inclusion practices. This was followed by a special board meeting to discuss 

the survey results in January 2021, thus identifying the primary strategic objective of enhancing 

diversity and inclusivity within FVC (M. Clifford, personal communication, July 27, 2021). 

Having described the organizational context of FVC and provided background to the 

relevance of this inquiry, I will briefly describe a systems thinking approach, examine the system 

that was the focus of my inquiry, outline how system boundaries were determined, and how I 

intended to effect positive change as a key outcome of this inquiry.  
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To describe systems thinking, it was Senge (2006) who explained best, “Business and 

other human endeavours are . . . systems. They . . . are bound by invisible fabrics of interrelated 

actions, which often take years to fully play out their effects on each other” (pp. 6–7). Meadows 

(2008) explained that a system is something greater than the sum of its parts and further defined 

it as “an interconnected set of elements that is coherently organized in a way that achieves 

something” (p. 11). These elements link and relate to each other to ultimately serve a function 

and/or achieve a common purpose. Systems thinking is a “set of synergistic analytic skills used 

to improve the capability of identifying and understanding systems, predicting their behaviors, 

and devising modifications to them in order to produce desired effects” (Arnold & Wade, 2015, 

p. 675). Stroh (2015) added to this and identified several important reasons why thinking in 

terms of systems is helpful to affecting change. These reasons include: (a) it is motivating as we 

discover our own roles in creating and exacerbating the challenges we hope to overcome; 

(b) systems thinking helps us catalyze collaboration since we learn that we collectively create the 

results we experience, both positive and negative; (c) it focuses us to work on a limited number 

of specific changes over time in order to achieve wider impacts that are both significant and 

sustainable; and finally, (d) systems thinking encourages continuous learning so as to affect 

meaningful change that is ongoing and ever evolving (Stroh, 2015). Fundamentally systems 

thinking requires defining the boundary of a particular system, while recognizing that everything 

is interconnected. A system boundary is created by identifying who (or what) is included and that 

which is not to be included. Boundaries create identity and, thus, help us to define the system in 

this inquiry. 

In the case of FVC, the system within which the organization operates interrelates with 

many internal and external elements on a large scale. As a national organization responsible for 
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lobbying all levels of government across Canada, FVC is connected to and interacts with 

thousands upon thousands of volunteer members, stakeholders, and partners. When I explored 

the implications of the inquiry question of “fostering a culture of diversity and inclusivity,” the 

application of this inquiry to the system had the potential to be boundless. Thus, it was vital to 

place boundaries around where and what I would investigate. In the context of this inquiry, it 

would have been nigh impossible to get the entire system of thousands of stakeholders and 

partners as described together to determine how best to overcome the current organizational 

challenges, and so, by sheer logistic necessity and resource capacity, I was required to create a 

boundary focusing on FVC leadership. Specifically, I selected leaders most responsible for 

governance and operations of the organization. In this case, the boundaries of the system 

included the board of directors, chapter leaders, and the executive director: that is, those who 

exert the greatest influence on the function and purpose of the system (Meadows, 2008). 

My strategy in defining a boundary for this system was based on the symbolic, political, 

and human resource frames of systems thinking as presented by Bolman and Deal (2017). A 

frame is “a coherent set of ideas or beliefs forming a prism or lens that enables you to see and 

understand more clearly what’s going on in the world around you” (p. 43). If the understanding 

of a situation is incorrect, there is a risk of developing solutions that do not produce the desired 

results, and so it was imperative to frame the system effectively to affect meaningful change. To 

assist in selecting frames relevant to the challenge of enhancing diversity and improving 

inclusion at FVC, I referred to Bolman and Deal who provided suggested questions to ask and 

recommended the corresponding frames. Key questions relevant to the particular challenge of 

this inquiry included, “Are individual commitment and motivation essential to success 

[recommended frames: Human resource & Symbolic]? Are there high levels of ambiguity and 
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uncertainty [recommended frames: Political & Symbolic]? Are conflict and scarce resources 

significant [recommended frames: Political & Symbolic]?” (p. 303). The symbolic frame focuses 

on organizational culture, the human resource frame focuses on the motivations and 

interpersonal relations of people involved with the organization, and the political frame focuses 

on leadership hierarchies and power dynamics within the organization (Bolman & Deal, 2017). I 

believed these were the qualities and key leverage points for change to be found in the challenge 

of developing diversity and inclusivity. As such, in my assessment in developing the boundaries 

for the system in this inquiry, I decided upon the board of directors, chapter leaders, and 

executive director who I believed were the primary leadership agents with the greatest influence 

for change at FVC. 

The FVC board of directors forms the strategic leadership of the organization, setting 

policy and governance directives for the entire organization to follow. The FVC chapter leaders 

are those who translate the policy decisions of the board of directors into action on the ground 

for the 2000 “donor in good standing” voting volunteer members and the 60,000 non-donor 

volunteer participants of the organization. This linkage between the board of directors and the 

chapter leaders is important to note, and perhaps, it was the most vital in addressing the 

fundamental inquiry question. How can the board of directors translate its vision for diversity 

and inclusivity into reality, without the tangible actions of the chapter leaders? 

For the purposes of this inquiry, I placed the system boundaries around the chapter 

leaders, board of directors, and executive director of FVC. These stakeholders represented 

intersecting circles of influence charting the course of the organization. I believed this 

combination of senior leaders comprised the leverage that could affect the most sustainable 

change in the system towards achieving a richer culture of diversity and inclusivity.  
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Overview of the Thesis 

The first chapter of my thesis provides an overview of the organizational culture 

challenges faced by FVC due to a of a lack of diversity and inclusion. I describe how the inquiry 

was developed and outline the significance of this inquiry, both to FVC’s (2009) mandate and to 

emergent practices of enhancing diversity and improving inclusive cultures in organizations. I 

conclude this chapter with an analysis of the organizational system. 

Chapter 2 explores the current academic literature and focuses on a structured review of 

topics relevant to the complex social system challenges at FVC. This chapter reviews scholarship 

on diversity and inclusion practices at organizations, volunteer recruitment, engagement and 

retention, and organizational change and culture. This situates this inquiry within the academic 

literature. 

Chapter 3 outlines the conceptual framework, research strategy, and methodological 

approaches used in this inquiry. In this chapter, I also describe the inquiry participants and how 

they were recruited, my inquiry team, data collection methods, and how the inquiry was 

conducted. It includes a description of how data analysis and coding were used to analyze the 

data. This chapter concludes with a discussion of trustworthiness, credibility, and validity of the 

data findings and a discussion of ethical issues related to this inquiry. 

Chapter 4 presents six research findings based on the data co-generated by inquiry 

participants and the six conclusions drawn from the data. I conclude this chapter with a summary 

of the scope and limitations of this inquiry. 

Chapter 5 summarizes findings, conclusions, and recommendations. In this chapter, I 

discuss five recommendations and organizational implications grounded in participant insights 

and relevant literature. I conclude with implications for future inquiry. 
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Chapter 2: Literature Review 

To provide foundation and clarity to the inquiry, a review of the literature surrounding 

key topics was conducted. Selected topics include diversity and inclusivity in organizations; 

volunteer recruitment, engagement, and retention; and organizational change and culture. These 

topics were selected due to their relevance to the inquiry. The rationale for selecting these topics 

is briefly explained at the beginning of each topic, followed by a review of relevant literature, 

and concluding with potential future actions related to the inquiry. 

Diversity and Inclusion Practices in Organizations 

In a recent webinar authored and created by the Canadian Centre for Diversity and 

Inclusion (CCDI; 2021), they explained diversity can be defined as the mix of what differentiates 

each one of us as individuals, including ethnicity, gender, how we think, our personal values, and 

our unique backgrounds and life experiences that shape our perspectives. This mix is best 

illustrated in Figure 2. 

Valuing diversity requires recognition and acknowledgement of individual differences 

with an accompanying accommodation to differing needs and expectations. This leads to the 

concept of inclusion. Inclusion is an intentional, mindful effort to ensure that all individuals feel 

valued, respected, and supported in how they contribute to the organization (CCDI, 2021). 

Inclusion is when the entire mix of individuals works well together. Mor Barak (2000) defined 

an inclusive organization as one that: 

Values and uses individual and intergroup differences within its work force, cooperates 

and contributes to its surrounding community, alleviates the needs of disadvantaged 

groups in its wider environment, and collaborates with individuals, groups, and 

organizations across [geographic] and cultural boundaries. (pp. 339-340) 
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Figure 2: 

Dimensions of Diversity 

 

Note. Individuals do not have control over internal dimensions of their own unique diversity mix; 
however, external dimensions do have the capacity to change and evolve over time. From 
Diversity and Inclusion 101: Practical Initiatives You Can Start Today (Slide 12) by the 
Canadian Centre for Diversity and Inclusion, 2021. Copyright 2021 by the Canadian Centre for 
Diversity and Inclusion. Reprinted with permission.  
 

Winters (2014) provided further clarification and stated, “The most salient distinction between 

diversity and inclusion is that diversity can be mandated and legislated, while inclusion stems 

from voluntary actions” (p. 206). Diversity is a self-evident, factual truth, whereas inclusion is a 

conscious choice. Often, a lack of diversity is in actuality a result of the lack of inclusion. 

Panicker et al. (2018) provided a summary of the leading qualities of inclusive 

organizations, beginning with inclusive leaders who acknowledge the value of contributions of 

all individuals, an inclusive climate that embraces the unique qualities of all individuals, and 

inclusive practices such as “equal access to information, involvement in decision making 
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process, conflict resolution strategies, unbiased and non-discriminatory behaviour” (p. 535), 

which promote feelings of acceptance. Equally, Shore et al. (2018) identified the promotion of 

psychological safety, feelings of respect and individual value, influence on decision making, and 

recognition and honouring of diversity as vital inclusion practices that improved the overall 

organizational climate. 

More specifically regarding inclusive climates, Mor Barak et al. (2016) found inclusive 

organizations led to many performance advantages, including recruitment and greater retention 

with individuals having more organizational commitment, task accomplishment, and overall 

satisfaction. Additionally, McMahon (2010) established that integrating diversity, be it gender, 

age, race, ethnicity, cultural background, sexual identity and preference, physical or mental 

abilities, values, all had significant positive effects on organizational performance. This was 

supported in research conducted by Deloitte (2013), which concluded diversity and inclusion led 

to improved business performance due to increases in innovation, responsiveness to changing 

stakeholder needs, and improved team collaboration. They further noted a distinct linkage to 

higher levels of engagement as illustrated in Figure 3. 

Derven (2014) corroborated this point, in that a diverse and inclusive culture was key to 

driving innovation and helped to meet stakeholder needs. This was accomplished by engaging a 

broad range of the best ideas, thoughts, and diverse solutions to solve big challenges. The 

increase in innovation is a common result of diversity and inclusivity practices in organizations. 

Newborn (2011) explained this is because an organization that has created a strong culture of 

transparency and open communication is often a culture that embraces different opinions, styles, 

and ways of thinking. As Derven stated, “Diverse viewpoints, welcomed in an inclusive culture, 
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can promote cross-pollination of ideas and yield new insights that would otherwise not occur” 

(p. 90). 

Figure 3: 

Linking Diversity and Inclusion to Engagement 

 

Note. From Diversity and Inclusion 101: Practical Initiatives You Can Start Today (Slide 19) by 
the Canadian Centre for Diversity and Inclusion, 2021. Copyright 2021 by the Canadian Centre 
for Diversity and Inclusion. Reprinted with permission.  
 

While innovation is a key benefit of strong diversity and inclusion practices, Andrews 

and Ashworth (2015) found a correlation between inclusion and representativeness in 

organizations with implications that led to more positive societal outcomes. Essentially, 

organizations that more closely resemble the populations they seek to serve are thus perceived to 

be more inclusive and representative of those same populations. Derven (2014) noted the results 

of such practice also help to build the organization’s brand identity as a firm of choice, which 

ends up attracting some of the best talent to work with the organization and helps promote and 

increase the organization’s reputation, both internally and externally, amongst the populations it 

serves. Inclusive and representative organizations do not necessarily lead to improved benefits to 
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one particular societal group over another, but rather improve benefits for society as a whole and 

tend to be an organization that makes better decisions overall (Andrews & Ashworth, 2015). 

However, merely recruiting for diversity does not ensure cutting-edge innovation and 

policy decisions. Organizations must overcome such obstacles as discrimination, prejudice, 

limited vision, barriers to communication, and access to power (Mor Barak, 2000). “The 

challenge is to create an inclusive environment in which all voices are heard . . . in which diverse 

ideas are readily expressed and valued, different ideas are deftly combined in new and useful 

ways, and leaders support execution of novel solutions” (Steele & Derven, 2015, p. 2). This 

sentiment was echoed by Taylor (2017), who explained increasing diversity would do nothing 

for an organization if the organization cannot retain those it attracts by creating a welcoming 

space where “diverse experiences are embraced” (p. 26). Winters (2014) described an example 

when an organization found difficulty in improving inclusivity, as it still required members to 

conform to the existing culture and compromise their individual authenticity. Taylor noted that 

often an organization expects those it recruits to assimilate to the existing way of doing things or 

leave, as opposed to the organization truly being a culture (or climate) of inclusiveness. To this, 

Sposato et al. (2015) explained, “Inclusion is not based on having a conscience about difference, 

it is about being conscious [sic] of difference. . .  [It] is not about assimilating and homogenizing 

difference, it is about valuing difference” (p. 16). Taylor explained people must change their 

mindsets about diversity away from where groups are singled out or othered to a mindset of 

inclusion. Essentially, relying on outreach and targeted recruitment programs is not enough. The 

lens must be turned inwards, and the organization must focus on inclusion as a key component of 

organizational values, where leaders ask each other the hard questions as to why there may be 

resistance from those they are trying to reach in the first place.  
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In their cross-organizational research examining diversity and inclusion, Deloitte (2013) 

established the behaviours of senior leaders had a clear and distinct influence on perceptions of 

whether an organization was truly inclusive and authentically committed to diversity. Winters 

(2014) noted, “Inclusion is a value, and as such must be inherent in and integrated into all 

aspects of an organization’s culture” (p. 211) and explained such a value will guide all 

behaviours of the organization. Several recommended behaviours for inclusive leaders to 

demonstrate include: 

• Modify listening skills; 

• Ask necessary and appropriate questions; 

• Shift the frame of reference when necessary; 

• Manage conflict constructively; 

• Recognize unconscious bias and stereotypes; 

• Show respect for and interest in the other person; 

• Strive to interact meaningfully with those you perceive as ‘different’; 

• Strive to be nonjudgmental; 

• Make decisions using a ‘cultural’ lens. (Hubbard, 2004, as cited in Winters, 2014, pp. 

212-214) 

For examples of actions that can be implemented in support of the noted behaviours, please see 

Appendix A. 

Building upon demonstratable organizational values and behaviours of inclusion, the 

organization must then develop supportive practices. Embedding a unified strategy of diversity 

and inclusion within the culture of the organization will have a long-term, sustainable, and 

positive impact on the well-being of the organization and those it serves, both internally and 
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externally (Sanyal et al., 2015). Leading practices on developing organizational cultures of 

diversity and inclusivity have been well studied. As shown in Table 2, authors agreed on several 

key components needed to transform organizations. 

Table 2: 

Leading Diversity and Inclusivity Practices in Organizations 

Component Description Study 

1 Senior leadership needs to be committed and 
accountable to the process, creating a clear vision 
that can be demonstrated and communicated to 
stakeholders. 

Brewer, 1996; Cox-Taylor & 
Blake, 1991; Hite & McDonald, 
2009; Jayne & Dipboye, 2004; 

Malik et al., 2017; Miller & 
Tucker, 2013 

2 Diversity and inclusion are embedded components 
to the organization’s strategic plan and objectives 
attached to both qualitative and quantitative 
measures that regularly assess the impact of 
initiatives. 

Derven, 2014; Jayne & Dipboye, 
2004; Miller & Tucker, 2013; 

Newborn, 2011; Shahnaz et al., 
2012 

3 A systems audit or needs analysis is conducted 
across the entirety of the organization to address 
where there may be gaps in competencies, talent, 
skills, and experience, which can lead to strategic 
succession planning and recruitment processes that 
can attract more diversity and build capacity for 
inclusion and innovation. 

Cox-Taylor & Blake, 1991; 
Jayne & Dipboye, 2004; Miller 

& Tucker, 2013; Newborn, 
2011; Sanchez & Heene, 1997; 
Shahnaz et al., 2012; Steele & 

Derven, 2015 

4 Regular, ongoing training and skill-building 
interventions to help inform and educate, change 
behaviours, purge discrimination and exclusivity, 
address issues related to different communication 
styles and/or different cultural norms and 
preferences, and which emphasize team building. 

Brewer, 1996; Cox-Taylor & 
Blake, 1991; Hite & McDonald, 
2009; Jayne & Dipboye, 2004; 

Malik et al., 2017; Miller & 
Tucker, 2013; Newborn, 2011; 
Sanchez & Heene, 1997; Steele 

& Derven, 2015 

5 A cycle of ongoing performance measurement, 
research, and systems audits that continue to build 
upon the learning and growth of the organizational 
culture to establish a baseline, identify new gaps as 
they arise, and measure progress towards achieving 
strategic goals. 

Cox-Taylor & Blake, 1991; Hite 
& McDonald, 2009; Malik et al., 

2017; Panicker et al., 2018; 
Sanchez & Heene, 1997; 

Shahnaz et al., 2012 
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Ongoing assessment and measurement of the organization’s cultural climate and pursuit 

of its change goals were frequently cited in the literature (Cox-Taylor & Blake, 1991; Hite & 

McDonald, 2009; Malik et al., 2017; Panicker et al., 2018; Sanchez & Heene, 1997; Shahnaz et 

al., 2012) as key practices to developing diversity and inclusivity. One such assessment and 

measurement method originally developed by McKnight and Kretzman (1993) is asset-based 

community development. Asset-based community development, or cultural asset mapping as 

summarized by Lightfoot et al. (2014), is the process of identifying:  

individual, associational, institutional, economic, physical, and cultural assets . . . [by] 

involv[ing] community members in . . . exploring and identifying community assets, 

conducting an inventory of the community assets, and composing a physical and/or 

conceptual map of the community’s assets that also highlights the interconnections and 

relationships among the assets. (Lightfoot et al., 2014, p. 59) 

The organization and its members can then use the map to enhance existing assets, develop new 

resources where necessary, and improve connections. In applying this strengths-based, 

appreciative method, Weng (2016) found many resulting benefits, including organizational 

empowerment, building community amongst the organization, increasing collective knowledge 

about existing resources, positive contributions to the development and well-being of members, 

and providing tools to solve complex problems. McKnight and Kretzman (1993) described the 

use of this method in finding solutions as like travelling an “eight-lane superhighway” (p. 1) 

versus more traditional methods of concentrating on deficiencies and problems. 

