ADVOCATING FOR INCLUSION

1

Advocating for Inclusive Leadership in Windsor
by
BOWAINE MA

A Thesis Submitted to the Faculty of Social and Applied Sciences
in Partial Fulfilment of the Requirements for the Degree of

MASTER OF ARTS IN LEADERSHIP

Royal Roads University
Victoria, British Columbia, Canada
Supervisor: DR. MICHAEL LICKERS
SEPTEMBER, 2022

BOWAINE MA, 2022

ADVOCATING FOR INCLUSION
COMMITTEE APPROVAL
The members of Bowaine Ma’s Thesis Committee certify that they have read the thesis titled
Advocating for Inclusive Leadership in Windsor and recommend that it be accepted as fulfilling
the thesis requirements for the Degree of MASTER OF ARTS IN LEADERSHIP:

Dr. Michael Lickers, DSocSci [signature on file]
Dr. Sophia Palahicky, Ed. D [signature on file]
Final approval and acceptance of this thesis are contingent upon submission of the final copy of
the thesis to Royal Roads University. The thesis supervisor confirms to have read this thesis and
recommends that it be accepted as fulfilling the thesis requirements:
Dr. Michael Lickers, DSocSci [signature on file]

2

ADVOCATING FOR INCLUSION

3

Creative Commons Statement
This work is licensed under the Creative Commons Attribution-NonCommercial-ShareAlike 2.5
Canada License. To view a copy of this license, visit http://creativecommons.org/licenses/by-ncsa/2.5/ca/.
Some material in this work is not being made available under the terms of this licence:
●

Third-Party material that is being used under fair dealing or with permission.

●

Any photographs where individuals are easily identifiable.

ADVOCATING FOR INCLUSION

4
Abstract

As a young Asian Canadian woman facing discrimination in the workplace, my experiences and
background transpired into a thesis about compassion, inclusive leadership, and community
engagement. A first-person action research approach explored my leadership style and the
impact of my intersectionality on my leadership experiences. Autoethnographic journals,
interviews and focus groups gained insight into inclusive leadership in the social location of
Windsor. Results suggested that safe space for dialogue is required for people of all backgrounds
to participate in local leadership. Based on the literature, the topics of Asian women in leadership
and intergenerational trauma-informed leadership need to be further studied.
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Executive Summary
Advocating for inclusive leadership in Windsor is a first-person action research study
examining my leadership identity and its relationship to the community. My encounters with
workplace discrimination during the COVID-19 pandemic where anti-Asian hate protests took
place made me curious to explore my intersectionality as a leader. As a young Asian Canadian
woman leader, I used Critical Race Theory to guide my counter-storytelling voice to answer my
main research question: how might I advocate for inclusive leadership in Windsor, Ontario?
Utilizing the methods of autoethnography, interviews and focus groups, five findings came about
in the process:
1. Acceptance, Acknowledgment, and Inclusivity as a Strength - My ability to
acknowledge the diverse groups of people with compassion and acceptance makes
them feel heard.
2. Self-advocacy is the recommended focus for leadership development.
3. Windsor’s Social Economic Factors - Windsor is historically driven by a culture
of social, economic instability.
4. The Challenge of Naming White Supremacy and Oppression - Windsor’s
institutional leaders do not reflect the diversity within the city and are called out
for white supremacy, systemic racism, oppression and discrimination.
5. The Lack of Inclusive Language and Communication - Windsor lacks inclusive
communication between leaders and followers. Both parties have a responsibility
in the relationship.
Participants revealed a need for change that includes diverse voices in shared leadership
roles. The study concluded with a call for the development of a safe space where diverse leaders
can hold conversations guiding inclusive change. Participants also recommended I advocate for
inclusive leadership by practicing self-compassion and self-advocacy to improve my stamina for
this challenging work.
My self-inquiry supported the current literature on Asian women in leadership and