Sanyal et al. (2015) indicated diversity and inclusion were often seen as primarily a 

leadership issue. However, Taylor (2017) pointed out that interventions must be made at each 

level of the system, or sustainable change will not occur. Steele and Derven (2015) emphasized 
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organizations must “cultivate [and] nurture an ecosystem of inclusion, by encouraging smart 

risks and learning from unsuccessful attempts, thus overcoming fear of failure and rejection of 

new ideas” (p. 3), in order to impact outcomes, an organization must focus on the process. It is 

imperative for an organization to encourage and provide opportunities for all members to 

contribute to the best of their ability. However, Shore et al. (2018) stressed if individuals are 

unable or not allowed to be authentically themselves, if they are not heard and respected when 

sharing their unique perspectives, then perceptions of the true inclusivity of the organizational 

culture will not change and most, if not all, diversity and inclusion practices will ultimately fail.  

Volunteer Recruitment, Engagement, and Retention 

FVC relies on the efforts of volunteers in all governance and many operational aspects of 

the organization. FVC staff are responsible for operational management; however, thousands of 

volunteers across Canada are the true on-the-ground actioners of the organization itself. This 

includes directors on the board, municipal and/or regional chapter leaders, and general volunteers 

at large. In my view, it is vital to gain a better understanding about how volunteers are recruited, 

engaged, and retained to be able to offer recommendations on how to enhance and improve 

diversity and inclusion within FVC. 

An individual who decides to commit to volunteer work with an organization does so 

based on a combination of “previous experiences, interests, social bonds and collected 

information” (Nencini et al., 2016, p. 620), and such a commitment serves to further define and 

reflect the individual’s concept of self. Ward and McKillop (2010) explained volunteers have no 

monetary or legal reason for becoming a volunteer nor for remaining a volunteer. Thus, it is 

fundamental that organizations create and manage recruitment and retention policies and 

programs that appeal to the intrinsic and extrinsic benefits a volunteer might experience.  
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Dwiggins-Beeler et al. (2011) described there are a variety of factors contributing to 

volunteer motivation; however, they generally fall into social, material, and altruistic 

motivations. Those who are socially motivated may be satisfied just by having a sense of 

belonging and inclusion within the organization or by meeting new people, whereas those who 

are materially or altruistically motivated will be satisfied depending on the organizational 

environment. Altruistic motivations rely on the organization providing ample opportunities for 

the volunteer to satisfy the needs of others within a given population, and material motivations 

rely on the organization providing career or skill development, perhaps in the form of learning 

workshops or networking experiences. Building on this, Butt et al. (2017) identified affiliation, 

beliefs, career development, and egoistic aspects as key volunteer motivators. These motivators 

seem to align with Conduit et al.’s (2019) dimensions of volunteer engagement; cognitive 

(material/career development), affective (social/affiliation), behavioural (social/egoistic), social, 

and spiritual (altruistic/beliefs). Understanding the key motivators for individual volunteers not 

only assists in recruiting the right people to the organization but also in engaging them once they 

have joined, in order to increase the efficacy of the organization overall. “When volunteers 

mentally engage with the volunteer organization, its ethos, and its activities, it affects their 

perceptions of what they have achieved and derived from the experience . . . result[ing] in greater 

levels of autonomous motivation and effective performance” (p. 476). An emotional connection 

with the organization enables volunteers to become truly absorbed in volunteer activities. 

Once volunteer motivators are understood, an intentional approach to recruitment may be 

useful for the organization. Mitchell and Taylor (2004) identified several keys to maintaining 

successful volunteer programs, including analyzing existing culture and compatibility with 

organizational objectives, identifying what benefits and motivators volunteers are seeking, and 
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recruiting those with values that are consistent with the organization. This was supported by 

Ward and McKillop (2010), who reiterated such methods should include ensuring key objectives, 

strategies, and operations of the organization are identified, followed by an analysis of current 

volunteer skill sets, matching with those of an ideal skill set, and gaps identified. This may be 

particularly useful in recruiting for volunteer leadership positions. Ward and McKillop suggested 

that organizational leaders should develop formal and transparent policies regarding targeted 

recruitment and retention and implement such policies as an identified strategic objective. Once 

these factors are met, Mitchell and Taylor (2004) recommended the organization design internal 

marketing to reinforce the volunteer brand identity. This was consistent with a successful 

example presented by Raffel (2015), who indicated the organization specifically under study in 

their case study created a multi-pronged media campaign that got to the core of the volunteer 

brand identity. Dwiggins-Beeler et al. (2011) echoed the importance of internal marketing and 

organizational communication in recruiting and engaging volunteers, as these elements have a 

positive association with overall satisfaction and, in fact, sustain a volunteer’s participation. 

Positive volunteer engagement is a common concern for organizations striving to realize 

their goals. Sirisetti (2012) defined being “engaged” as feeling truly involved, included, and 

committed to something and stated, 

[Individuals] feel engaged when they find personal meaning and motivation in their 

work, receive positive interpersonal support, and function in an efficient work 

environment. An engaged [individual] feels that he or she has a stake in the outcome, 

with the desire to contribute to achieving more than personal goals. (p. 72) 

Vantilborgh and Van Puyvelde (2018) determined that strong volunteer engagement can often 

have a positive influence on the reliability of a volunteer in working towards a task or goal. 
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Noted as an imperative preliminary step, Conduit et al. (2019) expressed the importance of 

leaders interviewing volunteers during the recruitment stage to gain better insight and 

understanding of the motivators the volunteer is seeking, at which point the organization should 

match engagement opportunities accordingly. The literature illustrated this benefit in 

strategically managing different forms of volunteer engagement. Mitchell and Taylor (2004) 

explicitly addressed this and described their keys to successful volunteer programs with a 

planned socialization process for volunteers, structured ceremonial activities to reinforce the 

ideal organizational culture, and the maintenance of continuous feedback to volunteers.  

Sirisetti (2012) identified building positive inter-organization relationships, creating 

opportunities for volunteers to provide input on important decision-making moments, frequent 

feedback loops to identify changes in ongoing volunteer motivation, and provide learning and 

development opportunities. This also links to the importance of providing volunteers with the 

necessary support and resources to perform their roles. This was underscored by Harp et al. 

(2017) when they identified the value specifically of having volunteer job descriptions, 

handbooks, regular training and orientations, as well as periodically providing and seeking 

feedback in the form of volunteer surveys and focus groups. Such high-functioning human 

resource practices have shown to have a net positive impact on a volunteer’s feelings of 

engagement, motivation, and self-identification in the organizational culture (Traeger & Alfes, 

2019). 

Interestingly, as I reviewed the literature on these three various stages of the volunteer 

lifecycle comprised of recruitment, engagement, and retention, retention appeared to be the most 

neglected aspect. Vantilborgh and Van Puyvelde (2018) noted that a volunteer’s motivation to 

leave an organization is not the same as what motivated them to join, implying an organization 
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must regularly monitor changing motivations to maintain volunteer retention. This was echoed in 

the work of Merrilees et al. (2020), who investigated volunteer retention and identified 

determinants of retention can change over the lifecycle of a volunteer; however, there remains a 

close link with motivators in recruitment, including altruism, socialization, and personal 

development. If an organization maintains constant feedback loops to understand and adjust 

engagement practices as necessary along the volunteer lifecycle continuum, then commitment 

and retention can stay strong. Vecina et al. (2013) explained two key task-oriented factors that 

mirror those discussed and can improve retention: 

If nonprofit [sic] organizations wish their volunteers to remain, then there must be a focus 

on developing a feeling of commitment to organizations, but if they want volunteers to 

feel positively about themselves and about their lives, then they need to make sure that 

they feel engaged in what they are doing. In the former, strategies to communicate 

organizational values, objectives and results can be useful to promote identification. In 

the latter, designing meaningful tasks and establishing mechanisms to solve problems can 

make the difference in feeling good. (p. 299) 

Further examples of task-oriented support towards acculturation to the organization were 

provided by Kerstin et al. (2016), who identified such elements as thorough training and 

orientation for a new volunteer, sharing of important resources and information, and ongoing 

guidance from leaders and peers.  

Nonetheless, an additional and important element influencing volunteer retention can also 

be attributed to emotion-oriented support provided by an organization (Kerstin et al., 2016). This 

element can often be independent of task-oriented support and has implications on a volunteer’s 

intrinsic motivations and concepts of self-worth. Nencini et al. (2016) reinforced this notion and 
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noted the importance of the volunteer’s perception of the relationships they have with other 

members of the organization. Strong inter-organizational relationships between volunteers can 

re-enforce a volunteer’s commitment in addition to other emotion-oriented methods of support, 

including networking opportunities, positive feedback, and recognition. Any potential breach by 

the organization in the emotion-oriented bond it has with a volunteer can result in the lowering of 

contributions by a volunteer (Vantilborgh & Van Puyvelde, 2018), ultimately leading to 

resignation. 

As volunteer contingents are a hugely significant component and active population of 

non-profit organizations, including FVC, gaining insight into how best to recruit, engage, and 

retain volunteers is of utmost importance to building a strong, adaptable organizational culture 

and being inclusive at all stages of the volunteer lifecycle. 

Organizational Change and Culture 

As my professional background is in non-profit leadership roles, I am aware of 

challenges that can sometimes arise within a sector, which often may have limited resources in 

comparison to the private sector. Limited resources, be it people, financial, or other, can make it 

challenging to implement significant change. Bryson et al. (2021) and Marshak (2001) explained 

transformational change is a trans-figurative act from one state of being to a fundamentally 

different frame of being, ultimately requiring a meaningful shift in organizational consciousness. 

Bridges (2009) identified three key phases of organizational change, including (a) ending, where 

old methods and ideas must be collectively released; (b) the ‘neutral zone, where the old is gone, 

but the new has not been fully implemented; and (c) the new beginning, where changes have 

been embedded as the new organizational status quo. The neutral zone can present a danger to 

effective change, as people may experience a rise in anxiety and drop in motivation; past 
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organizational weaknesses may re-emerge; resources can become overloaded; and consensus and 

teamwork risk breaking down (Bridges, 2009).  

Real transformational change relies on leadership that has the “ability to elicit support 

and participation from followers through personal qualities” (Catano et al., 2001, pp. 256–257) 

by eliciting buy-in and engagement throughout the organization (Puri, 2019) and empowering 

others to take action (Seijts & Gandz, 2018). Rowold and Rohmann (2009) believed this would 

cause a positive emotional response in followers, resulting in feelings of “joy, pride, admiration, 

and enthusiasm” (p. 280). The need for leaders to manage these relational aspects of the change 

process was found to be a key dimension leading to sustainable change outcomes (Fitzgerald & 

Biddle, 2020). FVC is undertaking transformational change. Such an act is a process of 

becoming something different without abandoning the foundation, while fundamentally shifting 

a cultural identity and way of being (Bryson et al., 2021; Marshak, 2001). As the organization 

moves through the uncertainty and flux of the neutral zone, leaders can normalize and redefine 

the change process to help promote common understanding and awareness,  

In the context of this inquiry, I undertook action-oriented research to effect change within 

the culture of FVC. In their exploration of evidence-informed practice on organizational change 

and culture, Austin and Claassen (2008) identified several factors required for an organization to 

be ready to implement cultural change, including motivation for change, adequate resources, 

staff attributes, organizational climate, and stakeholders. All these factors must be assessed for 

any change to be successful. Similarly, Beckhard and Harris (2009) examined four aspects to 

effecting change in a complex system: (a) setting goals and defining the future state, 

(b) diagnosing the present state in relation to these goals, (c) defining what a transition state 

looks like along with the acts and commitments required to reach the desired future state, and 
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(d) developing strategies and plans to effectively manage the transition. Based on the literature, it 

is clear that the stage must be appropriately set, focusing and framing the challenge at hand, in 

order to create organizational change. Perhaps foremost, leaders must increase and share 

perceptions of the process and build common understanding regarding the necessity for change 

towards ongoing innovation and long-term success (Bridges, 2009; Tung & Phong, 2021). 

Of additional import to a review of organizational change is recognizing that change is 

systemic. This is to say, a change can truly be transformative when involving the whole system 

and not just a limited group of participants. Where this relates to diversity and inclusion, Mor 

Barak (2000) stated, “Organizations need to expand their notion of diversity to include not only 

the organization itself, but also the larger systems that constitute its environment” (p. 339). Burns 

(2015) expressed the need to bring in diverse voices from across the entire organization and 

include their participation in the inquiry and data analysis process. Leaders must be mindful 

when balancing new ideas with experienced perspectives throughout the organization (Tung & 

Phong, 2021). The conversation that occurs when participants from the entire organization are 

involved is a core process and means to building positive relationships, sharing knowledge, and 

creating greater value (Brown & Isaacs, 2005). The importance of this core process cannot be 

understated, and we acknowledge system-wide conversation is an asset of great value to the 

organization. This was reflected by Burns (2015) when he further elaborated that change is an 

iterative process, similar to an ongoing conversation between multiple stakeholders. 

Transformational change (see Figure 4) is not without risk of failure. Like the earlier 

identification of steps and conditions required for a successful change process, the literature also 

identified what strategies and plans must be in place to mitigate potential failure and ensure the 

change takes root within the organization.  
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Figure 4: 

Transformational Change Model 

 

Note. From Beyond Change Management: How to Achieve Breakthrough Results Through 
Conscious Change Leadership (2nd ed., Chap 3, Figure 3.1) by D. Anderson & L. Ackerman-
Anderson, 2010, Pfeiffer. https://royalroads.on.worldcat.org/oclc/670429495. Copyright 2010 by 
John Wiley & Sons. Reprinted with permission. 

  

Consistent with the four key aspects to managing change offered by Beckhard and Harris (2009), 

Kotter (2007) identified eight central strategies to manage the transition state. These strategies 

include (a) establishing a sense of urgency, (b) forming a powerful guiding coalition, (c) creating 

a vision, (d) communicating the vision, (e) empowering others to act on the vision, (f) planning 

for and creating short-term wins, (g) consolidating improvements and producing more change, 

and (h) institutionalizing new approaches (p. 99). These strategies were similarly reflected in   

Bridges’ (2009) leading through the “neutral zone” of change, including normalize and redefine 

[create and communicate the vision], develop temporary systems for the neutral zone [empower 
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others to act/plan for and create short-term wins], strengthen relationships and partnerships, and 

form a transition monitoring team [guiding coalition]. While Kotter’s process may be ordered, 

sequential, and mitigative, it has value in my view and has been supported in practice by 

Maswadeh and Al Zumot (2021), Seijts and Gandz (2018), and Seo et al. (2012). The implication 

as it applied to this inquiry is for transformational change of FVC’s organizational culture to be 

successful, the inquiry method was designed to identify recommended strategies as key outputs 

of the process. 

As discussed earlier, transformational change of an organization’s deep-rooted culture 

requires strong guiding leadership, without such, the process may be nigh impossible. Kozlowski 

and Doherty (1989) identified that conceptions of organizational culture are often first defined by 

assumptions and consensus shared by its leaders; however, this conception of culture may not 

always be shared by others outside, such positional leaders. Schein (2004) agreed leadership is 

usually the source of an organization’s culture, typically having developed through overcoming 

problems faced by the organization. As various strategies and solutions are found to have 

worked, leaders begin to develop basic, shared assumptions that ultimately reinforce values, 

norms, and patterns of behaviour. This was supported in a case study by Wilkinson and Fogarty 

(1996), who explained leadership has a profound influence on forming culture and the 

corresponding system of ideologies and practices, further stating, “The notion of culture . . . can 

be seen as deep and basic, almost unquestionable, unconscious, embedded systems of values and 

beliefs” (p.72).  

Furthermore, Tung and Phong (2021) found leaders who “communicate the 

organization’s goals [and] act as the organization’s [guiding] force” (p. 83) have significant 

influence on an organization’s culture. However, Schein (2004) expressed an inherent danger for 
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leaders faced with a fixed or uncompromising organizational culture; insomuch as that culture 

can ultimately become a defense mechanism to change when basic assumptions of values and 

beliefs come under threat of new information and/or challenges to the status quo. Rigid leaders 

who may tend to mitigate, distort, deny, rationalize away, or outright reject new data that do not 

fit the existing cultural narrative risk, thus weakening the relationship between leadership and 

organizational members and their motivation to contribute to organizational change (Babalola et 

al., 2019; Schein, 2004). Such defense mechanisms can lead to stagnation and decline in the 

organization due to “new insights fail[ing] to get put into practice because they conflict with 

deeply held internal images of how the world works, images that limit us to familiar ways of 

thinking and acting” (Senge, 2006, p. 163). However, leaders who were perceived as flexible in 

their convictions proved conducive to developing and encouraging greater engagement in people 

within the organization (Babalola et al., 2019).  

Leaders are both a resource and symbolic power for change who must create safe spaces 

where dominant beliefs, hierarchies, systems, and assumptions can be challenged and 

deconstructed to foster inclusion and promote collective action (Jimenez-Luque, 2021). To effect 

transformational change, leaders must first develop strategies to generate awareness, find 

common agreement, and potentially shift prevailing assumptions of the existing organizational 

culture prior to implementing functional and/or operational plans to establish new systems of 

learning and innovation (Kaul, 2019). 

Any attempt to effect worthwhile cultural change can be complex and difficult to 

implement and requires an organizational shift towards leadership development, mentorship, 

training, and learning as levers for change. It has been found that training, mentorship, and 

development can help shift entrenched attitudes and cultural assumptions in an organization 
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(Brubakk & Wilkinson, 1996; Leenders et al., 2020; Wilkinson & Fogarty, 1996). As such, 

Sharkey (1997) examined the potential benefits of leadership development as a mechanism for 

culture change and found a dramatic improvement in the views and beliefs of the organizational 

participants, reporting a much “broader view of the organization and understanding of the big 

picture, greater recognition of the value of communication to motivate and an improvement in 

communication throughout the organization, improved orientation to strategic possibilities and 

opportunities” (p. 35). Likewise, Conceição and Altman (2011) determined training and 

development can act as a bridging mechanism from a legacy culture in an organization to the 

new culture, concluding that while it did not cause the organizational culture to change on its 

own, training and development were intertwined with and supportive to improving an 

organization’s capacity to change (Bridges, 2009; Tung & Phong, 2021). Furthermore, in linking 

to the previous section on the volunteer lifecycle, Butt et al. (2017) noted training and 

development sessions can help shift volunteer motivators to align with the needs of the 

organization, as both elements continue to change and evolve over time. 