intergenerational trauma impacting leaders. The limited knowledge I researched on the topics
demonstrates the urgency for more inquiries in future studies. The risk I took to share my story in
academic pursuit is only the beginning of my contribution to the literature. I challenge leaders to
pursue the exploration of their relationship with the world to better understand the stories they
write to one day pass down to the next generation of leaders.
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Chapter 1: Focus and Framing
“Negotiate the labyrinth…demonstrate both agentic and communal skills to create social
capital”; this is what is required of women in leadership to be successful, but how do the
intersections of race, age and culture factor into the leadership experiences of women (SanchezHucles & Davis, 2010, p.172)? As a young Chinese Canadian woman facing anti-Asian hate in
the workplace during the Coronavirus-19 (COVID-19) pandemic in Windsor, Ontario, I became
curious about how my intersections impacted my leadership style and career opportunities.
Growing up, I experienced discrimination and exclusion when participating in leadership.
As a result, I shifted my leadership approach to be inclusive to ensure that my teams felt
supported and heard while working together. My mental model, or mindset, is to create a
psychologically safe place to grow and foster authentic, long-lasting relationships. However, my
leadership style and my identity were not received well while working during the Coronavirus19 (COVID-19) pandemic. The racism I encountered and the injustices I witnessed led me down
a path of advocacy to fight for worker’s rights. Under pressure to support the community, I felt
the team’s health and safety were compromised. My experiences of discrimination led me to my
research question, how might I advocate for inclusive leadership in Windsor, Ontario? My subquestions include:
1. How do I envision inclusive leadership in Windsor?
2. What leadership strategies might I implement daily to work toward a more inclusive
Windsor?
By exploring my roots and my intersections, I explore an anti-racist and inclusive
approach to leadership within the confines of a social location and community.
Significance of Inquiry
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The process of self-inquiry encouraged me to explore my past and current leadership
mental models. For the first time, I openly reflected on the intersections of race, gender, age and
culture, which impact my leadership style. This experience is significant to my leadership
journey as it provides me with a more comprehensive view of my lens on leadership within
Western culture.
Furthermore, I explore my relationship with the social location of Windsor and its
culture. I analyzed the impact of anti-Asian hate on my leadership experiences in the city and my
leadership experiences during the COVID-19 pandemic propelled my curiosity to understand the
history of Windsor and its culture. By identifying the environmental constraints to my growth
and recognizing the behaviours influencing my leadership style, I can provide more agency to
leverage my strengths in the community. To gauge my position in the community, I used an
intersectional context analysis and systems analysis before conducting first-person research.
Context and Systems Analysis
I visually demonstrated my intersectional analysis with a mind map in Figure 1.1. As the
initiator, I explored some of my conscious mental models to explore my leadership attitudes,
behaviours, and values.
Intersectional Analysis
Christensen and Jensen (2012) offered a roots and routes concept with the overarching
goal to take into account the “[changes] and multiple belongings to different places in a lifehistory perspective” to learn more about the dynamic relationship people hold with themselves,
others, and the social location (p. 115). Figure 1 demonstrates my mind map of intersections that
make up my identity. My map begins with my name, and on the left, my identity as a Chinese,
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second-generation immigrant from Hong Kong. The roots and routes I explored concentrated on
the term, majority-inclusion, with the means to gain insight into the intersectionality of my life.
Figure 1
Personal Intersectional Analysis - Mind Map

Values and Vision
Values are how we choose to “[be or believe in] ways we hold most important” (Brown,
2018, p. 99). Inclusion, empathy, and trust are my top three leadership values. They play a role in
my intrapersonal thoughts and interpersonal connections with others. The significance of my
values in the intersectional analysis provides insight into my personal growth and potential for
the future. These values I review over time allow me to develop more self-awareness through
reflection, playing into my first-person AR relevant to this thesis. Incorporating my intersections,
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experiences, and desire to collaborate with leaders in my community will help me create a rich
first-person AR experience.
Systems Analysis
Stroh (2015) enacts change using his four-stage process model based on Senge’s (2006)
creative tension model. I utilized Stroh’s (2015) model to establish a foundation for social
influence with community leaders. The scope of the system I intended to influence is internal to
me as a first-person action researcher and disseminates externally into the community of
Windsor. To ensure I hear from diverse voices, I plan to invite leaders with unique leadership
roles within Windsor but also those with different intersectionalities.
This thesis’ interconnections bring community leaders together to co-create a vision. Burns
(2020) and Stroh (2015) assert that examining the perception of relationships and roles within
our society can help us identify gaps, feedback loops, root causes, and negative reinforcements
that prevent positive change. My goal is to determine how I can engage leaders to achieve
systems change together.
Windsor as a Social Location
I moved from city to city in the last decade, studying and working. After speaking with
an alumnus at Royal Roads University, we identified that my relationship with the place I live is
essential to my leadership. This inquiry became an opportunity to explore the relationship I have
with Windsor. One of the recurring statements that I heard the most was, “Windsor is the fourth
most diverse city in Canada.” The repetition leaders used in the language to define the city
intrigued me as it contrasted with my personal experiences and those of my social network. To
understand this pattern of behaviour I encountered, I researched the city’s history and its current
state to see how Windsor actively integrates inclusive leadership practices into its operations.
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Then, I could identify my role in the community to advocate for more inclusive
leadership. The breadth of my inquiry question touches on various aspects of the Windsor
community; global, municipal, cultural, societal, and economic factors impact this social
location. Colonization then immigration in Windsor is the first significant social and historical
influence from 1800 to the 1900s (City of Windsor, 2021). Olde Sandwich Towne first belonged
to the Indigenous, but after the colonization of the land, it became home to many settlers. As the
city began to industrialize, the Ambassador Bridge increased business relations between Canada
and the United States of America, breaking down one barrier to immigration. Windsor, Motor
City, is also known for its auto industrialization of Windsor which led to a productive economy
in the early 1900s after the significant depression. The city was booming as the auto industry
expanded until the 1970 and 2008 recessions that caused many workers to lose their jobs,
businesses, and homes (Canadian Vehicle Manufacturer’s Association, 2021). Due to the loss of
employment opportunities, workers had to switch careers. As most residents moved to where the
jobs were, Windsor developed a reputation for being one of the most affordable cities in Canada.
More recently, macro influences such as the COVID-19 global pandemic affected
people’s lives everywhere, including Windsor. Residents in the city lived in a hot zone for
COVID-19 and experienced high unemployment and a housing crisis (Statistics Canada, 2021;
Statistics Canada, 2021). These economic conditions and financial factors made more people
vulnerable during this time. From a social perspective, racism was on the rise and led to a trend
in diversity and inclusion hiring. In connection with the municipality, Windsor city council
received criticism about the lack of diversity on their board of leadership and further suffered the
loss of an anti-racism fund to support the community. The vision and mission of the City of
Windsor (2021) are to “[dream, dare, do]. Full of history and potential, with a diverse culture, a
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durable economy, and a healthy environment where citizens share a strong sense of belonging
and a collective pride of place” (City of Windsor, 2021). From this social location-based analysis
of Windsor, the system notably went through dramatic changes in the past two centuries due to
its economic and social background. These implications reveal gaps in the relations between
leaders and residents in the community who suffer from the abrupt changes. Potential is a
powerful term that the city chooses for the association as it embodies hope and openness to
change; the period, to do, in the vision, is the actionable component to change, implying that
everyone can achieve the vision. This statement represents the founders’ values. I believe my
thesis can explore how leaders from Windsor can collaborate to answer my self-inquiry question
and develop relationships that allow us to move forward together as a network.
Overview of Thesis
The next chapters, two and three, set the foundation for my thesis with a literature review
and a description of the methodologies used for the study conduct. Chapters four and five then
reveal the findings from the study and the inquiry implications informing future researchers on
how to proceed. First, I begin the thesis with literature on the topics of inclusive leadership,
Asian women in leadership, and intergenerational trauma and leadership.
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Chapter 2: Literature Review
Inclusive leadership is the main topic of relevance to the research question as it situates
my self-inquiry within the social location of Windsor. I included the emergent topics of Asian
women in leadership and intergenerational trauma due to its influences on my leadership style,
but firstly I define inclusive leadership to begin the literature review.
Inclusive Leadership
Meibar (2011) introduced inclusion as a choice-based behaviour in which people treat one
another; inclusion is making space for those who may be different and have different opinions or
perspectives while “accepting that your point of view is one of many” (p. 14). This inclusion lens
allows for personal change and influence toward culture and systems. An important part to note
is the social process that plays into social construction. This social-psychological framework
integrates human behaviour into everyday social interactions that assist with identifying
complexities in patterns of behaviour.
On the contrary, social processes also underline exclusion practices that may be