Another key element to effecting cultural change in an organization is making a 

concerted effort to broaden information sharing and communication throughout all levels of the 

organization. Throughout a change process, an individual’s need for information and 

communication increases dramatically, and leaders play a vital role in coordinating these 

elements (Brubakk & Wilkinson, 1996; Desmond, 2009). Budd and Velasquez (2014) stated 

effective communication could be successful by first envisioning the desired outcome, with the 

purpose to raise knowledge and common understanding of the organizational vision, objectives, 

and strategy through the sharing of information. An organization must implement 

communication methods that are personalized and support open, transparent, and ongoing flows 
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of dialogue at all levels of the organization so as to help refine and re-enforce the organizational 

vision (Bridges, 2009; Budd & Velasquez, 2014; Desmond, 2009; Seo et al., 2012; Fitzpatrick & 

Biddle, 2020; Maswadeh & Al Zumot, 2021; Willis et al., 2014). Furthermore, Budd and 

Velasquez (2014) provided added specifications, indicating communication must be multi-

directional and include such intentional elements as adaptable message delivery, listening/ 

feedback, and an opportunity for reflection. Fitzgerald and Biddle (2020) found these methods 

can be successful to mediate challenges participants may feel when initiating and sustaining 

change, including feelings the change may not be relevant, feelings of fear and/or anxiety about 

the change, and resistance to embracing or embodying the change. 

A systematic approach to innovation was identified in the literature as a common theme 

to successful cultural change initiatives. I have identified what constitutes a system earlier in this 

inquiry, and here I apply this conceptual framework to an organization’s people resources. 

Jimenez-Luque (2021) stated, “Leadership is not the sole responsibility of one individual who 

acts in a vacuum” (p. 167). Brubakk and Wilkinson (1996), which was later supported by Mor 

Barak (2000), identified a systems approach for innovation that included integrating teamwork, 

grassroots engagement, and organizational partnerships as key components to the positive 

transformation of organizational culture. This was confirmed by Willis et al. (2014), who 

specifically identified that distributed leadership, organization-wide engagement, and 

collaborative relationships led to a shared sense of ownership throughout the organization over 

the change process, greater innovation, and the successful achievement of constructive outcomes. 

Facilitating support networks and empowering all members of the organization as agents of 

change counteracts the sometimes individualistic aspects of organizational cultures and 

traditional hierarchies of leadership (Gonzales, 2020; Leenders et al., 2020; Seijts & Gandz, 
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2018). Collaborations and networking with diverse external partners can facilitate progress and 

innovation and can lead to positive shifts in organizational behaviour and performance 

(AbouAssi et al., 2021; Cabrera et al., 2008; Gonzales, 2020; Lenz & Shier, 2021). This was 

supported by Chongmyoung (2021), who found stakeholder engagement was a strong predictor 

of success in developmental culture change initiatives. When these elements are aligned and 

reinforced, systems change can accelerate (Bryson et al., 2021). By integrating all levels of the 

organizational system into the change process, skills from different organizational subgroups can 

be recognized, supported, and leveraged, resulting in greater coordination and execution of 

change initiatives. 

Organizational culture is dynamic and may be best understood as “an ongoing process of 

continual renewal and change” (Willis et al., 2014, p. 4) and it is “created by the interactions 

among people in the organization” (Conceição & Altman, 2011, p. 35). Preserving positive 

changes to the emerging culture requires continuous reinforcement of new ideologies, 

behaviours, and practices. Primarily, this can be achieved by continuing to share information, of 

both strategic and operational nature, through multi-directional methods of communication, 

which can also provide timely and ongoing positive feedback to members of the organization 

(Brubakk & Wilkinson, 1996; Leenders et al., 2020). Austen and Classen (2008) and Desmond 

(2009) also recommend using these methods to recognize, celebrate, and share small wins 

throughout the change process, demonstrating positive progress is being made. Continually 

measuring and assessing such progress, while embedding mechanisms for feedback and 

reflection (Brubakk & Wilkinson, 1996; Chongmyoung, 2021; Desmond, 2009; Puri, 2019; 

Wilkinson & Fogarty, 1996; Willis et al., 2014), was identified in the literature as a key 

component to iterative development of a successful organizational culture change. 
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Chapter Summary 

In this review of the literature on diversity and inclusion practices; volunteer recruitment, 

engagement, and retention; and organizational change and culture, the foundation was laid in 

support of this research inquiry. The methodology and methods used to collect data in answer to 

my inquiry question are presented in Chapter 3. 
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Chapter 3: Methodology 

Methodology 

The methodology selected for this inquiry was Ghaye et al.’s (2008) participatory and 

appreciative action reflection (PAAR; Ghaye et al., 2008). However, in order to provide context 

to PAAR, I must first briefly describe the methodology on which it is based: Baum et al.'s (2006) 

participatory action research (PAR). 

PAR involves a “collective, self-reflective inquiry that researchers and participants 

undertake, so they can understand and improve upon the practices in which they participate” 

(Baum et al., 2006, p. 854). PAR is a cyclical process of action and reflection, whereby data are 

collected, analyzed, and reflected upon and actions are determined and iterated further through 

additional cycles of research and reflection (Baum et al., 2006). A fundamental effect to PAR is 

the reduction of inequities in power or privilege and the empowerment of those involved by 

having incorporated participants’ observations, informal discussions with groups or individuals, 

and occasionally more in-depth interviews or focus groups (Baum et al., 2006). This 

methodology seemed well suited to this inquiry, which required participation from FVC 

stakeholders and discussions to improve the organizational culture of FVC. However, I chose to 

use a methodology that was more solution-oriented, as I will describe next. 

Building upon PAR, PAAR is an appreciative methodology designed to enable 

individuals to move forward and improve working practices (Ghaye et al., 2008). The PAAR 

methodology focuses on the strength of participants, identifies and analyzes professional 

successes, and creates outputs from these elements that help develop strategies for progress in 

everyday practice (Markova et al., 2011). Central to PAAR is the requirement of specific 
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strategic changes in direction from one way of thinking to another; three of these changes were 

key to structuring the methods in this inquiry. 

The first of these strategic changes essential to PAAR is moving away from the idea of 

fixing things or engaging in dialogue that focuses on perceived negatives such as failures, 

setbacks, deficiencies, and losses (Ghaye et al., 2008; Marchi & Sarcina, 2011). Essentially, 

PAAR is a framework where people can seek to understand the root causes of what is working 

well and amplify those strengths to build a better future. The second change is a movement 

towards collective learning and a systems understanding of interconnectedness, and the third in 

the context of this inquiry is to move towards an acceptance of a pluralistic view of knowing and 

understanding (Ghaye et al., 2008). The PAAR process is illustrated in Figure 5. 

These were important strategies to my method design due to the potential sensitivity of 

the topic and implications to individuals involved. In fact, Stroh (2015) identified this as a 

potential concern when discussing unintended consequences in a particular system. Stroh 

explicitly indicated participants can feel defensive and may shift blame to one another. I note this 

specifically, due to discussions held with my partner and their allusion to some unidentified 

individuals at FVC who might potentially have felt challenged by discussions regarding diversity 

and inclusion. I believed it was important to frame research methods and inquiry questions using 

a participatory and appreciative action-oriented methodology. 
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Figure 5: 

Participatory and Appreciative Action and Reflection (PAAR) as a Process 

 

Note. From “Participatory and Appreciative Action and Reflection (PAAR) – Democratizing 
Reflective Practices,” by T. Ghaye, A. Melander-Wikman, M. Kisare, P. Chambers, U. 
Bergmark, C. Kostenius, & S. Lillyman, 2008, Reflective Practice, 9(4), p. 371. Copyright 2008 
by Taylor & Francis Group www.tandfonline.com. Reprinted with permission. 
 

Fundamental to PAAR is an appreciative process, and as Thunberg (2011) stated, 

“Participatory and appreciative action and reflection (PAAR) helps people to understand their 

circumstances with a view to changing them for the better. This creates opportunities to develop . 

. . communication and shared understanding” (p. 319). The PAAR model developed by Ghaye 

(as cited in Dixon et al., 2016) and supported by Marchi and Sarcina (2011) proceeds with 

questioning such as: 

1. What is successful and positive here and now? 
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2. What do we need to keep doing and stop doing to make this better in the future? 

3. How do we do this? 

4. Who takes action and with what consequences and impact? 

This line of questioning links to the first five cycles of the action research engagement model, as 

presented in Figure 1, including focus and framing, stakeholder engaged inquiry methods, 

reflection on action, evaluation of action, and recontextualizing for organizational change (Rowe 

et al., 2013).  

The uniqueness of these questions to the PAAR methodology is that they are framed 

through the lens of one or more perspectives, such as a competency-based perspective, a 

personality-based perspective, an experiential perspective, and/or a transformatory perspective 

(Ghaye & Lillyman, 2006). A noted benefit of PAAR complementary to my mixed-method 

research was the “appreciative gaze” (Ghaye et al., 2008, p. 361). Common to PAR approaches 

is a deficit-based view of reflection, whereas PAAR looks toward solving problems from a 

strength-based or success-based discourse (Simpson & Trezise, 2011). These methodological 

perspectives led me to develop an ideation workshop and a modified future search (Weisbord & 

Janoff, 2010) as the preferred inquiry methods due to their forward-looking and solution-oriented 

frameworks. As I will show, this practical and reflective approach to research leant itself most 

suitably to the data collection methods described in the next section. 

Data Collection Methods 

FVC had recently completed a survey of its board of directors and chapter leaders in late 

2020 and determined the lack of diversity and inclusivity within the organization to be of 

primary strategic concern (FVC, 2021a). Based on this summary knowledge, the FVC Board of 

Directors asked me to take the next step in researching the problem and developing solutions. 
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When exploring uncertain problems related to organizational change, Karp (2004) recommended 

a six-phase process: (a) a discovery phase where strengths, successes, and the positive core of the 

organization are examined; (b) a dream phase where the desired future is envisioned; (c) a 

second discovery phase focused on the external organizational environment and its influences; 

(d) envisioning the future phase where possible future scenarios are constructed; (e) a design 

phase where actionable strategies become detailed; and finally, (f) a practical phase where short- 

and long-term planning take place. Based on this six-phase process, I determined a small ideation 

workshop with the board of directors, followed by a large group, modified future search with the 

board, chapter leaders, and senior staff would be the most thorough approach. 

Why an ideation workshop first? Rowe et al. (2013) suggested beginning an inquiry 

process with discussion centred on focus and framing to establish a common interest in and 

readiness for change. Stroh (2015) described this as a foundational component in leading 

systemic change (pp. 74–75). By involving the board of directors in a framing discussion, I 

hoped to mitigate the earlier noted challenges some may have felt towards this topic and ensure 

all participants agreed upon a common ground as to how the inquiry would proceed and what the 

desired outcomes could be. This was resonant with Karp’s (2004) six-phase process of change 

and what Beckhard and Harris (2009) stated regarding the four key components to effecting 

change in a complex system. For this inquiry, the ideation workshop helped frame and focus 

participants prior to the second, large group, modified future search method. It was designed to 

specifically identify common motivations and expectations for the inquiry process. This proved 

especially important, as the future search method was modified and executed across a shorter 

time frame, as I will explain next.  
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A workshop can be an effective means of interviewing a group of stakeholders at the 

same time in the same location where they can each hear and build on each other’s responses. As 

Saldaña and Omasta (2018) explained this method can be specifically effective when a 

researcher wants to consider “the dynamics of a group to see how it functions as a whole, rather 

than the responses of group members in isolation” (p. 93). Particularly, as I explored the 

dynamics of FVC organizational culture and the current state of its diversity and inclusivity 

practices, this ideation workshop was beneficial in developing the focus and framing of the 

subsequent larger group method, which encompassed a greater number of stakeholders. 

I selected Janoff and Weisbord’s (2005) future search as a large group method for the 

second stage of my data collection process. As I will explain further, future search is a method 

designed to create robust discussion and seek answers to complex problems. I believed the 

benefits of future search in being forward-thinking and solution-oriented were germane to the 

PAAR methodology and desirable to help produce action-oriented outcomes and 

recommendations for FVC. As Janoff and Weisbord explained, “Future search leads people to 

create the future they most desire without assessing the probability of attaining it” (p. 717). The 

participant group was expanded to include the chapter leaders in addition to the board in order to 

truly develop a system-wide approach to solving this complex problem.  

The elements of a future workshop actively engage participants in practical steps that 

apply Karp’s (2004) six-phase process of change. Future search is a large group method 

developed to bring the “whole system into the room” and share the creation of solutions to 

complex problems (Weisbord & Janoff, 2010, p. 4). Additionally, future search requires a brief 

exploration of the past, but with a central focus on finding common ground and building future-

oriented solutions (Janoff & Weisbord, 2005), instead of looking only at problems and conflicts. 
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As Weisbord and Janoff (2010) stated, “At its best, future search can take the focus off 

personality, political differences, problems, and symptoms and focus energy toward building a 

sustainable community” (p. 51). Finally, in looking at the challenge faced by FVC, essentially 

transforming its organizational culture to be more diverse and inclusive, it was imperative that as 

much of the organizational system as possible be part of the process. This is again a benefit of 

future search and one of its core principles (Weisbord & Janoff, 2010).  

While there are benefits of a future search, in my experience, there are also inherent 

challenges to this method. Future search requires a great deal of planning, full (or near full) 

participation from the selected population, a lengthy time commitment by participants, and 

commitment from organizational decision-makers to support the outcomes of the process. It was 

vital to remain true to the four key principles of running a future search as outlined by Weisbord 

and Janoff (2010), including: 

Get the whole system in the room; explore the whole problem from a global context 

before seeking to fix any part, focus on common ground and future action, not problems 

and conflicts; have people self-manage their own groups and be responsible for action. 

(pp. 48–51) 

A standard future search would be conducted over the course of three days, consisting of 

four distinct sessions typically held in person with approximately 60-70 people, although the 

method can accommodate significantly greater numbers. A typical Future Search agenda is 

organized as illustrated in Table 3. 
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Table 3: 

Typical Future Search Agenda 

Time Frame Activity 

Day 1: Afternoon a. Focus on the Past: Highlights and Milestones 
b. Focus on the Present: External Trends 

Day 2: Morning a. Focus on the present: Responses to Trends 
b. Focus on the Present: Owning our Actions 

Day 2: Afternoon a. Focus on the Future: Ideal Scenarios 
b. Discover Common Ground 

Day 3: Morning a. Confirm Common Ground 
b. Action Planning 

Note. Adapted from Janoff and Weisbord (2005, p. 718). 

For the purposes of this inquiry and to fully appreciate the benefits of this method and 

mitigate potential challenges, I needed to make modifications to the standard future search 

agenda. Due to public health orders related to the COVID-19 pandemic, it was not possible to 

conduct this inquiry in person. Therefore, the future search was conducted utilizing the Zoom 

digital video conferencing platform for meetings and discussions, and Google Jamboard was 

used as a digital interactive whiteboard for data collection where participants could collaborate to 

add text, shapes, and images during group discussions. Additionally, my partner and I shared 

concerns regarding the time commitment required by participants for a typical future search, 

fearing the standard 3-day timeframe would deter engagement. Therefore, the agenda was 

modified to conduct the inquiry over one and a half days. The first day consisted of a morning 

and afternoon session, each of approximately three hours in length. The morning session focused 

on collecting data that concentrated on past successes and examined the current situation. The 

afternoon session focused on ideal future scenarios and discovering common ground. Finally, the 
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second day consisted of one 3-hour session, which was focused on confirmation of common 

ground and action planning. While this was not a typical execution for future search, the 

originators of the method envisioned future search “as an evolving method that needs to vary 

with the particulars of a situation” (O’Connor, 2001, p. 101), and so I believed the modification 

for this inquiry was still germane to the original method. 

Project Participants 

There are currently 15 volunteer directors on the national FVC board. Each year, five 

directors are elected and/or re-elected to a three-year term. Five directors were elected on May 

22, 2021, to replace outgoing directors. An Annual General Meeting followed on June 5, 2021, 

where a board orientation was conducted along with a regular business meeting. It was initially 

my intention to conduct my inquiry methods shortly following these events; however, Elections 

Canada called a federal election to take place on September 20, 2021. In discussion with my 

partner, we recognized FVC leaders and volunteers would be exceedingly occupied with the 

election campaign and advocating for electoral reform during that time, thus eliminating capacity 

and availability to participate in workshops. Consequently, it was determined necessary to 

schedule and conduct the ideation workshop on September 26, 2021, following the completion of 

the federal election. It was my hope to have a minimum participation of 10 directors, although 

complete participation was ideal. My partner and I decided to schedule the ideation workshop 

immediately following the close of the board’s regular monthly business meeting in September 

to encourage as much participation as possible. Participation was optional and voluntary. 

Ultimately, 14 of 15 board members plus the executive director volunteered to participate, 

resulting in an ideation workshop population of 15. 
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The second group of stakeholders identified to participate in the subsequent modified 

future search workshop was expanded to include the approximately 34 chapter leaders across 

Canada. Once again, participation in this large group inquiry method was optional and voluntary 

for all. As participation would involve board members from the first method, the minimum and 

maximum anticipated number of participants for the second, large group method was: 

• 10 board, plus 17 chapter leaders, one executive director, equaling 28 participants 

(minimum) 

• 15 board, plus 34 chapter leaders, one executive director, equaling 50 participants 

(maximum) 

The minimum number of participants acceptable was 28, approximately half of the total 

available. Whereas Weisbord and Janoff (2010) stated a typical future search involves 60–100 

participants, others such as O’Conner (2001) departed from the purist view and observed 30–60 

participants was an ideal number with which to conduct a future search. The minimum number 

of volunteer participants I had hoped to engage was closely in line with O’Conner, and all efforts 

were made to gather full participation of all 50 desired participants. Ultimately, a total of 37 

participants volunteered for the future search workshop. 