conscious or unconscious to individuals (Ryan, 2006). Byrne (2005) defined exclusion as an act
done to and by people to gain an advantage. The boundaries that divide people range from access
to resources for living to being considered as part of the out-group in a conversation; this multidimensional process connects to every relationship held by people and their ways of being
(Madanipour, 1998). Leadership plays a vital role in the process of social inclusion and
exclusion.
Miller and Katz (2002) describe inclusion as an action that “[enables] all to contribute
and is a way of joining positively in the interest of a positive outcome, not a strategy for avoiding
conflict, settling for the lowest common denominator, or assimilation” (p. 90). In contrast, leader
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inclusiveness (LI) refers to inclusive leadership; Nembhard and Edmondson (2006) defined LI as
relational. Leaders create psychologically safe environments that are both appreciative and
invited to collaborate. Similarly, these definitions intersect in inviting or making space for those
with differences (Meibar, 2011).
Inclusion is associated with behaviours influencing relational processes (Bortini, Paci,
Rise & Rojnik, 2006; Lin, 2015; Nembhard and Edmondson, 2006). Wuffli (2016) introduced
inclusive leadership as pragmatic due to the lack of practicality of heroic leadership. Inclusive
leadership aims to apply to all leaders within their situational contexts in a four-phase
framework: transformational forces, new inclusions, leadership tasks, and leadership
development journey (Wuffli, 2016). This framework is staged in the global context to address
how leadership is people centered. They are the creators of ideologies, culture, and history and
are responsible for leading societal changes. Bortini, Paci, Rise, and Rojnik (2016) offered a
comparative approach encompassing inclusive leadership within the boundaries of society; by
valuing the people and their human rights in this world, a society where everyone feels they
belong can exist. These authors referenced Wuffli’s (2016) point on awareness of
interconnectedness through relationships within our society as an opportunity to see the system
from the perspective of others. Another essential aspect of inclusive leadership is the value of
responsibility and its relationship with influence in leadership.
Anti-Racist Lens
A key component of inclusive leadership is the anti-racist lens it carries. An anti-racist is
an individual who opposes racism and oppression; it is someone who actively works toward
“ending racial inequity in our daily lives” (Jewell & Durand, 2020; National Museum of African
American History and Culture, 2022). Inclusive leaders acknowledge the history of inequities in
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the community and dedicate themselves to evoking the power of social change within social
processes. Inclusive leadership “opens up the possibility of… ‘power with’... for…
collaboration” to call in ourselves and others to provide one another with the agency to take
action (Bortini, Paci, Rise & Rojnik, 2016, p. 21; Brown, 2019). The social process of learning
together positively impacts the culture of belonging by uniting those of diverse backgrounds
(Attwood, 2011). Inclusive leaders facilitate this connection between people to work towards a
shared vision of power and space (Senge, 2006). From a macro systems perspective, investing in
communities is a strategic advantage specified by Miller and Katz (2002). Long-term
investments with sustainable approaches feedback to the people in the community.
Barriers to Inclusive Leadership
Although inclusive leadership seems easily attainable, the values of sameness, status quo,
and exclusion are the main barriers to inclusive leadership (Miller & Katz, 2002). These barriers
relate directly to Dugan’s (2017) implicit leadership theory, where leaders or individuals are
more affinitive to those like them. Sameness can allow for greater connection, but the lack of
diversity generates blindspots for weaknesses and gaps in group work. Differing from the norm
or taking part in the out-group leads to potential exclusion. Relationships hold power and can be
challenging to influence when people hold similar status quo mindsets.
Groupthink perpetuates this barrier to inclusion. Personal change for bias is challenging
to achieve unless the individual is choosing to work on themselves; additionally, socio-cultural
barriers are more challenging to change as it is multiplied exponentially and requires the
participation of a group of people. Some barriers include organizational structure, peer influence,
pressure, lack of resources, personal needs, behaviours, attitudes, and lack of time (Hassanein,
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2015). Implicit leadership theory is one explanation for the inclusion or exclusion of
intersectional leaders, yet it only begins to define some of the barriers of those leaders.
Strategies for Inclusive Leadership
To counter some of the barriers, Nembhard and Edmondson (2006) suggest that words
and deeds are actions of “psychological safety… [and] the key [to] contribution…is the
identification of an interpersonal strategy for improving the climate for learning with crossdisciplinary teams” (p. 958). This leadership behaviour is essential for the development of an
inclusive space. By advocating for inclusive leadership, I aim to create a safe space for
developing collaborations that lead to systemic change. To initiate this change, critical race
theory and first-person action research guided my self-inquiry to learn more about my lens as an
inclusive leader in the Windsor community.
Effectiveness of Inclusive Leadership
According to Kukor and Bhattacharya (2020), inclusive leadership strongly impacts
organizational inclusion, such as equitable practices, the integration of diversity and the sharing
of power in decision-making. Inclusion facilitation from leaders creates a positive, engaging
environment where individuals can grow from their experiences working within inclusive spaces
(Kukor and Bhattacharya, 2020; Randel, Galvin, Shore, Ehreheart, Chung Dean & Kedharnath,
2018). The utilization of inclusive leadership effectively can act as a vehicle for empowerment
and creativity boosting. Inclusion leads to capacity-building on teams fostering climates of
belonging where individuals feel committed and hold ownership (Randel, Galvin, Shore,
Ehreheart, Chung Dean & Kedharnath, 2018).
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One key point important to inclusive leadership is its ability to advocate for individuals
effectively. Empowering others to be aware of their strengths and find opportunities to leverage
them creates team cohesion. Rather than holding a power distance from individuals, power is
shared amongst the group to formulate equitable spaces, as Harris (2008) cited Matusak (1997).
The effectiveness of inclusive leadership is connected to the social contexts of the psycho-social
dynamics experienced in relationships and are also essential to personal relationships with social
locations.

Social Location
Lin (2015) references Hirst (2004), who stated that “the individual and social are always
mutually reconstituting...[this] is where the person and society are produced.” Furthering this
argument, the environment, particularly social location, is where people develop their
perceptions and behaviours based on personal, social, and environmental interactions (Senge,
2006). Therefore, shaping our interactions is a way to influence the inclusive or exclusive actions
within communities. The patterns of behaviour are more complex than a dualist viewpoint of
having diversity and inclusion or not; for that reason, Lin (2015) proclaimed that critically
observing these interactions is essential as new experimental practices are introduced. This
theory sets a foundation for my philosophical beliefs of inclusion as I explore my thesis question.
For this reason, leadership is tied into my thesis to act as a step toward inclusion.
According to Senge (2006), mental models are the driver’s subjectiveness, such as the
assumptions, attitudes, and behaviours we hold as individual beings. These mental models
impact the process of thinking and how curiosity and advocacy are framed. For this thesis, I

ADVOCATING FOR INCLUSION

20

combine inquiry and advocacy to complement one another to understand how to balance driving
action forward (Senge, 2006).
My self-inquiry demonstrated a curiosity for personal leadership development by
exploring my identity while using advocacy for inclusive leadership to support the collective
community. The dialogue between myself and the community can “[empower] voices, [including
my own], and enables dynamic interplay of diverse perspectives” to find the best way to engage
in systemic change in Windsor (Lin, 2017, p. 90). Community inquiry also hosts a space for
inclusive social processes, and with an inclusive design, it can cater to the imperfections of
human interaction (Lin, 2017). Creating an environment for inquiry and advocacy can lead to
more effective interpersonal and intrapersonal change to enable collective action (Senge, 2006)
Asian-Canadian Women in Leadership
Leadership theories are researched by and for predominantly white male-dominated
groups (Chemers, 1997; Sanchez-Hucles & Davis, 2010). Leadership theory was written by and
for white males in leadership, establishing a foundation to promote white men into leadership
positions. By 2022, very little literature was developed about Asian-Canadian women in
leadership (Kim, 2017).
Siemiatycki’s (2019) recent study on the gender-diversity gap in Canada’s public-private
partnership industry resulted in less than one percent of visible minority females taking
leadership positions. With specificity to Asian Canadian women in leadership, the only statistics
available stem from the CPAC Institute researching Chinese Canadian representation in
leadership in the Greater Toronto Area. Similar to Siemiatycki’s (2019) findings, 0.97% of
Chinese Canadian women are represented in executive-level leadership positions, and 1.38%
make up senior leadership positions (p. 30-31). The lack of statistics and literature on Asian
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Canadian women in leadership depicts the missing representation of this population. I included
this topic in the literature review because of its correlation to the challenges I faced while leading
in white male-dominated industries such as sports and leadership. Furthermore, the research
topic of Asian women in leadership is rarely studied in Canada but is more prevalent in Asian
American literature. The following sections discuss some of the theories researched preventing
Asian women from rising in leadership roles.
Cultural Differences and Stereotypes
Hyun (2005), Kim (2017), Lee (2019), and Lu, Nisbett and Morris (2019) identified a
phenomenon faced by Asian leaders called the bamboo ceiling, where Asian leaders are
prevented from advancing into leadership positions. The concept suggests that prejudice and bias
contribute to the lack of promotion of Asian leaders in the workforce (Li, 2014). Additionally,
the bamboo ceiling can be explained by the lack of applicants for leadership positions, lack of
experience, merit, conflicting cultural values, and the most common factor, stereotyping (Lee,
2019).
The model minority stereotypes contribute to the harm experienced by Asians in
leadership roles. The model minority stereotype categorizes Asians as “overly competent,
hardworking, educated, intelligent, and ambitious” and is associated with positivity (Li, 2014).
The CPAC Institute (2021), Festekjian Tram, Hwang (2021), Murray, Sy and Huynh
(2014), Kim, Shen and Evans (2021) and Sy (2010) also found that race played a role in the
selection of leader prototypes and Asian leaders were less likely to be seen as a prototypic leader.
From a leadership lens, Berdahl and Min (2012), referenced by Kim, Shen and Evans (2021),
reported that Asians were stereotyped as cold, overly competent, submissive and lacking
intrapersonal leadership desires. The model minority stereotype and cultural differences label
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Asians in Western culture as the ideal follower, not leaders (Hwang, 2021). By violating the
stereotypes, Asian leaders would be punished (Zhang & Shi, 2021). Dugan’s (2017) implicit
leadership theory supports this reasoning by explaining how the incongruence between the
perception of leadership prototypes and people’s expectations causes psychological discomfort,
promotes bias, and may be judged inequitably. Bias stems from the development of conscious or
unconscious assumptions about people that impact social processes through emotions, actions, or
interactions that contribute to culture (Choudhury, 2021; Dugan, 2017; Miller & Katz, 2002).
When attempting to fit into Westernized workplaces, cross-cultural adaptations challenge
personal cultural beliefs contributing to the bamboo ceiling. The counter-argument states that