My inquiry team consisted of seven colleagues/classmates from the Royal Roads 

University Master of Arts in Leadership 2019-3 and 2020-1 cohorts. Each of my inquiry team 

members offered experience in group facilitation, organizational leadership, systems thinking, 

and data collection methods. Planning meetings with my inquiry team to discuss the agenda and 

assign roles took place prior to both the ideation workshop and the modified future search 

workshop. During each workshop, inquiry team members served roles as facilitators of small 

group breakout sessions. As breakout group facilitators, each team member offered inquiry 
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participants basic instruction and support with Zoom and Google Jamboard if necessary and 

provided clarification to breakout session tasks when needed. Additionally, inquiry team 

members assisted in collecting data from participant comments in full group sessions during the 

modified future search workshop, which allowed participants to fully engage in workshop tasks 

and discussion. All inquiry team members were required to complete and return the inquiry team 

member letter of agreement (see Appendix B) before participating. Not all team members were 

needed or necessarily available for both workshops, and so individual participation varied for 

each workshop. 

Study Conduct 

Together, my organizational partner and I recruited participants for each inquiry method. 

My partner had access to FVC’s volunteer contact list, which was needed for initial engagement. 

For both the ideation workshop and the modified future search workshop, my partner informed 

potential participants of the workshop opportunities and asked those who would be interested to 

provide their contact information which was subsequently shared with me.  

Following the initial contact and request for expression of interest by my partner, I 

conducted formal engagement with participants via electronic mail (see Appendix C for the 

invitation to ideation workshop and Appendix D for the invitation to future search workshop) 

and included a research information letter (see Appendix E) and informed consent form (see 

Appendix F for ideation workshop and Appendix G for future research workshop). I collected 

responses from participants and provided follow-up and further clarification about the workshop 

agendas to individual participants as necessary. Following recruitment of participants, my 

inquiry unfolded in two phases: (a) a small group method and (b) a large group method. 
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Ideation Small Group Method 

The small group method consisted of an ideation workshop on September 26, 2021, and 

was scheduled for 75 minutes. The agenda and timetable for this workshop were developed with 

input and collaboration by my partner and can be found in Appendix H. Participation in this 

workshop was limited to solely the board of directors and executive director, with support from 

three of my inquiry team members. This session was designed to be developmental for the 

second, large group method to focus and frame subsequent discussion, answer participant 

questions, clarify expectations of this inquiry, and assist in establishing parameters for the large 

group method. This allowed everyone involved to have a cohesive vision and understanding of 

the data collection process.  

This workshop was hosted on the Zoom video conferencing platform. Google Jamboard 

was used by participants to collaborate and collect data. Participants were split into small groups 

of three through the process of simple randomization best suited for small groups (Kim & Shin, 

2014) and asked various questions throughout three separate sessions. The questions for these 

sessions can be found in Appendix H. Questions were developed in consultation with my partner, 

to discover common motivation of participants for exploring the selected topic of diversity and 

inclusion at FVC (session one), find common expectations for the outcomes of the research 

process (session two), and begin developing a common language and frame for the second, large 

group method (session three). Breakout session one was approximately 10 minutes, whereas 

breakout sessions two and three were approximately 15 minutes in duration. Each breakout 

session was followed by a short 5-minute debrief with the full group. Upon completion of this 

workshop, I facilitated a 1-hour debrief session with my inquiry team, where they shared their 

observations and insights to enhance the facilitation process for the second, large group method. 
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Large Group Future Search 

The second, large group method consisted of a modified future search workshop held on 

October 16 and 17, 2021. The workshop was scheduled for seven hours on October 16, and three 

and a half hours on October 17. Participants were provided frequent breaks to assist in 

minimizing screen time fatigue. The agenda and timetable for this workshop were developed 

with input and collaboration by my partner and can be found in Appendix I. Participation in this 

workshop included the board of directors, chapter leaders, and five members of my inquiry team. 

The purpose of this workshop was to examine the past, present, and ideal future state of diversity 

and inclusion at FVC, as well as develop and find common ground on action-oriented solutions 

for the identified challenges related to diversity and inclusion. This workshop was hosted on the 

Zoom video conferencing platform, and Google Jamboard was selected as the preferred tool to 

be used by participants for collaborating and collecting data. 

Day one of the modified future search workshop was scheduled for approximately seven 

hours and was divided into four breakout sessions. The full agenda and session questions for day 

one of the modified future search workshop can be found in Appendix I. Debrief sessions were 

scheduled following each breakout to allow participants to reflect on and share key ideas and 

thoughts at each step. Participants were split into breakout rooms for each session through the 

process of simple randomization best suited for small groups (Kim & Shin, 2014), resulting in a 

varied and diverse makeup of these smaller groups at each stage. Breakout session one was 

scheduled for 60 minutes followed by a short 5-minute debrief with the full group. During this 

session, participants were asked to focus their discussion on the past and present state of 

diversity and inclusion at FVC by conducting a timeline exercise, which is a recommended 

future search analysis tool (Weisbord & Janoff, 2010). This was followed by a political, 
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economic, social, technological, legal, and environmental (PESTLE) analysis. A PESTLE 

analysis is a tool used to evaluate external factors presently influencing an organization and 

identify areas for growth (White, 2021).  

Following the debrief, participants were provided a 15-minute break. Breakout session 

two was scheduled for 75 minutes, followed by a 15-minute debrief with the full group of 

participants. In breakout session two, participants were asked to continue discussion regarding 

the present state of diversity and inclusion at FVC by conducting a strengths, weaknesses, 

opportunities, and threats (SWOT) analysis. This type of analysis is a commonly used tool to 

identify current internal and external factors of an organization, which can be used to develop 

actionable strategies (David et al., 2019). Both the PESTLE and SWOT analysis tools were 

selected, as they are designed to focus discussion and analysis on the present state of an 

organization. Following the debrief for this session, participants were provided a 1-hour break. In 

breakout session three, participants were provided 90 minutes to co-create ideas and imagine the 

ideal future state of FVC. This was followed by a 15-minute break. The fourth and final session 

on day one was a full group discussion of 75 minutes, where participants collectively reviewed 

the data generated in session three and developed common ground and shared agreement on what 

had been discussed and generated up to this point. During this session, participants began 

collecting, grouping, and colour coding similar ideas into five common themes or idea clusters. 

Upon completion of day one, I facilitated a 1-hour debrief session with my inquiry team, where 

they shared their observations and insights on the process to assist in assigning roles for day two 

and enhancing facilitation of the workshop. 

Day two of the modified future search workshop was scheduled for approximately three 

and a half hours. All participants from day one returned for day two. The first session on day two 
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consisted of the entire group and was scheduled for 90 minutes. During this session, participants 

were given opportunity to review and confirm the ideas themed on day one, and further clarify 

ideas and elaborate if desired. Furthermore, participants were asked to co-generate action 

statements that could guide future action at FVC. Following this session, participants were 

provided a 15-minute break. For the second and final session on day two, five breakout rooms 

were created representing each of the five common themes/idea clusters. The purpose of this 

session was for participants to co-create actionable strategies for each of the themes that could 

help FVC achieve its ideal future state. The results of this session are summarized in Chapter 4 

and presented unabridged in full in Appendix J. Participants were invited to self-select whichever 

breakout room was of most interest to them personally, and they were encouraged to move from 

room to room if they chose to do so to provide ideas and contributions on the most diverse range 

of themes as they desired. This breakout group session was scheduled for 90 minutes. Following 

the session, I facilitated a 15-minute debrief with the full group of participants and provided 

closure to the modified future search workshop. Upon completion of day two, I facilitated a 1-

hour debrief session with my inquiry team, where they shared their observations and insights on 

the process, providing closure to their engagement as inquiry team members. 

Findings and conclusions from the data collection and analysis were shared with my 

organizational partner who provided feedback, confirmation, and validation on December 23, 

2021. Actionable strategies generated by participants during the modified future search were 

reviewed with my partner who selected several as illustrative examples as presented in Chapter 

5. 
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Data Analysis and Validity 

Data were sorted through the process of values coding and process coding. Saldaña and 

Omasta (2018) explained values coding identifies attitudes, values, and/or beliefs that arise in the 

data, whether something that is readily expressed by the participant or that is inferred by the 

inquiry team and interpreted from the data. This type of coding was beneficial in identifying the 

current and ideal cultural states from the perspective of the participants. Process coding was used 

to identify actions (Saldaña & Omasta, 2018). Process coding was conducted by participants 

during latter sessions of the modified future search workshop by colour coding and analyzing 

common themes. This type of coding was useful in analyzing the desired action-oriented 

strategies that could lead to transformational change. I conducted values coding using intuitive 

judgment to find prevailing and/or influential connections in the data, which can particularly be 

useful in analyzing qualitative content and lend greater significance to findings (Ramakrishna, 

2018). As explained by Taylor-Powell and Renner (2003), “Categories are defined after you 

have worked with the data or as a result of working with the data” (p. 3), and so potential values, 

themes, and such were not predetermined. 

When using a mixed-method approach, the most vital component of ensuring validity is 

creating an analysis of data that is credible and trustworthy. Credibility is essentially the 

truthfulness of the data and how it has been interpreted and represented (Cope, 2014). Validity is 

“the extent that research findings accurately represent the phenomenon under investigation” 

(Briggs et al., 2012, p. 82). In order to ensure data are credible and trustworthy, triangulation is a 

recommended means to consider the results of the two methods and the literature review (Briggs 

et al., 2012). Two types of triangulation: (a) data triangulation and (b) methodological 

triangulation (Scott, 2007, as cited in Briggs et al., 2012) were used to compare data and 
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establish validity. Internal validity was established through data triangulation, as demonstrated in 

this inquiry by involving a range of participants at two different times in data collection, and 

methodological triangulation has been demonstrated by conducting two mixed methods of data 

collection to corroborate findings. Additionally, the results of data and methodological 

triangulation were supplemented with secondary sources as presented in Chapter 2 to establish 

external validity and to provide context to this inquiry. Trustworthiness stems from the co-

creation and interpersonal contact between research participants and the data (Stewart et al., 

2017). As described next, I established trustworthiness by conducting three rounds of member 

checking during my data analysis. 

Specifically, participants were asked to conduct their own data analysis at several points 

throughout both workshops by collectively reviewing and confirming the data generated during 

each session through group discussion, group debriefs, and the theming exercise as previously 

discussed. Marti (2015) described this as embedded integration and explained data 

trustworthiness could be attained through the use of participant member checking (Cope, 2014) 

to validate data. Member checking requests feedback from participants as data are collected and 

analyzed to ensure they have been accurately interpreted. This occurred at each stage of the 

research inquiry. The first round of member checking took place in the final debrief of the 

ideation workshop. The second round of member checking and data validation transpired 

throughout the modified future search during day one session four, day two session one, and the 

final debrief of day two. A third round of member checking was conducted in consultation with 

my organizational partner following my analysis of the data, where I presented my findings and 

conclusions and received confirmation from my partner of their validity.  
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Ethical Implications 

In consideration of the ethical implications of this inquiry, I addressed the three core 

principles detailed by the Panel on Research Ethics (2019) “Respect for Persons, Concern for 

Welfare, [and] Justice” (Article 1.1). Upon consideration of these principles, I determined the 

research I conducted was not perceived to be controversial in nature, as it primarily uncovered 

existing mental models within FVC as related to diversity and inclusion and developed 

recommendations for system change. 

Respect for Persons 

To mitigate any concerns regarding participant autonomy, all participants were provided 

a participation form seeking their free and informed consent. These forms (provided in 

Appendices F and G) explained the purpose of the research that was to be conducted, the 

potential benefits to the participants, the research process and time required, and the assertion 

that any data collected would remain anonymous and not attributed to any specific name or 

person. Finally, the forms indicated that all participants were free to withdraw from the study at 

any time, and in signing and returning the document they consented to participate. 

Concern for Welfare 

To protect the welfare of research participants, all participants received participation 

forms outlining the time commitment for the inquiry (Appendices C and D). Participants were 

offered breaks throughout the inquiry to reduce any risk of physical strain resulting from 

participating in the inquiry through the use of a computer and video conferencing. 

Justice 

As research was being conducted by an external third party to the organization, there was 

no anticipation of power-over dynamics between me as the researcher and the participants. 
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However, there was a possibility of power-over dynamics within the participant group. In 

discussion with my organizational partner, they mentioned occasionally there had been perceived 

tension between long-standing board members and newer board members. This, in part, was a 

reason for undertaking the inquiry. Furthermore, there was a possibility of a power-over dynamic 

between board directors and chapter leaders, as they fulfill different roles at different levels of 

the organization. These dynamics were not observed during the inquiry. 

Inquiry Outputs 

There were several predicted outputs of this inquiry. First and foremost would be my 

master’s thesis produced as a graduation requirement for the Master of Arts in Leadership at 

Royal Roads University. Also of primary importance for FVC, the partner organization, was the 

output of a set of recommendations and potential action steps to build a culture of diversity and 

inclusivity within the organization, which will be presented in Chapter 5. I anticipate a likely 

additional output will be a published journal article presenting a summary of findings, which will 

be a contribution to the broader knowledge of organizational culture, organizational diversity and 

inclusion, and non-profit organizational leadership. Finally, on a personal level, I have gained a 

deeper knowledge of organizational development, organizational culture and change, volunteer 

engagement, diversity and inclusion practices, action research methodologies, and small and 

large group research methods. 

Contribution and Application 

The potential benefits of this research have been outlined elsewhere in this paper; 

however, utilizing Torbert and Taylor’s (2008) identification of first-, second-, and third-person 

research; first-person inquiry focuses on one’s own engagement, second-person inquiry is with 



ENHANCING DIVERSITY AND INCLUSION AT FVC 75 

others, and third-person entails dissemination of findings to a wider audience in the hopes of 

contributing to new knowledge. I will summarize potential contributions. 

The literature review and action research process have contributed to my personal 

learning and development on the topics identified in Chapter 2, as well as developed my ability 

to facilitate processes of systems change in organizations, which is a key component of the 

Master of Arts in Leadership program. The data gathering, analysis, and recommendations will 

contribute to the development and cultural evolution of FVC. Finally, the dissemination of my 

results will help contribute new knowledge and possibly new practices to the field of 

organizational development, specifically related to organizational culture.  

Chapter Summary 

In this chapter, I described the conceptual framework, research strategy, and 

methodological approaches used in this inquiry. Additionally, I provided detail about the inquiry 

participants and how they were recruited, my inquiry team, data collection methods, and how the 

inquiry was conducted. Chapter 3 included a description of how data analysis and coding were 

used to analyze the data. I concluded this chapter with a discussion of trustworthiness, 

credibility, and validity of the data findings and a discussion of ethical issues related to this 

inquiry. Based on this research, the data collected led to the findings and conclusions presented 

in Chapter 4. 
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Chapter 4: Inquiry Project Findings and Conclusions 

I conducted this inquiry to discover methods that might answer the primary research 

question: How might Fair Vote Canada (FVC) foster a culture of diversity and inclusion? Four 

subquestions were also posed to support the development of specific strategies where positive 

and lasting change may be established. These questions were: 

1. What is the current state of diversity and inclusion at FVC? 

2. Ideally, what does enhanced diversity and inclusion look like at FVC? 

3. What barriers exist to achieving greater diversity at FVC? 

4. What strategies and supports could be implemented at FVC to help achieve greater 

diversity and inclusion, and overcome potential barriers? 

I conducted two separate rounds of data collection amongst the volunteers of FVC, 

including members of the board of directors and regional chapter leaders. These participants 

were selected due to their leadership roles in the organization and their ability to affect system-

wide change. The first round of data collection was a 75-minute ideation workshop (coded as 

IW), consisting of small and large group discussions, which sought answers to general questions 

related to diversity and inclusion and the future of FVC and sought to help frame the second 

round of data collection. Participation in the IW was limited to the executive director and board 

of directors, of which there were 15 participants of a potential 16 participants. The second round 

of data collection was a modified future search (coded as FS) lasting 1.5 days and welcomed 

engagement from the board of directors, executive director, and regional chapter leaders, of 

which there were 37 total participants. During this round of data collection, participants were 

tasked with several activities that focused on the past, present, and future of the organization and 

were designed to seek answers to the primary inquiry question and subquestions through 
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engaging in small and large group discussions. The data collected from these inquiry participants 

are presented in the study findings and conclusions of this chapter. I will conclude this chapter 

by discussing the scope and limitations of the inquiry. 

Study Findings 

All data collected were reviewed and confirmed by participants in both rounds of data 

collection during large group reflective conversations, which followed each small breakout group 

activity or discussion. At each stage, participants were provided an opportunity to review the raw 

data and discussion notes of each smaller breakout group and then confirm and identify common 

themes and trends emerging together in the large group setting. This member checking and 

validation of the data at each step was helpful when I conducted my final analysis of the data, 

and common themes began to emerge at an early stage. Analysis revealed commonalities in the 

data from both the IW and FS rounds of collection, which allowed me to identify six themes: 

1. Common agreement about what diversity represents to FVC remains fractured. 

2. There has been positive improvement in developing policy to improve diversity; 

however, more action and prioritization are necessary. 

3. The current internal organizational culture may be a barrier to improving inclusivity. 

4. Improvements, enhancements, and more varied communication at all levels of the 

organization are desired to foster feelings of inclusivity and build community. 

5. Participants described areas where volunteer participation requirements may be too 

high. 

6. Indigenous voices are not being engaged effectively. 

Data collection was anonymous, with participants contributing to the process without 

identifying themselves. For the purpose of analysis and presentation, role codes were assigned to 
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comments made by participants according to the data collection method utilized. For example, 

participants in the ideation workshop were assigned the role code of IW followed by a sequential 

number representing a unique comment. Those participating in the modified future search were 

assigned the role code of FS followed by a sequential number in the same fashion. 

Finding One: Common Agreement About What Diversity Represents to FVC Remains 

Fractured 

In this section, I will discuss the recurring theme of how participants view diversity at 

FVC. Participants were asked what diversity meant to each of them and what the current state of 

diversity was at FVC. This was done to begin establishing a common language and common 

values around diversity and to frame discussions that would follow.  

Participants had a wide array of responses to these questions. Participants frequently 

noted the importance of cultural diversity, geographical diversity (i.e., representation from each 

province and territory, both rural and urban representation), gender diversity, political diversity, 

and diversity of age, ethnicity, and worldview. One participant quite simply summed up diversity 

as “different people from different backgrounds” (IW-1). However, there was a general lack of 

understanding amongst participants about the different definitions of diversity from a systemic 

versus an individual lens. With an individual lens, an organization can recruit specific persons to 

increase diversity but may have an unreasonable expectation of conformity to the existing status 

quo of what may be a dysfunctional system. If the system itself does not change to create a 

culture of inclusiveness, different perspectives, worldviews, and lived experiences, then efforts 

to improve diversity will be for naught. Participants presented difficulty in understanding and/or 

discussing such systemic elements, indicating a potential blind spot as to how diversity applied 

to the organization as an entire system. Individual participants would often have conflicting 
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views on which aspect of diversity should be of most importance to the organization, often 

speaking through an individualistic lens, seemingly in competition to other individual 

viewpoints. For example, while there was discussion about the importance of having equal 

representation at the leadership level from all provinces and territories, another participant 

disagreed stating,  

It just doesn’t make sense to put someone on the board that has a moderate commitment 

to FVC just because of what province they are in. We should have board members that 

are diverse. If we’re looking for diversity, I think geographic diversity isn’t our primary 

concern. (FS-1)  

This was contrasted by another participant who noted, “We are ostensibly a fully national 

organization, equal English and French. But that didn’t happen today. There are no francophones 

here that I know of. So that is a huge blind spot” (FS-2). This focus on geographic diversity was 

balanced by frequent discussion about political diversity, with both seemingly taking precedence 

in discussions over other aspects of diversity. 