Asian culture and values of collectivism play a role in promoting Asian leaders as it deviates
from the individualistic culture of Western values. Although Asians are more likely to adapt to
Westernized workplace cultures, they struggle with value acculturation, according to Hyun
(2005). The lack of inclusion and cross-cultural understanding in workplaces makes
comprehending differences in communication and behaviour challenging. In contrast to the
external factors preventing Asians from overcoming the bamboo ceiling, studies identified
assertiveness and lower intrapersonal leadership self-perception as internal attributes influencing
the leadership gap (Hyun, 2005; Lu, Nisbett and Morris, 2019). Kim, Shen and Evans (2021)
reported an internal barrier of leadership self-perception preventing Asian leaders from attaining
leadership roles compared to their white peers. The association is predicted to be related to the
cross-cultural values mentioned prior to the topic of intrapersonal desires. It tied back to the
different communication styles between Asian and Western cultures (Hyun, 2005; Kim, Shen
and Evans, 2021; Lee, 2019; Lu, Nisbett and Morris, 2019). The tropes and biases act to oppress
Asians by encouraging the self-sufficient assimilation of individuals providing less support based
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on assumptions preventing the advancement of Asians in leadership. As I reviewed the topic on
Asian leadership in Western culture and its connection to my personal experiences, my curiosity
to understand the intersection of Asian women in leadership became relevant to this thesis.
Double Minority
In addition to racial stereotypes, gender also plays a role in the stereotyping of AsianCanadian women in leadership. The double marginalization of race and gender drives a very
different narrative. Specific to the topic of Asian-Canadian women in leadership in academic
literature, Kim (2017) is the only author to produce an article relevant to this topic. However,
Asian American studies delved into addressing intersectionality and the Asian American
experience of leaders in the field. Because the United States of America holds a different history
and experience for Asian women, comparing my leadership experience to East Asian American
women is relative but limited.
Asian women are stereotyped as sexual objects, submissive, obedient, and polite (Chan,
Harrichand, Anandavalli, Vaishnav & Chang, 2021; Li, 2014). Stereotypes such as “Lotus
Blossom Baby” and Dragon Lady” portray Asian women as “shy and diminutive… or devious
and wicked” (Li, 2014). When Asian women leaders present themselves as leaders, they are
typically not perceived as influential leaders because of the masculinity of leadership roles and
the stereotypical narratives they are given (Hwang, 2021; Koenig, Eagly, Mitchell & Ristikari,
2011; Sanchez-Hucles & Davis, 2010).
Asian women in leadership are understudied. The challenges to uplift Asian women into
leadership positions are complex due to the marginalization of intersections such as race and
gender, cultural differences, and inter-and intrapersonal factors. My thesis further incorporates
the topic of transgenerational trauma and its relevance to my leadership journey.
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Social Unconscious, Transgenerational Trauma and Leadership
As a second-generation immigrant whose family history was impacted by colonialism and
migration, I included this literature in this thesis to illustrate how it connects to my maladaptive
leadership behaviours. Intergenerational trauma is the transmission of trauma between
generations of individuals within families (Alford, 2017 (add); Tcharkhoutian, 2019). The effects
of the traumas passed down are often not conscious and can impact the personal and collective
identity of a population (Bagchi, 2017; Volkan, 2008). Large groups can also experience
intertwined trauma, which links their identities to one another (Bagchi, 2017; Tcholakian,
Khapova, Loo & Lehman, 2019; Volkan, 2008). This growing body of literature on
intergenerational and collective trauma ties into the identities affecting this group of leaders
today (Nguyen, 2013; Tcholakian, Khapova, Loo & Lehman, 2019; Volkan, 2007). Because
leaders are influenced by social learning and collective traumatic experience, it is essential to
consider how those experiences translate into their leadership practices. Nguyen (2013)
referenced Chickering and Reisser’s (1993) psychosocial models of development to explore
trauma and identity. Similarly, Tcholakian, Khapova, Loo and Lehman (2019) cited
psychodynamic theory to understand the transmission of intergenerational trauma impacting
leaders’ lives. Maladapting coping behaviours is one type of learned behaviour passed down
from ancestral bloodlines that are weaved into the leadership styles of Asian leaders. Those with
a colonial upbringing may hold subconscious trauma of “ambivalent self [identities]” and shame
of being “not good enough” (Bagchi, 2017, pg. 40).
Bagchi (2017) stated that the subconscious trauma of colonialism is triggered by the
reinforcement of white supremacist structures and behaviours feeding into the stereotypical
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expectations of Asian leaders. The social reminder either increases an individual’s perception of
trauma or elicits rebellion which is another form of coping.
Recognizing the root of some maladaptive behaviours can assist leaders in reclaiming
their identities and changing their intrapersonal self-beliefs (Nguyen, 2013). From an external
perspective, the awareness of this intersection in our leaders provides organizations with the
knowledge to address these challenges to help leaders unlearn their behaviour and change their
social processes to form a new group leadership identity. It is essential to note the limited
research on the impact of colonialism on Asian leaders.
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Chapter 3: Methodology
The multi-methodologies selected for this thesis are Critical Race Theory (CRT) and
Action Research (AR), as they acknowledge that inequity exists in storytelling and approach
research with an anti-racist lens. Incorporating these methodologies can create more impact for
actionable social change.
Critical Race Theory
Crenshaw (2011) described the rise of CRT as a cross between critics fighting for
liberation in America and the demands of activists to change supremacist institutions. As justice
reform became the status quo in the late 20th century, many diverse scholars in the United States
came together to define CRT (Gillborn & Ladson-Billings, 2019). For this thesis, I embrace
Solórzan and Yosso’s (2002) five main principles of CRT:
1. CRT takes race and racism into consideration in its research.
2. The methodology critically analyzes the colonizing field and adds prominence to the
experiences of people of colour.
3. Is emancipatory and offers solutions to those included in the change system.
4. Places a spotlight on intersectionality and the racialization of identities.
5. Draws connections with various theories and methodologies, such as feminist theory.
This methodology takes on anti-oppressive approaches to break down racism as a social
process to allow for a cultural transformation toward an oppression-free society. It is also
essential to highlight the intersections present today; Delgado and Stefanic (2017) remind us that
racialization continuously evolves with the social and cultural changes that impact the realities of
those with intersectionalities. By recognizing the various intersections of one’s identity, we can
begin to hold space and dialogue for differing experiences of peoples of colour. Because CRT
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supports the values of anti-racism education, such as relationship building and dialogue to put
forward the narratives of POC, I take this opportunity to utilize counter-storytelling as reflective
action research (DeCuir & Dixson, 2004; Delgado & Stefanic, 2001).
First-Person Action Research
Action research (AR) is a change enabler; its research design encourages co-creation,
collaboration, and the generation of new knowledge for implementation in an organization or
system’s practices (Fazey et al., 2018; Coglan, 2019; Kovach, 2015). Action researchers use this
methodology to address local issues with sustainable, practical outcomes that benefit people
experiencing particular challenges (Coghlan & Shani, 2019). Together, theory and pragmatic
strategies collide in AR. According to Coghlan (2019), the action cycle consists of a four-step
cycle: constructing, planning, taking action, and evaluating action. From the first-person
perspective, change begins with the self and returns to the community. My thesis inquires about
my self-awareness and my change indicators as to how I can see myself in systems change as I
play a role within it (Etmanski, Agger-Gupta, Bishop, Heykoop and Hartnery, 2020). As cited by
Coghlan (2019) and Gergen and Gergen (2015), the constructive phase is produced from the
dialogue in my journals and conversations with others. My goal is to engage participants in the
first-person AR process, including the reflection and action phases, to build on a direction toward
inclusive leadership. This reciprocal learning process through relationships can allow for best
practices to emerge for evaluation (Greenwood & Levin, 2006).
CRT and AR
CRT and AR support this thesis by reflecting the complexity of intersectional leadership
within a system. Therefore, I bring my counter-narrative and compare it to those of my
participants in interviews and the focus group.
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The counter-narratives in CRT challenge today are white supremacist preconceptions,
norms, and cultures predominant in society. Counter-storytelling advocates against the fictitious,
socially constructed stereotypes and narratives that harm people of colour by raising the voices
of those affected by the slander (Delgado, Stefancic & Harris, 2017). The reconstruction of
narratives empowers individuals of colour to tell their stories to rewrite history.
Storytelling “[protects and strengthens] an individual” and their personal history (Mlcek,
2017, p.75). By developing written pieces expressing my personal leadership experiences, I am
empowered to focus on my truths to tell my story. Dialogue is also central to counter-storytelling
in CRT and AR to observe the fundamental thoughts and emotions of compassion and
mindfulness (Attwood, 2011; Gergen & Gergen, 2015; Wilson, 2008). Critical conversations
provided an understanding of pertinent issues as the foundation for AR. Waziyatawin (2005), as
cited by Brown and Strega (2015), stated that one of the intentions of storytelling is cultural
education and the overarching themes inform us about the action phase in collaboration for
change. Autoethnographic journaling, one-to-one interviews, and focus groups are the chosen
method for data collection.
Data Collection Methods
To apply CRT and its counter-narrative storytelling foundation, the first method of
research I apply is autoethnographic journaling to reflect on my experiences that led up to this
research question in the past and present. The second method consists of six 30-45-minute
interviews inquiring about my impacts on my peers and how I might contribute to inclusive
leadership in Windsor. The final qualitative data collection method used is focus groups. The two
focus groups aim to validify the findings from the interviews and reinforce the representation of
the stories. From this reciprocal learning experience, the dialogue provides data to inform us
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about the group’s perspective on the research questions. Then, working with each participant, we
can further reflect on the experiences and co-create actionable processes to support the