Participants found questions on the current state of diversity at FVC challenging when 

thinking beyond their personal lived experience. For example, as there was a noticeable lack of 

ethnic diversity amongst participants, discussion often focused on diversity of age, with less 

emphasis on other elements of diversity. However, there was common agreement amongst 

participants that more needs to be done to foster a more diverse organization. Participants 

frequently shared a common belief that FVC is predominantly older, white males who are 

university educated, which is not reflective of Canadian society. Participants shared agreement 

and interest in becoming a more diverse organization that better reflects the broader society and, 

specifically, the FVC membership. However, this came with the finding that perhaps the 
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organization already is representative of its membership. Participants speculated that 

conceivably, the membership itself is predominantly made up of old, white males. The executive 

director noted that the current board of directors is far more diverse in terms of age and gender 

than the general membership of the organization at this time. This finding leads directly to 

finding two. 

Finding Two: There Has Been Positive Improvement in Developing Policy to Improve 

Diversity; However, More Action and Prioritization Is Necessary 

This finding supports finding one and further highlights the present state of diversity 

within FVC. Participation by FVC volunteers in data collection workshops was strong, with all 

participating in the full-time allotment of the workshops and actively engaging in discussions. 

This represented the shared value by participants of the importance of working to improve 

diversity and inclusivity. However, participants were often divided on the extent and 

effectiveness of previous internal discussions and workshops regarding diversity and inclusion, 

and they shared conflicting views about what more could be done in the future or whether the 

organization was already doing enough. This was reflected in particular by one participant who 

commented, “Some people think we’re doing a good job, but we’re not” (FS-3). 

As noted in finding one, participants acknowledged the diversity of the current board of 

directors, with one participant explaining, “In 2021, FVC did targeted recruiting and elected 

what is likely the most diverse board in our history. We also made a commitment to focus on 

inclusion and equity throughout out operations” (FS-4). One indication of that commitment was 

the establishment of equity and inclusion liaisons on the board of directors: a practice that has 

received interest from other FVC chapters as an opportunity for development at the regional 

level. Nevertheless, despite this targeted recruiting to the board of directors, participants still 
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noted a general lack of diversity from various cultural and ethnic groups as well as a renewed 

identification of the lack of diversity in political beliefs. 

Participant viewpoints did not align regarding the effectiveness and extent of what has 

been done to date to improve diversity and inclusion within the organization. Additionally, some 

noted concern that nothing may result from current efforts. Comments included such statements 

as: “We have spent a lot of time on this before. It’s hard to make improvements” (IW-2); “How 

do we avoid this just being an exercise in checking boxes?” (IW-3); “How will we know we’ve 

achieved an appropriate level of diversity?” (FS-5); and “Deliberate outreach to diverse 

communities. We’ve been saying that for as long as I can remember. It’s easier said than done. 

So how do we do that?” (FS-6). Concern about how to measure success for such initiatives was a 

common theme. 

One theme that frequently arose in the data was: At times, there was evidence of a 

general resistance or unwillingness by long-standing volunteers to re-engage in discussions and 

decisions already held. This revealed itself to be a barrier to inclusivity for new members and to 

any iterative innovation and evolution of processes or ideas. For example, in a moment of 

frustration at the perceived redundancy of the discussion, a participant remarked, “We have the 

same conversations every three years. This is the same stuff that keeps coming up” (FS-7). If 

discussing diversity and inclusion feels repetitive to some participants, could it be reflective of 

the organization? If the same stories continue to resurface, what can be inferred about the present 

state of the organization? For some participants, the discussion may have felt repetitive; 

however, for others, it was their first time engaging on the topic. Resistance to revisiting past 

discussion links to my next finding regarding improving practices for inclusivity. 
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Finding Three: The Current Internal Organizational Culture May Be a Barrier to Improving 

Inclusivity 

Building upon finding two, in this finding I analyzed data related to the theme of 

inclusivity and identified current barriers to inclusion generated by participants. Participants 

were open about the present culture at FVC, variously noting: “FVC comes across as a group of 

frustrated people, which does not invite diversity” (FS-8), and “We tend to be seen as being 

esoteric, and a bit elitist” (FS-9). Additional discussion presented viewpoints that FVC is seen as 

a special interest group and not reflective of outsider values, and some expressed a feeling that it 

is not a particularly welcoming organization at this time due to the held belief of the organization 

being dominated by older white men. 

As I identified in finding two and was reiterated frequently throughout the data was the 

idea that FVC is not always welcoming to new ideas. Recurrently, participants remarked on their 

frustration that an idea gets presented, and often people will say that it has been done before or, 

simply, that it cannot be done. When that happens, “it just shuts down the conversation, and 

that’s not being inclusive” (FS-10). It is clear people need a safe and open space where they can 

say what they want, where they can be heard. In fact, in defining inclusion, one participant 

specifically stated it is about “creating a safe space where all people want to participate and feel 

comfortable to do so. Creating a space where people feel they can contribute their thoughts and 

opinions freely” (IW-4). While engagement in the data collection workshops was high, this 

identified resistance was observed during both workshops. 

One particular insight discovered in the data identified a unique cultural barrier. During a 

vigorous discussion regarding the labels used when identifying individual groups in our society, 

one FS participant commented,  
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We talked about the labels we put on people that also people put on themselves and some 

are like “We don’t need labels.” Although it’s important for the labels so that we can 

understand who it is that’s part of the organization, the important thing is we need to 

make sure we’re not using the labels to exclude people from the organization, but more 

using it to help us try to identify barriers to other people being involved. (FS-11) 

The importance of allowing individuals to self-identify and utilize labels of their own choosing 

should be embraced within the organizational culture. 

Another key finding related to cultural barriers to inclusivity within FVC that occurred 

specifically when participants noted a deficiency in volunteer engagement. One participant 

identified themself as being new to the organization and noted an experience that led them to 

feeling not truly welcomed to their leadership role: “[As] a new organizer at FVC who was 

recruited through email during the COVID pandemic, without having met anyone, it was 

difficult to insert myself into the conversation not knowing about FVC’s history or internal 

processes” (FS-12). The perceived impersonal aspect of volunteer recruitment was echoed in 

comments from another participant: “[I] experienced challenges in knowing ‘who to go to’ in 

terms of organizational hierarchy, or where to get information as a new volunteer” (FS-13). 

Better volunteer engagement was seen as a potential avenue to improve inclusivity, yet also 

promote diversity: “If we had a better recruitment process, we would have a gender-balanced 

board and better representation from minorities, including Indigenous” (IW-5). While this 

finding is related to a cultural barrier at FVC, it is also interlinked with additional data that will 

be discussed in findings four and six. 
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A final insight regarding cultural barriers also focused on improving outreach to build 

inclusivity. Yet, conversely to earlier themes, this insight focused externally and specifically on 

building better partnerships with other organizations: 

Sometimes when you want to build ally relationships, the best way to do that is actually 

to volunteer for their causes first, and when you have that relationship, you can bring 

them back to [your] cause. People should not discount the importance of personal contact 

in those kinds of outreach efforts. (FS-14)  

Participants placed emphasis on improving personal contact and being proactive and 

intentional in outreach efforts. Participants all agreed upon the need to form strong community 

partnerships, both internally and externally, to overcome cultural barriers to inclusivity. 

Finding Four: Improvements, Enhancements, and More Varied Communication at All Levels 

of The Organization Is Desired to Foster Feelings of Inclusivity and Build Community 

This finding builds on finding three, yet was clearly a central theme in the dataset. 

Communication tactics were often mentioned in all discussions, and so they merit brief analysis 

as a standalone finding. 

Participants noted that effective communication takes many forms, including verbal and 

non-verbal approaches, and can vary greatly amongst different cultures. Different peoples can 

interpret different communication signals in a multitude of diverse ways. Frequently, the concept 

of “meeting them where they are at” would arise, with the onus being on FVC to adapt 

messaging and communication for unique audiences to more effectively foster feelings of 

inclusivity, welcomeness, and community amongst internal and external stakeholders: “We need 

to be able to engage with communities and advocates and really relate to them in a way that is 

more than just shouting our message” (FS-15). Building on this, one participant noted,  
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I think because we believe so strongly in democracy [we can] be a little bit preachy. I 

think the idea of active listening . . . just the idea of asking questions and meet people 

where they are, rather than kind of imposing on them where we are. (FS-16) 

Creating channels for two-way communication between and amongst internal and/or 

external stakeholders was a common discussion point throughout the data collection process. 

Many specific actions and methods to improve communication were presented by all 

participants, which will be discussed further in the conclusions and recommendations sections. 

However, the importance of adapting these methods to the changing needs of people was also 

highlighted in the data. 

The necessity to improve and vary communication at FVC was clearly foundational to 

fostering greater inclusivity and cannot be understated, with one participant stating, “It’s all 

about communication in terms of how the organization presents itself, and then gives its 

members and volunteers an opportunity to communicate with each other, and really build from 

there” (FS-17). 

Finding Five: Participants Described Areas Where Volunteer Participation Requirements 

May Be Too High 

This finding presents some parallels to other findings, specifically in identifying an 

additional crucial barrier to improving inclusivity and diversity at FVC. Throughout several 

discussions, participants reflected upon whether the organization was expecting too much from 

their volunteers and, as a result, creating a participation obstacle to those with diverse lifestyles. 

Participants explored the belief that the organization primarily attracts the older white male 

demographic and speculated it may be because that specific demographic is generally retired 

from the workforce and has greater capacity of time to volunteer with FVC, whereas other 
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demographics may have time, financial, or other constraints that could limit their ability to 

actively engage and participate fully with the organization. A participant noted the commitment 

they had made to take part in the modified future search workshop as an example: “This kind of 

activity we are doing now would be difficult for a single parent with kids to participate, or 

[someone who] doesn’t have easy access to a computer, or in a pandemic” (FS-18). A lack of 

adequate time to engage was cited as a key factor to not feeling included by a participant who 

said, “On the board there has been a feeling of two tiers, those who have the opportunity or 

lifestyle which allows them to contribute a great deal, and those who simply don’t have the time 

and feel somewhat excluded” (FS-19). 

Expecting too much from volunteers extended beyond time commitments to include a 

lack of a clear onboarding and orientation process, along with the perceived expectation that new 

volunteers will simply know what to do as soon as they join the organization. Similar to an 

experience noted in finding three, a modified future search participant reflected on their own 

experience in joining FVC: “To be honest, I didn’t feel like I had a clear direction to go at first. I 

mentioned that I was good at social media, so that’s where I really latched on to. So, it’s my 

impression that other volunteers like myself, young volunteers, might not have that direction” 

(FS-20). This led to the participant feeling a lack of belonging and confusion of purpose.  

Precisely how FVC engages with volunteers at all stages of their joining and participating 

with the organization parallels data in previous findings in terms of building better relationships 

and greater community. A participant expressed the potential for a key shift in recruitment 

tactics: 

We should be less prescriptive and asking them how they can contribute. So instead of 

meeting them and saying, “Ok, to be an ally you have to fit into this mold,” or “To be a 
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volunteer, you have to fit into this mold.” If we’re able to, we can approach organizations 

and people and say, “Ok great, you want to get involved. What can you do, what do you 

have, and we’ll figure out how to find a place for you.” [We need] to meet them where 

they’re at. (IW-6) 

As it arose in the data more than once, participants believed that to foster inclusivity and build 

partnerships, it would likely rely on a shift in engagement tactics to being more adaptable to the 

needs and values of diverse internal and external stakeholders.  

Finding Six: Indigenous Voices Are Not Being Engaged Effectively 

As noted in Chapter 1, specifically exploring how to increase engagement with 

Indigenous voices was not an inquiry question. Nevertheless, analysis revealed this as a key 

theme in the data generated by research participants. This finding highlights the current distinct 

lack of representation at FVC from Indigenous voices. In this section, I will discuss how the data 

revealed barriers to engaging this specific demographic, and while it was clearly important to 

participants that relationships with Indigenous peoples be built, there was confusion about how 

best to do so. This finding reiterates aspects of earlier findings but specifically as related to 

engaging with Indigenous groups. 

As noted, inquiry questions were not oriented to this specific demographic, yet 

discussions would frequently visit the notion of FVC attaining the involvement of Indigenous 

voices. What was often expressed by participants is that FVC as an organization has mirrored 

itself in many ways to the colonial institutions that exist in Canadian politics. Some believed the 

organization may need to recentre itself and look at itself in a different way to make it more 

welcoming for Indigenous viewpoints. However, participants noted this may require reopening 

discussions and revisiting decisions that have already been held, something that has already been 



ENHANCING DIVERSITY AND INCLUSION AT FVC 88 

addressed as a cultural barrier at the organization, primarily in finding two. One participant 

reflected on their personal experience when attempting to engage with Indigenous groups in 

Quebec: 

When we ended up reaching out to them one response was, “Now you’re trying to sell us 

what you’ve decided with others.” That is not inclusive. For us, it would have meant 

redoing some of the discussions, redoing some of the thinking, and some of the strategic 

decisions we had made. Maybe we would have ended up with the same outcome, but it 

would have involved reopening discussions, and people were not necessarily willing to 

do that. So maybe to make it a more inclusive organization might require us to reach out 

to some groups to allow them to take part in decisions that we’ve already taken. So that 

may be a challenge for some people. (IW-7) 

Participants were reflective of this critical barrier within FVC’s organizational culture and 

generally expressed they did not believe they were ready currently as an organization to welcome 

Indigenous peoples, fearing any experience Indigenous volunteers may have could be adverse to 

building positive long-term relationships. 

Like earlier findings, the need for improved outreach and active listening is vital to 

overcoming barriers to inclusivity. Seeking to understand the values, issues, and needs of 

Indigenous people is a key first step, as noted by one participant who said: 

We keep talking about what FVC can do to reach out to these groups, but what are the 

barriers for these groups that they’re not reaching out to us? What are they [sic] missing? 

Why are Indigenous people not reaching out and seeing this as an equity organization to 

join? Why don’t they see themselves represented in us? (FS-21) 
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This reflection mirrored earlier comments about meeting others where they are at and respecting 

diversity in all forms and to the broader theme in the data that there is presently a cultural barrier 

to inclusivity within the organization. 

Study Conclusions 

Volunteers in leadership positions at FVC, all holding various levels of experience with 

the organization, were invited to have input into how FVC might foster an organizational culture 

of diversity and inclusion. My goal in conducting this research was to identify the present state 

of diversity and inclusion at FVC, explore current barriers and ideal futures, and identify 

strategies and supports that could be implemented at FVC to help achieve greater diversity and 

inclusion. Six conclusions resulted from the research. 

1. Improved communication throughout all levels of the organization could increase and 

enhance engagement and foster inclusion. 

2. Encouraging new voices and ideas to come forward could improve diversity and 

inclusion.  

3. Adaptable volunteer recruitment, training, and engagement could increase diversity 

and inclusion at FVC. 

4. Greater and more wide-ranging diversity training could help transform organizational 

culture to one that is more diverse and inclusive. 

5. Proactive outreach could help forge new community partnerships and create greater 

membership diversity. 

6. Volunteers can be an untapped resource of creativity in developing strategies to 

enhance diversity and improve inclusivity. 
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Conclusion One: Improved Communication Throughout all Levels of the Organization Could 

Increase and Enhance Engagement and Foster Inclusion 

The importance of effective communication is critical to the success of any organization. 

Organizations can realize incredible value from strong internal marketing and organizational 

communication in engaging and sustaining volunteer participation (Conduit et al., 2019; 

Dwiggins-Beeler et al., 2011; Harp et al., 2017; Mitchell & Taylor, 2004; Raffel, 2015; 

Vantilborgh & Van Puyvelde, 2018). Research participants frequently cited communication as 

being interwoven throughout all of FVC’s operations and advocacy and the need for it to be 

improved at all levels of the organization. This is supported by the FVC (2021b) Strategic Plan 

(2021) which identified the use of “effective, strategically-targeted communications” as a key 

organizational objective. Participants explicitly discussed the advantages to, and greater 

effectiveness of, two-way methods of communication, volunteering numerous potential tactics 

FVC could implement. Maintaining continuous feedback loops to and from volunteers to create 

successful engagement and build feelings of community is explicitly addressed in the literature 

as a best practice (Mitchell & Taylor, 2004; Sirisetti, 2012; Vecina et al., 2013). The desire from 

participants for two-way communication was very strong and indicates it is a key component of 

building inclusivity and welcoming diverse voices to the organization. 

Conclusion Two: Encouraging New Voices and Ideas to Come Forward Could Improve 

Diversity and Inclusion 

To become an inclusive organization FVC must develop a culture where all voices are 

heard and valued, and where diverse experiences are embraced. This goal has been recognized 

within the FVC (2021b) Strategic Plan, specifically with the objective of creating an inclusive 

environment by “taking continual action toward making it a part of our core values and 
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structure” (p. 6). However, participants presented varying opinions in the research, 

demonstrating the organization still has more it could do. Participants noted resistance at times to 

new ideas, and/or revisiting past discussions and decisions may be hindering opportunity. 

Newborn (2011) indicated an organization that has created a strong culture of transparency and 

open communication is often a culture that embraces different opinions, styles, and ways of 

thinking. Furthermore, Steele and Derven (2015) stated, “An inclusive environment [is one] in 

which diverse ideas are readily expressed and valued, different ideas are deftly combined in new 

and useful ways, and leaders support execution of novel solutions” (p. 2). Both participant data 

and the literature indicated there is a strong relationship between volunteers feeling welcomed, 

included, and their contributions matter, thus leading to improved morale and engagement. In 

pursuing opportunities for open and transparent dialogue at all levels of an organization and 

welcoming new and diverse ideas and voices, there lies a prospect for greater success by 

iterating, innovating, and evolving upon past work. 

Conclusion Three: Adaptable Volunteer Recruitment, Training, and Engagement Could 

Increase Diversity and Inclusion at FVC 

Intrinsic to a successful not-for-profit organization achieving its mandate is a robust set 

of volunteer recruitment, orientation, and engagement practices and processes. Not-for-profit 

organizations are built upon engaged and committed volunteers, without which the organization 

could not function. However, organizations can risk falling short by expecting new members to 

assimilate to the existing organizational culture (Taylor, 2017) easily and automatically. 

Assimilation, which is a required or expected adaptation to the existing system, is not inclusion. 

Rather inclusion is in welcoming, celebrating, and honouring difference. Participants frequently 

linked improved inclusion with intentionally meeting new volunteers where they are at in their 
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own mental, emotional, or physical circumstances. Essentially this means learning more about an 

individual’s skillsets, personal values, needs, life experiences, and motivations for joining FVC 

and adapting volunteer roles accordingly. The literature highlighted how gaining a better 

understanding of volunteer motivators and skillsets can help organizations improve volunteer 

retention and engagement (Dwiggins-Beeler et al., 2011; Ward & McKillop, 2010). Supporting a 

volunteer in their development with the organization through the use of handbooks, orientations, 

regular training, ongoing surveys and focus groups, personal conversations, and establishing 

feedback loops were all celebrated by Harp et al. (2017) as being key contributors to successful 

volunteer processes. Providing ongoing support and resources to volunteers as well as 

conducting regular surveys to gather feedback has been noted as a key strategic objective in 

FVC’s (2021b) Strategic Plan. At times, organizations may forget what it is like to have a 

beginner’s mindset. In some cases, it could be taken for granted that volunteers are 

presumptively educated and experienced with all the tools available to them to be successful in 

their new role. Creating clear channels of communication and ensuring volunteers are onboarded 

effectively were identified in the research as key components in driving inclusivity and recruiting 

for a more diverse organization. 

Conclusion Four: Greater and More Wide-Ranging Diversity Training Could Help Transform 

Organizational Culture to One that is More Diverse and Inclusive 

It was clear from the research that participants held fractured views on how diversity 

should be defined, both individually and systemically as an organization. The topic of diversity 

can be a sensitive subject for discussion, and at times during the inquiry, there were moments of 

tension for participants, whether as resistance from individual participants to new ideas or 

resistance to the use of labels for those who choose to self-identify. People may sometimes feel 
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challenged by emotions that arise from having difficult conversations about differences. It can 

require a shift in ways of thinking, core beliefs, or personal values, all of which form the basis of 

cultural identity. An objective of the FVC (2021b) Strategic Plan directly linked to shifting 

organizational culture to one that is more diverse and inclusive is to “enhance the skills of board 

members and staff, through annual training and other opportunities” (p. 6). This was supported in 

several sources from the literature (Cox-Taylor & Blake, 1991; Jayne & Dipboye, 2004; Miller 

& Tucker, 2013; Newborn, 2011; Steele & Derven, 2015), who all agreed regular and ongoing 

training to inform and educate, change behaviours, purge discrimination and exclusivity, address 

issues related to differing communication styles, and emphasize team building comprise a 

leading practice to improve diversity and inclusivity within an organization. Participants noted 

their appreciation for this research inquiry, specifically discussions related to equity, diversity, 

and inclusivity, in helping them raise their awareness and expand to new ways of thinking about 

the issue. Extending diversity and inclusivity training opportunities to a broader audience within 

FVC could leverage greater organizational and cultural change as well as potentially fulfill the 

material/cognitive motivations of volunteers. Participants found common agreement in the need 

for and importance of greater education on this topic. The institutionalizing of such a practice is 

required as a key component of transformational change (Kotter, 2007) and will be necessary to 

truly shift the organizational culture to one that is more inclusive, welcoming, and celebrating of 

diversity. 

Conclusion Five: Proactive Outreach Could Help Forge New Community Partnerships and 

Create Greater Membership Diversity 

Strategic partnerships with other organizations and groups across Canada can be critical 

to the success of FVC. The organization understands this link and identified “reach[ing] out to 
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other organizations to make clear connections between their goals and proportional 

representation” as a primary objective (FVC, 2021b, p. 4). Participants in the data collection 

frequently acknowledged a desire to create better partnerships with organizations and recognized 

there are many approaches to doing so. Often, participants explicitly noted such relationships 

must be built on trust, mutual respect, understanding, and active listening, and currently, there is 

a perception those not presently engaged with the organization perhaps do not “see” themselves 

in FVC and, thus, are not receptive to such relationship building.  

Steele and Derven (2015) stressed the importance of cultivating and nurturing an 

ecosystem of inclusion. This is to note there are many interweaved linkages with organizations 

and stakeholders external to FVC, which may not be developing with intentionality. The concept 

of an ecosystem implies there is a give and a take to building inclusive relationships. Participants 

noted the need to become engaged with the values and needs of potential partner groups and 

organizations. There is the potential that such outreach and engagement can create a cross-

pollination of membership, thus increasing diversity. This could be of great benefit to FVC, as 

Andrews and Ashworth (2015) found organizations that more closely resemble the populations 

they seek to serve are perceived to be more inclusive and representative of those same 

populations and, thus, lead to more positive societal outcomes. Of clear importance to all 

research participants and FVC, in general, is the ability to achieve its mandate and affect 

electoral reform across Canada. Developing membership more broadly representative of the 

diversity of Canada offers an opportunity to be a contributor to such success. 
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Conclusion Six: Volunteers Can Be an Untapped Resource of Creativity in Developing 

Strategies to Enhance Diversity and Improve Inclusivity 

Research participants were provided opportunities to review and validate data as they 

were generated and collected. One activity of the FS asked participants to envision and co-

generate various strategies and supports that could be implemented at FVC to help achieve 

greater diversity and inclusion to potentially overcome identified barriers. A vast array of ideas 

were generated, all building upon various aspects of earlier data findings. Participants were given 

an opportunity to theme complementary ideas, and following further review, they were asked to 

confirm common agreements. Participants found common ground in five key facets of the 

organization in which they would like FVC to focus operational and governance efforts to 

enhance diversity and improve inclusivity. These include: 

1. Improve/enhance communications and marketing, both internal and external, to 

engage volunteers, members, and supporters of FVC more effectively as well as to 

better develop relationships with potential external partners. 

2. Develop materials and resources on the subject of electoral reform, and about the 

organization itself, to be used to engage external organizations, groups, and education 

centres—not just to educate about electoral reform but also to strengthen FVC brand 

awareness and nurture community partnerships. 

3. Mitigate and remove internal structural and/or systemic barriers to volunteer and 

organizational development, specifically related to information access, relationship 

building, and the welcoming of new voices and new ideas. 

4. Engage in collaborative relationships with other groups and organizations to foster 

inclusivity, specifically focusing on alliances with Indigenous voices. 
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5. Pursue its mandate of improving representative democracy and strengthen awareness 

of the FVC brand to all Canadians. 

Research participants agreed in a belief that developing actionable strategies around these five 

areas would be beneficial to the success of FVC. Illustrative examples of such strategies are 

presented in Chapter 5. 

Scope and Limitations of the Inquiry 

The primary limitation of this study was the use of technology. Due to the ongoing 

COVID-19 pandemic and the disbursement of research participants across Canada, I decided to 

host virtual workshops using the Zoom virtual meeting platform and collect data digitally using 

Google Jamboard. There was a learning curve for participants in using both applications, which 

at times, presented a hindrance to all-inclusive engagement. For some, the use of a digital space 

was unfamiliar, leading to occasional discomfort and/or frustration throughout the process. It 

must be noted that all participants possessed a spectrum of technological prowess and skillsets 

that favour certain ways of meeting together; whether this proved to be a benefit or barrier for 

full participation in the digital space was relative to each individual.  

A second limitation to the research observed by an inquiry team member, and reflected in 

the study findings, was the varying size and composition of group discussions. Some participants 

may have felt intimidated and, therefore, reluctant to share their thoughts and opinions, whether 

due to the size of the group itself, distinct participants within a select group, or an individual’s 

level of personal knowledge and understanding of the specific discussion topic. It can be posited 

this may have occurred at least in part due to perceived barriers in organizational culture, which 

was noted several times in the study findings.  
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A final, yet significant and unforeseen, limitation to the research occurred principally 

during the modified FS. The focus of the inquiry centred on the participatory and appreciative 

action reflection (PAAR) methodology discussed in Chapter 3, and the research method was 

designed to align with PAAR appreciative principles by discussing how to improve diversity and 

inclusivity at FVC. However, conversations frequently skewed towards the overall strategic 

direction of FVC, which was not within the scope of this inquiry. Discussions would often veer 

from the main inquiry topic and into more general areas related to the external strategy of the 

organization. Principally, this included discussion about challenges, weaknesses, and barriers to 

organizational success, or the general political landscape, and deviated away from organizational 

successes and strengths. Inquiry team members, while striving to remain strictly in an 

observational role, would occasionally attempt to redirect and reframe discussions back to the 

key inquiry topic with an appreciative lens. This was also attempted at times by some research 

participants. Nevertheless, there were historical and cultural issues in the organization that often 

took us in a different direction and led to methodological challenges. This appears to indicate 

that when there are real unaddressed issues where a group is connected to a particular ideology, 

PAAR can be challenging to follow.  

Overall, participants generated a significant amount of data throughout the inquiry, and 

while some of which may not be of direct relevance to this particular inquiry, these data greatly 

supported and validated what has been developed in the FVC (2021b) Strategic Plan and may 

prove useful for broad action throughout the organization.  

Chapter Summary 

In this chapter, I provided an in-depth review of the study findings, several key 

conclusions from the study, as well as the scope and limitations of my research. In the final 
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chapter, I will draw on these study findings and present my recommendations. I will address the 

implications that these recommendations have on FVC and identify areas for potential further 

research.  
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Chapter Five: Inquiry Implications 

In this chapter, I will summarize recommendations from this study, discuss the 

organizational implications the findings have for Fair Vote Canada, and implications for future 

research on the selected topic before providing a final summary of this inquiry. 

The primary inquiry question of this inquiry was: How might Fair Vote Canada foster a 

culture of diversity and inclusion? Subquestions posed to further develop awareness, 

understanding, and actionable strategies for this inquiry included: 

1. What is the current state of diversity and inclusion at FVC? 

2. Ideally, what does enhanced diversity and inclusion look like at FVC? 

3. What barriers exist to achieving greater diversity at FVC? 

4. What strategies and supports could be implemented at FVC to help achieve greater 

diversity and inclusion, and overcome potential barriers? 

My thesis goal was to identify leadership strategies integral to developing a positive 

organizational culture of enhanced diversity and improved inclusion. I sought perspectives from 

organizational leaders to explore possible solutions that could transform organizational culture. 

Six conclusions resulted from my research: 

1. Improved communication throughout all levels of the organization could increase and 

enhance engagement and foster inclusion. 

2. Encouraging new voices and ideas to come forward could improve diversity and 

inclusion.  

3. Adaptable volunteer recruitment, training, and engagement could increase diversity 

and inclusion at FVC. 
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4. Greater and more wide-ranging diversity training could help transform organizational 

culture to one that is more diverse and inclusive. 

5. Proactive outreach could help forge new community partnerships and create greater 

membership diversity. 

6. Volunteers can be an untapped resource of creativity in developing strategies to 

enhance diversity and improve inclusivity. 

The results of this inquiry have illustrated the importance of communication, 

engagement, and training to developing and transforming organizational culture. The focus of 

this chapter is to outline recommendations rooted in the evidence and developed from the 

findings, while discussing possible implications for FVC and implications for further inquiry.  

Study Recommendations 

During the modified future search workshop, one activity challenged research 

participants to co-create suggested actions and strategies that FVC could undertake to enhance 

diversity and improve inclusivity based upon the five key themes discussed in conclusion six, 

resulting in the generation of dozens of possibilities. Five overarching recommendations have 

been developed, capturing participants’ suggestions in consultation with the organizational 

partner and based on the findings and conclusions presented in Chapter Four. Several of these 

participant-generated actions will be presented as illustrative examples in a verbatim format, 

while the complete list is provided in Appendix J. Recommendations were also developed with 

supportive evidence from the literature presented in Chapter 2. The five key recommendations of 

this study are: 

1. Activate responsive, diverse, and two-way means of communication to engage with 

volunteers for ongoing discussions and iteration of ideas on a diverse range of topics. 
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2. FVC can enhance diversity and inclusion by identifying successes in and removing 

barriers to volunteer recruitment, training, and engagement. 

3. Develop educational resources to be disseminated widely, promoting electoral reform 

and the organization’s history and purpose. 

4. Proactively engage, build, and nurture mutually beneficial partnerships with diverse 

communities and organizations. 

5. Increase access to diversity training and forums. 

Recommendation One: Activate Responsive, Diverse, and Two-Way Means of Communication 

to Engage with Volunteers for Ongoing Discussions and Iteration of Ideas on a Diverse 

Range of Topics 

As reported in the findings, communication was a frequently discussed topic by research 

participants. It is recommended that FVC introduce and activate additional points of contact and 

methods for dialogue throughout the organization, such as digital discussion forums and more 

personalized and regular communication with members. Mitchell and Taylor (2004) stressed the 

maintenance of continuous feedback loops with volunteers to reinforce organizational culture 

and increase engagement. Digital platforms offer such means to efficiently reach a broad 

audience and create opportunities for responsive, multi-directional discussion amongst a variety 

of stakeholders. Dwiggins-Beeler et al. (2011) emphasized the importance of internal marketing 

and organizational communication in volunteer engagement and that it had a net positive impact 

on sustaining lasting participation. Additionally, Newborn (2011) identified a correlation 

between an organization that has built a strong culture of transparency and open communication 

as one that also embraces diversity, thus resulting in increased innovation and overall 

organizational effectiveness.  
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Illustrative Examples 

• Establish new and/or grow social media groups and accounts to cover additional 

geographical areas, while engaging more volunteers to contribute and encouraging 

outreach to community influencers. 

• Establish a digital discussion forum (using an application such as Slack, 

https://slack.com/) for all members of FVC to engage in dialogue. 

• Develop and publish a regular national FVC newsletter celebrating chapter successes 

and sharing topics of interest, which would be written in simplified and clear 

language to engage diverse communities. 

• Establish regular and personalized, quarterly email communication with FVC 

volunteers to share news updates, success stories, and requests for action and 

feedback. 

In discussion with my partner (M. Clifford, personal communication, December 23, 

2021), it was brought to my attention that FVC has already begun to implement this 

recommendation by establishing a series of Slack channels as a digital forum where all members 

of FVC can engage in dialogue about various topics of importance. This is an important first step 

toward cultivating and nurturing an ecosystem of inclusion. 

Recommendation Two: FVC Can Enhance Diversity and Inclusion by Identifying Successes 

in, and Removing Barriers to, Volunteer Recruitment, Training, and Engagement 

My inquiry questions sought both to identify potential barriers to achieving greater 

diversity and strategies that could be implemented to overcome any such challenges. Participant 

feedback indicated there may be barriers hindering some people from being fully activated 

members of FVC throughout various stages of the volunteer lifecycle. However, it is clear FVC 
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already has a strong coalition of engaged volunteers, which was observed in the findings by the 

high level of volunteer engagement in data collection workshops.  

Stroh (2015) advised an organization must be aware of its current reality in order to build 

a shared vision as part of the process of change. Conducting regular systems audits, as noted in 

Table 2 of Chapter 2, is a leading practice for organizations to develop such shared awareness, 

strategically recruiting for diversity and inclusion, and for measuring ongoing progress towards 

such strategic goals (Cox-Taylor & Blake, 1991; Jayne & Dipboye, 2004; Hite & McDonald, 

2009; Malik et al., 2017; Miller & Tucker, 2013; Newborn, 2011; Panicker et al., 2018; Shanaz 

et al., 2012; Steele & Derven, 2015). To clearly gain an understanding of what processes are 

currently working and what processes need improvement, it is recommended FVC undertake 

regular asset mapping exercises (Lightfoot et al., 2014). As presented in Chapter 2, an asset 

mapping exercise, in essence, would focus on building an inventory of the current assets within 

the organization and its individual volunteers to develop strengths, build community 

engagement, increase collective knowledge, and empower volunteers. An added outcome of 

asset mapping is the revealing of potential gaps or barriers. The result of this exercise can be a 

key leverage point to transforming organizational culture and ongoing performance 

measurement. By conducting an asset mapping systems audit, FVC leaders would be in a more 

knowledgeable position to recruit to fill gaps, augment strengths, and more effectively train and 

engage volunteers  

An additional recommended strategy, suggested in participant feedback and supported by 

the literature, is to implement individual interviews with volunteers throughout the volunteer 

lifecycle to discover motivations, link engagement opportunities, and create feedback loops 

(Conduit et al., 2019; Harp et al., 2017; Merrilees et al., 2020; Mitchell& Taylor, 2004; Sirisetti, 
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2012). For example, Conduit et al. (2019) discussed the importance of individual intake 

interviews during the recruitment stage to identify strengths and motivators of a potential 

volunteer in order to match engagement opportunities accordingly. Additionally, information 

collected from individual interviews can be added to the asset mapping inventory, which can 

then be used for ongoing performance monitoring and organizational improvement. 

Illustrative Examples 

• Conduct intake interviews. 

• Identify successes when engaging volunteers from marginalized, diverse, and/or 

ethnic groups and endeavour to strengthen and amplify these strategies. 

• Identify barriers for marginalized, diverse, and/or ethnic groups that prevent them 

from engaging and volunteering with FVC. 

Implementing this recommendation and accompanying strategies would be supportive of 

knowledge exchange within the organization, which could develop volunteer training 

opportunities to build on strengths and fill gaps, improve volunteer engagement, and facilitate 

the iteration of ideas to build new success. 

Recommendation Three: Develop Educational Resources to be Disseminated Widely, 

Promoting Electoral Reform and the Organization’s History and Purpose 

This recommendation builds on recommendation two and supports recommendation four. 

My inquiry questions sought to explore barriers to, and strategies or supports, that could be 

implemented for FVC to achieve a culture of greater diversity and inclusion. Kerstin et al. (2016) 

identified the sharing of education resources and information, internally and externally, as an 

important element of acculturation to an organization. As discussed in conclusion six, 

participants shared agreement that developing educational resources to be used both internally 
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and externally could serve to strengthen the organization’s brand and potentially build 

community partnerships. Vecina et al. (2013) noted strategies that communicate organizational 

values, objectives, and results can build commitment to an organization. While this was in 

specific reference to volunteer retention, I contend such benefits can be extrapolated to include 

increased commitment to an organization by external parties as well. Participants provided 

illustrative examples of where there may be an opportunity. 

Illustrative Examples 

• Develop an information package that regional/local chapters can share with education 

stakeholders. 

• Collaborate with education stakeholders to develop educational democracy kits and 

tools for schools to host mock elections. 

However, in addition to these examples primarily related to external use, in this 

recommendation, it is important to include strategies for internal use brought forth in the 

literature that supported the strategic direction of FVC (2021b) yet were not clearly identified in 

the data. Actively and intentionally sharing knowledge empowers others and is a positive 

contributor to creating change and building organizational culture (Brown & Isaacs, 2005; 

Kotter, 2007; Tung & Phong, 2021). Specifically noted by Harp et al. (2017) is the use of 

volunteer handbooks, orientations, and regular training as key tools to supporting a volunteer in 

their training and development with an organization. Additionally, such training and 

development can help shift organizational culture (Brubakk & Wilson, 1996; Conceição & 

Altman, 2011; Leenders et al., 2020; Sharkey, 1997; Wilkinson & Fogarty, 1996). Therefore, it 

is recommended that FVC consider developing more educational resources, not just for external 

stakeholders but also for internal stakeholders to assist in onboarding, orientation, and ongoing 
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development. The aforementioned Slack channels in recommendation one are an excellent 

preliminary step in sharing and transferring knowledge internally about the organization. 

Recommendation Four: Proactively Engage, Build, and Nurture Mutually Beneficial 

Partnerships with Diverse Communities and Organizations 

This recommendation builds on recommendation three as an additional recommendation 

for FVC to enhance diversity and improve inclusion. Senge (2006) expressed systems are often 

“bound by invisible threads” (p. 6), linking interconnected, but seemingly disparate, 

organizations and endeavours. Partnerships and relationships external to the organization are 

interconnected and must be recognized as a key component of such an ecosystem (Cabrera et al, 

2008). The research findings have indicated inquiry participants feel FVC currently lacks 

diversity and desire the organization to be more diverse, inclusive, and representative of Canada 

itself. For example, the desire to engage with diverse Indigenous communities was specifically 

highlighted by participants as described in Chapter 4. Inquiry participants would like the 

organization to be more proactive in external outreach. Granted, FVC is aspiring to strengthen 

itself in this regard as noted in its Strategic Plan (FVC, 2021b). Continued prioritization of this 

objective is vital; however there will be inherent challenges to implementation as will be 

discussed in the Organizational Implications section to follow. As D’Almeida (2007) expressed, 

an organization that fails to communicate with diverse groups ultimately renders the organization 

ineffective, as they are unable to empower those groups to the organization’s mission. Gonzales 

(2020) highlighted inclusive partnerships are “built on relationships of trust and effective 

interpersonal communication” (p. 106) and require leaders to be proactive in developing them. 
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Illustrative Examples 

• Proactively engage [broadly] diverse communities [illustrative examples presented in 

the data included: Reconciliation Canada, Poverty Reduction Coalition, West Coast 

Climate Action Network, School Boards, Secondary and Post-Secondary Student 

Associations] in dialogue about the existing electoral system, how it could be 

improved to serve them better, and identify barriers to participation with FVC. 

• Build relationships with Indigenous leaders through regular engagement, meetings, 

and dialogue forums. 

Such interventions to increase diversity and improve inclusivity must be made at each 

level of the system (Taylor, 2017), or sustainable change will not occur. 

Recommendation Five: Increase Access to Diversity Training and Forums 

As I have examined throughout this inquiry, change can be truly transformative when 

involving the whole system, not just a limited group of participants. Change is an iterative, 

ongoing process that can occur when participants from an entire organization are involved. 

Brown and Isaacs (2005) explained that this broad involvement is a means to building positive 

relationships, sharing knowledge, and thus, creating greater value for all. As discussed in the 

findings and conclusions, ideological barriers remain to diversity, such as was observed by an 

inquiry team member following the modified future search workshop: 

I had difficulty not getting involved . . . particularly when they started to raise the 

Indigenous fear. [One participant] tried to challenge me on the fact that Indigenous 

people aren’t nations, they’re distinct peoples and not nations. As a Cree individual, I 

would have to tell you that my community considers itself a nation. When you talk about 

diversity and inclusion, just that comment of challenging an Indigenous person about 
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their governance structure and how they label themselves is not being inclusive. (J. Head, 

personal communication, October 17, 2021) 

This particular observation reflected the general disparity of common agreement during 

ideation and modified future search data collection workshops regarding diversity and inclusion. 

This suggests a need for greater, broad-based training for FVC to shift its organizational culture, 

improve diversity and inclusion, and affect true change. It is recommended FVC leverage the 

progress towards its strategic goal and the volunteer engagement furthered by this inquiry by 

creating opportunities for more diversity and inclusivity training, while providing access to such 

training to as wide an internal audience at all levels of the organization as possible. 

Although increased diversity and inclusivity training was not explicitly identified by 

participants in the future search as a proposed action, the findings and conclusions demonstrate 

this is a true need for the organization, which must be strategically embedded in the organization 

(Winters, 2014). Further, as presented in Table 2 of Chapter 2, the implementation of such 

training has been identified as a leading practice to achieve the goal of enhancing diversity and 

improving inclusivity within organizations (Brewer, 1996; Cox-Taylor & Blake, 1991; Hite & 

McDonald, 2009; Jayne & Dipboye, 2004; Malik et al., 2017; Miller & Tucker, 2013; Newborn, 

2011; Steele & Derven, 2015), and it is intertwined with an organization’s capacity to 

successfully change its culture (Tung & Phone, 2021). Finally, implementation of training 

programs can serve to activate the material or cognitive motivations of volunteers (Conduit et al., 

2019; Dwiggins-Beeler et al., 2011) by providing skill development, thus leading to greater 

volunteer engagement and resulting in the development of increased inclusivity. 

Several potential options can be pursued to action this recommendation. However, it is 

strongly suggested FVC adapt both asynchronous and synchronous methods in delivering such 
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training to reach the widest possible audience. Some participants may choose to participate in 

live, synchronous methods of training when possible, whereas others may benefit from 

asynchronous, pre-recorded or self-directed methods of training. Still others may benefit from a 

combination of both methods. Recognizing and adapting to the diverse needs of those with 

varying privilege and accessibility to time and technology should be paramount to developing an 

inclusive training environment. 

In conclusion, the recommendations presented here are founded upon, and connect back 

to, this inquiry’s guiding questions. Building upon its 20-year history and its vision of equality, 

these suggested actions offer FVC collaborative and adaptive pathways that the organization can 

use to engage and empower all members to be agents of change for, and within, the organization.  

Organizational Implications 

This inquiry is timely for FVC and its strategic goal of becoming a more diverse and 

inclusive organization. It required taking a systems perspective that could examine such a 

complex topic in relation to the entire organization. Consideration was required as to which key 

stakeholders and organizational leaders could be leveraged to assist in developing and 

implementing organizational change. A focus was placed on positive and appreciative inquiry, 

developing shared understanding, co-creating new knowledge, and collectively generating 

potential solutions. FVC, along with volunteer research participants, has been an engaged and 

helpful partner throughout the inquiry and is now poised to move forward. However, there are 

several implications the organization must consider prior to acting on this research. In addressing 

these implications, I will revisit Beckhard and Harris’s (2009) elements of effecting change in a 

complex system and briefly discuss the present state, potential transition state, and ideal future 

state of FVC. 
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Present State of FVC 

Enhancing diversity and improving inclusivity is a challenge many organizations 

currently face. FVC is not alone in tackling this issue and has many strengths that will help the 

organization effect change. Beckhard and Harris (2009) acknowledged an organization must 

determine its present state in relation to its goals to effect change. 

The board of directors have commenced work in earnest by identifying diversity and 

inclusivity as a key strategic issue in its current strategic plan (FVC, 2021b). As such, they have 

already begun by enacting new governance initiatives, such as the creation of equity and 

inclusion liaison roles on the board. Additionally, the board has implemented new 

communications initiatives, such as the recent development of a digital members forum using 

Slack to increase engagement and inclusivity. Kotter (2007) indicated planning for and creating 

short-term wins as a key strategy to effecting change, and these early initiatives by FVC are 

excellent examples of such. 

An additional asset to FVC, as demonstrated throughout the process of developing and 

conducting this inquiry, is the evident passion of board members, chapter leaders, and volunteers 

on engaging with this topic to develop and implement solutions. It was apparent participants 

were very interested in improving this aspect of FVC. They are encouraged by work that is 

currently underway and are eager to see the results of the desired change. The setting created for 

volunteer engagement in this inquiry fostered a climate where participants co-created ideas for 

FVC that were immediately actionable. In fact, FVC has already begun implementing several 

activities to assist in volunteer engagement, such as: 
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• Board team building events: An extra board meeting every other month where the 

board will begin with participating in a game together, followed by open discussion 

on whatever topic is of interest at that time. 

• Townhall meetings with FVC members: A meeting every other month (on opposite 

months from the board team building) where two to three board members can sign up 

and meet with members of the organization to answer questions or have open 

discussion on topics of interest. 

• Creation of a Garden of Good Ideas document: A running document shared amongst 

board members where individual directors can record any ideas they may have at any 

time. It is recognized that any and all ideas are welcome; however, they are not to be 

considered as the accepted direction for the board or FVC. Popular ideas can be 

discussed at board meetings and potentially assigned to board committees for action. 

• Creation of a list of methods/means by which all organization volunteers can engage 

operationally: The board of directors have collaborated with the executive director to 

generate a list of ways volunteers can provide skills, expertise, and support with 

operational matters (M. Clifford, personal communication, December 31, 2021). 

FVC can continue to host focus groups and sessions similar to the inquiry workshops to foster 

inter-organization relationship building and to continue developing a culture of innovation and 

inclusion 

Finally, FVC has a small administration team consisting of an executive director, a 

fundraiser, and a bookkeeper, which allows for nimble adaptation. However, such a small team 

already responsible for a great number of existing administrative and operational duties required 

to effectively manage this national organization may not have the time or resource capacities to 
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undertake additional duties to implement the recommendations described in this report. This 

challenge may prove especially acute during the transition state, which I will discuss next.  

Transition State of FVC 

The time it can take to effect profound systems change can be dynamic and can generally 

take longer when dealing with intangible assets such as organizational culture (Sanchez & 

Heene, 1997). This is a critical time for FVC to capitalize on the momentum created by this 

inquiry. Sustaining momentum for change calls for considerable amounts of social capital, such 

as hope, excitement, compassion, and shared purpose (Karp, 2004). There can be challenges to 

initiating and sustaining profound change, and there are key points where forces in the broader 

organizational system may resist such change in an attempt to preserve the status quo (Fitzgerald 

& Biddle, 2020). During the change initiation phase, these challenges and resistance points could 

be noted as lack of time to implement change strategies, lack of resources for implementation, 

perceived non-relevance of the change, and leaders not living and demonstrating the values of 

the change (Senge, 1999, as cited in Fitzgerald & Biddle, 2020). Whereas during the sustaining 

phase of change, when change processes must be fully embedded in an organization, resistance 

from the system and resulting challenges to the process are identified as fear and anxiety about 

the change throughout the organization [often found by Fitzgerald and Biddle (2020) to be the 

most frequently encountered], lack of implementation of effective and ongoing change 

assessment and measurement, and friction between those who truly believe in the change and 

those who do not (Senge, 1999, as cited in Fitzgerald & Biddle, 2020).  

This neutral zone in the process (Bridges, 2009) can present a danger to effective change, 

as people may experience a rise in anxiety and drop in motivation, past organizational 

weaknesses may re-emerge, resources can become overloaded, and consensus and teamwork risk 
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breaking down. Kotter (2007) noted key strategies to successfully lead an organization through 

the transition state, including a sense of urgency, a powerful guiding coalition, and 

communicating the change vision. Furthermore, Seo et al. (2012) found success of organizational 

change can be directly related in the commitment of individuals to the change process, with high 

commitment and engagement being directly related from positive experiences with leadership. 

Those responsible for leading the change must continue to assess, measure, and iterate based on 

feedback from the organizational system (Fitzgerald & Biddle, 2020) and, while using an 

appreciative orientation, apply mediating tactics, when necessary, as described in Chapter 2.  

It will require the committed leadership of the FVC board of directors and administration 

team to guide the organization through its transition state into the ideal future state and 

institutionalize the necessary changes throughout the system. Leaders are clearly open to such 

change; however as revealed in the findings, there still exists a scattering of blind spots or 

disagreement some individuals may have regarding the present state at FVC, including concerns 

whether current efforts such as this inquiry will ultimately lead anywhere constructive for the 

organization.  

While FVC is presently implementing initiatives to develop short-term wins (Kotter, 

2007), leaders must be cautious not to avoid dealing with more difficult challenges of diversity 

and inclusion. This can often occur as a reflex response by organizations when faced with more 

arduous challenges related to internal dimensions of diversity such as race (see Figure 2) but 

must be addressed to truly change the organizational culture. An important first step will be to 

raise awareness and generate acceptance to the present state of diversity and inclusion at FVC 

and generate passion for the change. 



ENHANCING DIVERSITY AND INCLUSION AT FVC 114 

To aid in effecting transformational change where the process is nonlinear (Anderson & 

Ackerman-Anderson, 2010). Austin and Classen (2008) highlighted motivation for change as a 

key factor in the change process. FVC should be encouraged by the passion demonstrated by 

participating volunteers in this inquiry. These volunteers can be a key point of leverage to begin 

implementation of recommended strategies and used to ignite such passion, empowerment, and 

engagement in others. Volunteer engagement is a vital component to organizational success, and 

those who participated in this inquiry can be activated as champions to carry forward key 

recommendations while also continuing wider conversations about diversity and inclusion. 

During data collection, research participants expressed interest in learning the outcomes of this 

inquiry, and the FVC board of directors are encouraged to share whatever elements they feel 

most suitable to maintain this passion, dialogue, and engagement. 

While specific operational matters were not within scope of this inquiry, it must be 

acknowledged that any significant organizational change may require reassessment of 

operational capacity, specifically regarding current service demands and the potential 

consequences of implementing new initiatives. As noted, FVC has a small administrative team; 

however, it may be necessary to allocate resources towards the development of new staff and/or 

volunteer roles that could be responsible for specific elements of communication, engagement, 

and partnership development. As noted previously, current FVC volunteers may already be at or 

over capacity with current volunteer demands, and so it is strongly emphasized that recruitment 

be conducted for new staff and/or new volunteers who can specifically support new initiatives. 

Additionally, external support in the form of consultants or professional trainers may be needed 

to assist in implementing systems audits, the development of educational resources, and 

implementing diversity and inclusion training. Unfortunately, as a political advocacy 
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organization, FVC is ineligible for government grants; however, FVC is encouraged to explore 

other sources of new funding, including foundation grants, sponsorships, fundraising initiatives, 

and other potential financial contributions to support the work. Additionally, since many 

organizations face similar challenges with diversity and inclusion, there may be opportunities for 

strategic partnerships that could help in resource development, while having the added benefit of 

building relationships with other groups/organizations as discussed in the recommendations. 

Possible Future State of FVC 

FVC is in a position of strength to reach its ideal future state, as the organization has 

already been proactive in identifying its present challenges regarding diversity and inclusivity, 

and it now stands poised to be a sector leader in overcoming these challenges. 

During one early activity of the future search workshop, participants were given the 

opportunity to imagine the ideal future state of FVC. Defining acts and commitments required to 

reach the ideal future state is a key aspect to effecting transformational change (Beckhard & 

Harris, 2009). This workshop activity was primarily a framing mechanism to help foster 

discussion, and while not all collected data were relevant to the inquiry findings, illustrative 

examples have been included in the recommendations. Nevertheless, participants described FVC 

in 10 years as having succeeded in its defined mission of effecting nationwide electoral reform 

and evolved into a more diverse and inclusive organization with a broader mission of advocating 

for voting rights in an ongoing capacity. Participants envisioned the organization actively 

engaging all internal and external stakeholders and consisting of a vast and diverse array of 

voices representing all Canadians. 
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To reach this ideal future state, it is time for FVC to take ownership over the transition. It 

will be necessary to plan next steps, act, evaluate actions, and cycle as necessary until the desired 

result is achieved. 

Implications for Future Inquiry 

The results of this inquiry support much of what was discovered in the literature and may 

further reinforce the emergence of leading practices in enhancing diversity and improving 

inclusion in organizations. While the framing of this inquiry was around non-profit 

organizations, and specifically FVC, it is important to note this inquiry revealed a significant 

component is about engaging people to effectively create greater diversity and inclusivity. As 

such, there are three key implications of this inquiry that could lead to further study. 

The first implication requiring further investigation is the interlinked nature between 

effective communication and engagement with the impact those elements have on inclusion and 

diversity. While linkages have been discussed in the conclusions of this inquiry, further 

investigation and evaluation of specific and measurable solutions would prove helpful to 

organizations seeking practical strategies with demonstratable success. Expanding to investigate 

whether such communication and engagement strategies can be applied comprehensively to all 

organizations, regardless of economic sector, may produce interesting results. As noted, 

communication and engagement focuses on people; people are universal, and research on this 

topic may not need be delineated between for-profit and non-profit organizations, as benefits of 

improving diversity and inclusivity may prove to be constant. 

The second implication relates to the findings of this study and suggests more research 

into the implications of engaging volunteers in participatory research may be beneficial. As 

discussed in Chapter 4, participants noted the burden of time required to participate in the full 
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schedule of the modified future search workshop. Engaging volunteers in such work, which may 

be lateral to their intentions of volunteering with an organization, can create additional strain on 

their availability and capacity to participate. Furthermore, as discussed in Chapter 1, system 

boundaries were placed on FVC leadership, as I deemed their participation to be the most 

effective to implementing organizational change. While these research participants were diverse 

in geography, age, and gender, there was a lack of other dimensions of diversity as discussed in 

Chapter 4, leading to a participant group that was still somewhat homogenous. For future studies 

on diversity and inclusion, it could prove important to broaden system boundaries and 

intentionally include research participants from underrepresented dimensions of diversity so as to 

generate more varied insight into distinct barriers and opportunities for diversity and inclusion.  

The third more broad implication necessitating additional research is the expansion of the 

participatory and appreciative action reflection (PAAR) methodology. As discussed in the 

limitations of the inquiry, there were challenges during data collection when participant 

discussions deviated from the appreciative principles of PAAR. As this is an emergent 

methodology in the field of action research, further examination of its principles and broader 

examples of practical application when working with diverse ideologies could prove beneficial to 

future scholars interested in applying this methodology to their own research. Additional benefit 

could be found in linking this methodology to successful data collection tools and processes. 

Thesis Summary 

This action research project sought to answer how might a non-profit organization 

enhance diversity and improve inclusion. With its completion, this researcher contributed new 

knowledge to further the practice of enhancing diversity and improving inclusivity through the 
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organizational context and assistance offered by FVC, while in return providing 

recommendations in support of the current process of change at FVC.  

As described in Chapter 3, I rooted this research in the action research engagement model 

(Rowe et al., 2013) and Ghaye et al.’s (2008) participatory and appreciative action and reflection 

(PAAR) methodology. I utilized two data collection methods, including an ideation workshop 

and a modified future search workshop, to reveal the present state of diversity and inclusion at 

FVC, envision an ideal future state for the organization, and develop strategies and 

recommendations to bridge these two states and assist FVC in creating transformational change. 

Common themes emerged, supported by the literature in Chapter 2, including leading practices 

for diversity and inclusion in organizations, volunteer recruitment, orientation and engagement 

practices, and models for organizational change. 

By creating and providing opportunities for participants to share their perspectives 

regarding diversity and inclusion at FVC, I have generated awareness detailed in Chapter 4 

linking robust communication, outreach, and engagement practices to higher levels of volunteer 

satisfaction, which can result in enhanced diversity and improved inclusion within organizations. 

Answers and recommendations to my initial inquiry question and subquestions are 

offered in Chapter 5. However, as noted in the organizational implications, this is only the 

beginning; the real work of fundamentally shifting an organizational culture and ways of doing 

must now commence. The foundation has been laid to continue iterating and evolving the change 

process, and a culture of continuous improvement may be cultivated (Senge, 2006). Furthermore, 

in Chapter 5, I offered pathways to potential future inquiry that could further advance knowledge 

of successful diversity and inclusion practices and foster the development of the PAAR 

methodology. 
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On a personal note, this research gave me the opportunity to challenge my understanding 

of leadership and systems thinking and apply my knowledge in a practical way, while assisting 

an organization whose mission I am passionate about. I believe reforming our Canadian electoral 

system will help build a more inclusive and representative democracy. If this inquiry has a 

positive impact in helping FVC become a more diverse and inclusive organization, thus allowing 

it to achieve its mandate more effectively, then I can be proud of the work I have completed. 

A common Chinese proverb tells us: “A journey of a thousand miles begins with a single 

step.” The act of pursuing any transformational change, such as endeavouring to shift an 

organizational culture to one that is more diverse and inclusive or conducting an action-oriented 

research thesis and attaining a master’s degree, can appear overwhelming, perhaps even 

impossible. Yet, we can accomplish all we set out to achieve by maintaining a clear vision of our 

goal and resolutely placing one proverbial foot in front of the other, one step after the other. 

Until one day, we will arrive at our destination, and in looking back at how far we have come, 

we will marvel at the success of our journey. It is at that point, we may smile, and then begin 

anew on the next challenge. 
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Appendix B: Inquiry Team Member Letter of Agreement 

In partial fulfillment of the requirement for a Master of Arts in Leadership Degree at 
Royal Roads University, John Devitt (the Student) will be conducting an inquiry study at Fair 
Vote Canada to improve organizational culture to enhance diversity and inclusion. You can 
confirm the student’s registration at Royal Roads University by contacting the Program Director, 
Dr. Catherine Etmanski at [email address].  

 
Inquiry Team Member Role Description 

As a volunteer Inquiry Team Member assisting the Student with this project, your role 
may include one or more of the following: providing advice on the relevance and wording of 
questions and letters of invitation, supporting the logistics of the data-gathering methods, 
including observing, assisting, taking notes, and/or transcribing to assist the Student and Fair 
Vote Canada’s change process. In the course of this activity, you may be privy to confidential 
inquiry data. 

 
Confidentiality of Inquiry Data 

In compliance with the Royal Roads University Research Ethics Policy, under which this 
inquiry project is being conducted, all personal identifiers and any other confidential information 
generated or accessed by the inquiry team advisor will only be used in the performance of the 
functions of this project, and must not be disclosed to anyone other than persons authorized to 
receive it, both during the inquiry period and beyond it. Recorded information in all formats is 
covered by this agreement. Personal identifiers include participant names, contact information, 
personally identifying turns of phrase or comments, and any other personally identifying 
information. 

 
Statement of Informed Consent: 

I have read and understand this agreement. 

 

________________________ _________________________ _____________ 

Name (Please Print)   Signature    Date 
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Appendix C: Participant E-Mail Invitation Ideation Workshop 

Dear [PROSPECTIVE PARTICIPANT], 
 

I am contacting you on behalf of John Devitt, a graduate student studying his Master of Arts in 
Leadership at Royal Roads University. We would like to invite you to be part of a research 
project that John is conducting in partnership with Fair Vote Canada. This project is part of the 
requirement for John’s Master’s Degree in Leadership, at Royal Roads University. This project 
has been approved by the Board of Directors of Fair Vote Canada, and I have been given 
permission to contact potential participants for this purpose. 

 
The purpose of this research is to assist Fair Vote Canada in enhancing its organizational culture 
to improve diversity and inclusion, thus better fulfilling its mandate.  

 
Your name was chosen as a prospective participant because you currently volunteer in a 
leadership capacity with Fair Vote Canada, have experience with the current organizational 
culture, and can assist in implementing a desired change in the organizational culture to a more 
ideal state.  

 
This phase of the research project will consist of a small group method consisting of the Board of 
Directors and Executive Director. It is estimated to last approximately 75 minutes. This will take 
place on Sunday, September 26, 2021, 3:15pmPST-4:30pmPST via Zoom video conferencing 
with a link to follow. 

 
The attached Information Letter and Research Consent Form contains further information about 
the study conduct and will enable you to make a fully informed decision on whether or not you 
wish to participate. Please review this information before responding.  

 
Please be aware that you are not required to participate and, should you choose to participate, 
your participation would be entirely voluntary. If you do choose to participate, you are free to 
withdraw at any time without prejudice. If you do not wish to participate, simply do not reply to 
this request. Your decision to not participate will also be maintained in confidence Your choice 
will not affect your volunteer status in any way.  

 
Please feel free to contact John Devitt at any time should you have additional questions 
regarding the project and its outcomes.  

 
If you would like to participate in this research project, please contact John Devitt at: 

 
Email: [email address] 
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Appendix D: Participant E-Mail Invitation Modified Future Search 

Dear [PROSPECTIVE PARTICIPANT], 
 

I am contacting you on behalf of John Devitt, a graduate student studying his Master of Arts in 
Leadership at Royal Roads University. We would like to invite you to be part of a research 
project that John is conducting in partnership with Fair Vote Canada. This project is part of the 
requirement for John’s Master’s Degree in Leadership, at Royal Roads University. This project 
has been approved by the Board of Directors of Fair Vote Canada, and I have been given 
permission to contact potential participants for this purpose. 

 
The purpose of this research is to assist Fair Vote Canada in enhancing its organizational culture 
to improve diversity and inclusion, thus better fulfilling its mandate.  

 
Your name was chosen as a prospective participant because you currently volunteer in a 
leadership capacity with Fair Vote Canada, have experience with the current organizational 
culture, and can assist in implementing a desired change in the organizational culture to a more 
ideal state.  

 
This phase of the research project will consist of a large group method consisting of the Board of 
Directors, Executive Director and Chapter Leaders. It is estimated to last approximately 1.5 days 
for 6 hours on day one, and 3 hours on day two. This will take place on Saturday, October 16, 
2021, 9:00amPST-4:30pmPST, and Sunday, October 17, 2021, 9:00amPST-12:30pmPST; via 
Zoom Video conferencing with a link to follow. 

 
The attached Information Letter and Research Consent Form contains further information about 
the study conduct and will enable you to make a fully informed decision on whether or not you 
wish to participate. Please review this information before responding.  

 
Please be aware that you are not required to participate and, should you choose to participate, 
your participation would be entirely voluntary. If you do choose to participate, you are free to 
withdraw at any time without prejudice. If you do not wish to participate, simply do not reply to 
this request. Your decision to not participate will also be maintained in confidence Your choice 
will not affect your volunteer status in any way.  

 
Please feel free to contact John Devitt at any time should you have additional questions 
regarding the project and its outcomes.  

 
If you would like to participate in this research project, please contact John Devitt at: 

 
Email: [email address]  
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Appendix E: Research Information Letter 

Enhancing Diversity and Inclusion within Fair Vote Canada 
 

My name is John Devitt and this research project is part of the requirement for a Master’s Degree 
in Leadership at Royal Roads University.  You can confirm my registration at Royal Roads 
University by contacting the Program Director, Dr. Catherine Etmanski at [email address]. 

 
Purpose of the study and sponsoring organization 
The purpose of my research project is to assist Fair Vote Canada engage with volunteers at the 
Board of Directors, and Chapter Lead levels in the exploration of how best to cultivate an 
organizational culture of diversity and inclusion. 

 
Your participation and how information will be collected 
Your participation is completely voluntary, and you have a choice at every stage to end your 
participation without reprisal . The first stage of research will consist of a focus group with the 
Board of Directors lasting approximately 60 minutes. The second stage of research will consist 
of a Future Search large group method consisting of the Board of Directors and Chapter Leader. 
This stage will consist of three workshop sessions, across 1.5 days, with each session lasting 
approximately 180 minutes. The anticipated questions for these two stages include: 

 
1. How might Fair Vote Canada build an organizational culture of diversity and inclusion? 

2. What is the current state of diversity and inclusion at FVC? 

3. Ideally, what does enhanced diversity and inclusion look like at FVC? 

4. What barriers exist to achieving greater diversity at FVC? 

5. What strategies and supports could be implemented at FVC to help achieve greater 

diversity and inclusion and overcome potential barriers? 

Benefits and risks to participation 
The risks assessed in participating in this study are negligible. You will be asked to voluntarily 
share personal experience, ideas about improving the organizational culture of Fair Vote Canada, 
and ideas about the change management process. There is no anticipated career or personal risk. 
There may be some discomfort with sharing of personal experiences. However, you are not 
required to respond to any question you are not comfortable with, and should you choose not to 
respond there will be no negative consequences for you. 

 
The benefits assessed in participating in this study include contributing to the evolution and 
enhancement of the organizational culture, and providing leadership to the change process for 
Fair Vote Canada. The overall benefits of this study include an increase in diverse voices and 
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inclusivity at Fair Vote Canada, helping the organization to better fulfill its mandate. 
Additionally, findings of this study may benefit other organizations seeking to improve diversity 
and inclusion. 

 
Inquiry team 
Due to technological challenges in executing a study of this nature in a digital environment, I 
will be coordinating a small team of researchers to assist in the facilitation of the focus group and 
Future Search methods. These team members are bound by confidentiality agreement and ethical 
action agreement. Should you have any questions about team members, please contact me via 
email. 

 
Real or Perceived Conflict of Interest 
There are currently no real or perceived conflicts of interest between me and Fair Vote Canada. I 
disclose this information here so that you can make a fully informed decision on whether or not 
to participate in this study. 

 
Confidentiality, security of data, and retention period 
I will work to protect your privacy throughout this study. All information I collect will be 
maintained in confidence with hard copies (e.g., consent forms) stored in a locked filing cabinet 
in my home office. Electronic data (such as transcripts or audio files) will be stored on a 
password protected computer on my home computer. Information will be recorded in hand-
written or audio recorded format and, where appropriate, summarized, in anonymous format, in 
the body of the final report. At no time will any specific comments be attributed to any 
individual unless specific agreement has been obtained beforehand. All documentation will be 
kept strictly confidential.  

 
Please note, we will be using a video conferencing platform such as Zoom to conduct these 
sessions. As such, data may be store on or accessible by servers in the United States, and may be 
subject to examination by government or law enforcement under the Patriot Act. While this 
likelihood is small, I am required to advise you of this possible risk. 

 
Data collected will be retained for a period of 12 months following completion of this study, and 
then destroyed. Any data pertaining to an identifiable individual who has chosen to withdraw 
from the study at any time will not be retained. 

 
Sharing results 
In addition to submitting my final report to Royal Roads University in partial fulfillment for a 
Master’s in Leadership, I will also be sharing my research findings with Fair Vote Canada. 
Additionally, data may be used for journal articles and/or conference presentations. Participants 
are welcome to request a copy of the final research report upon completion in March 2022. 

 
Procedure for withdrawing from the study  
Participants may withdraw from the study at any time by contacting myself via email request. 
Participants may withdraw from any of the workshop sessions by sending myself a private chat 
message noting their intention to withdraw. Data attributable to any such participants will be 
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destroyed. However, if data has been collected anonymously and/or in a group format it may not 
be possible to identify individual comments in order to remove them. 

 
You are not required to participate in this research project. By signing the attached consent form 
you indicate that you have read and understand the information above and give your free and 
informed consent to participate in this project. 

 
Please keep a copy of this information letter for your records. 

 
Sincerely, 

 
John Devitt 
[email address] 
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Appendix F: Participant Research Consent Form Ideation Workshop 

By signing this form, you agree that you are over the age of 19 and have read the information 
letter for this study. Your signature states that you are giving your voluntary and informed 
consent to participate in this project and have data I contribute used in the final report and any 
other knowledge outputs (articles, conference presentations, newsletters, etc.).  

 
Please note, we will be using a video conferencing platform such as Zoom to conduct these 
sessions. As such, data may be store on or accessible by servers in the United States, and may be 
subject to examination by government or law enforcement under the Patriot Act. While this 
likelihood is small, I am required to advise you of this possible risk. By signing this document 
you consent to the audio recording of the Ideation Workshop. 

 
 

 
 I consent to quotations and excerpts expressed by me through the Ideation 

Workshop be included in this study, provided that my identity is not disclosed  
 

 I consent to the material I have contributed to and/or generated flipchart notes 
thorough my participation in the Ideation Workshop and be used in this study 

 
 I commit to respect the confidential nature of the Ideation Workshop and by not 

sharing identifying information about the other participants 
 
 

Name: (Please Print): __________________________________________________ 

 

Signed: _____________________________________________________________ 

 

Date: ______________________________________________ 
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Appendix G: Participant Research Consent Form Modified Future Search 

 
By signing this form, you agree that you are over the age of 19 and have read the information 
letter for this study. Your signature states that you are giving your voluntary and informed 
consent to participate in this project and have data I contribute used in the final report and any 
other knowledge outputs (articles, conference presentations, newsletters, etc.).  

 
Please note, we will be using a video conferencing platform such as Zoom to conduct these 
sessions. As such, data may be store on or accessible by servers in the United States, and may be 
subject to examination by government or law enforcement under the Patriot Act. While this 
likelihood is small, I am required to advise you of this possible risk. By signing this document 
you consent to the audio recording of the Modified Future Search. 

 
 
 

 I consent to quotations and excerpts expressed by me through the Modified Future 
Search be included in this study, provided that my identity is not disclosed  

 
 I consent to the material I have contributed to and/or generated flipchart notes 

thorough my participation in the Modified Future Search be used in this study 
 

 I commit to respect the confidential nature of the Modified Future Search by not 
sharing identifying information about the other participants 

 
 
 

Name: (Please Print): __________________________________________________ 

Signed: _____________________________________________________________ 

Date: ______________________________________________ 
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Appendix H: Ideation Workshop Agenda and Questions 

Participants: 10-16 
Time Frame: 60 minutes 
Breakout sizes: 3 
Number of Groups: 3-5 
 

1. Introduction – 5 minutes 

2. Session 1 – 10 minutes 

a. Why did you decide to be here today?  

b. What do you hope will happen in this process? 

Debrief – 5 minutes 

3. Session 2 – 15 minutes 

a. What is your desired outcome to this work? 

b. What do you hope to learn from your chapter leaders? 

c. How do you see this work helping your organization?  

Debrief – 5 minutes 

4. Session 3 – 15 minutes 

a. What does diversity and inclusivity mean to you? 

b. Through a diversity and inclusivity ‘lens’, where do you see this organization in 3 

years? 

c. 5 years? 

d. 10 years? 

Debrief – 5 minutes 

5. Closing – 5 minutes 
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Appendix I: Modified Future Search Agenda and Questions 

Day One Morning 

9:00am – 9:10am 

• Welcome and Opening 

9:10am – 10:15am 

• Focus on the Past 

o Conduct Timeline activity 

• Focus on the Present (External Trends) MIND MAP 

o Conduct PESTEL Analysis of external environmental factors (Political, Economic, 

Social, Technological, Environmental, Legal) 

10:15 – 10:30am: BREAK 

10:30am – 12:00pm 

• Focus on the Present (Responses to Trends & Owning our Actions) 

o What is the current state of diversity and inclusion at FVC? 

§ SWOT Analysis 

§ What barriers exist to achieving greater diversity? 

§ What is successful and positive here and now? 

12:00pm – 1:00pm: LUNCH BREAK 

Day One Afternoon 

1:00pm – 2:30pm 

• Focus on the Future (Ideal Scenarios) 

o Put yourself 10 years in the future. Using a flow chart, describe the following: 

§ Structures, systems, programs, and policies you have created since this event 
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§ How stakeholders relate to each other 

§ Your impact on society 

§ The main roadblock you had to remove in 2021 to get to where you are now. 

§ What do we need to keep doing and stop doing to make this better in the 

future? 

§ What supports could be implemented to help achieve greater diversity and 

inclusion? 

2:30pm – 2:45pm: BREAK 

2:45 – 4:00pm 

• Discover Common Ground 

o Review and share outcomes of “Focus on Future Ideal Scenarios” 

 

Day Two Morning 

9:00am – 10:30am 

• Confirm Common Ground 

o Review prior days results 

o Grouping of themes/ideas 

o First round of member checking review and validation 

10:30am – 10:45am: BREAK 

10:45am – 12:15pm 

• Action Planning 

o Break out Groups based on common themes/ideas 

§ Plan actions and person(s) of responsibility around each theme/idea 

12:15pm – 12:30pm 

• Closing 
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Appendix J: Unabridged Suggested Actions Generated by Modified Future Search 

Participants 

Communications and Marketing 
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Advocacy and Political Landscape 
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ENHANCING DIVERSITY AND INCLUSION AT FVC 151 

Volunteer and Organizational Development 
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Education 

 



ENHANCING DIVERSITY AND INCLUSION AT FVC 154 
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Partnerships and Community 
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