community.
Autoethnographic Journaling (AJ)
As a creative addition to my thesis, I decided to format my journals as autoethnographic
reflections because I can inquire about the data of my experiences through written emotions,
adjectives, storytelling, and creative devices to learn more about my mental models in my firstperson AR. As suggested by an inquiry team member, autoethnography “uses self-reflection and
writing to explore their personal experience situated” within their system (Williams, 2021, p. 1).
Ethnography as a method connects stories with the cultural context of society; this aspect of the
study is essential to my journaling as it can help me better comprehend my social location’s
cultural influences and how I situate myself. Chang (2016) challenged the definition of culture
related to self and others; in her texts, she claimed that culture stems from the relationships
people hold with one another, therefore existing in society. Additionally, according to De Marc
(2000), as cited by Chang (2016), culture is a symbiotic relationship between the self and people.
How culture is observed or perceived is how culture grows, and autoethnography examines how
the self relates to social, political, economic, and cultural contexts (Jones, 2005). By tying in
CRT to AJ, I can investigate experiences from an intersectional lens.
Chávez (2012) dedicated her paper to CRT autoethnography; using storytelling, she made
space in academic literature to illuminate her experience as a Chicana. Chávez (2012) reflected
on her impactful schooling experiences as a contribution to “educational equity” (p. 334). This
method resonated with my vision to improve my storytelling as a form of expression to grow my
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leadership skills. I can analyze my emotions, thoughts, and feelings as first-person AR in a
pressure-free space through journaling.
One-to-One Interviews
One-to-one interviews are the first data collection method. Interviews are critical to CRT
as they are designed to bring justice to the narratives of each individual; with validation of the
stories stemming from the first collection method, a deeper investigation of the first-person AR
can be more impactful (Delgado & Stefanic, 2001).
As I continue to gather data, I reference Stringer’s (2014) AR method of “guided
reflection” in the form of interviews (p. 105). This process aims to recognize their experiences as
people and leaders during the exploration of their stories. In the interview, a safe environment is
required to allow the interviewee to answer their questions honestly for an authentic dialogic
experience (Gubrium & Holstein, 2012).
As the researcher, I drafted open-ended questions to create space for interviewees to guide
the narrative of their stories and answers. I asked questions that can be found in Appendix E to
learn more about the participants’ experiences and their influences on my first-person AR. The
structure of the interviews may lead to stiffer responses; for that reason, the framework of the
interviews will be based on interpersonal dialogue to allow for the surfacing of powerful stories.
Focus Groups
I reconfirmed interview answers by hosting a focus group. Morgan (1997) and Bloor,
Frankland, Thomas, and Robson (2001) defined focus groups as social, interactive group
interviews where participants discuss various topics set up by the researcher. The strength of the
group setting can help “provide better insights into” specific issues and bring up diverse
perspectives into the conversation; however, it is essential to note that there is an opportunity for
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the uprising of dogmatism or group thinking within a group (Morgan, 1997, p. 8). Each
participant shared their opinions in the form of a circle; this method could also prevent the lack
of discussion between participants and counter groupthink (Wilson, 2008). The focus group
hosted five open-ended research questions like those of the interviews to engage the group to
answer with more breadth and explore one another’s ideas.
Furthermore, I would like to address the virtual aspect of the focus groups. The
digitization of the study changes the social processes in the conversation and can impact the
results (Bloor, Frankland, Thomas & Robson, 2001). One of the main issues raised is the lack of
ability to assess body language and behaviours amongst participants. The virtual aspect creates a
barrier between the people, and the lens which researchers look through becomes a point of gaze
that participants can only allow themselves to see. In turn, recognizing this physical challenge
can be adapted to fit the utilization of digital spaces (Bloor, Frankland, Thomas & Robson,
2001). Circular facilitation of the group allows for a smoother transition from an in-person study
to virtual research. It can even be inviting to those who can contribute from spaces in which they
are comfortable, similar to anonymity (Stewart & Shamdasani, 2017). Due to the distresses and
safety hazards caused by the global pandemic, an online focus group for this study is best suited
to protect participants while creating a virtual space for individuals to contribute their
knowledge.
Project Participants
I invited eight participants from the community of Windsor to participate in this study.
The inclusion criteria for participant selection included:
1. Residents of Windsor, Ontario.
2. Intersecting factors such as age, race and gender.
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3. Individuals I worked alongside.
4. Demonstrated leadership or participated in a leadership role.
Six participants chose to participate and were selected to learn more about the shared experiences
and narratives of living in Windsor. I picked those familiar with my background and leadership
experiences to draw more profound insight into my personal development. To meet the tenets of
CRT, I engaged people from all backgrounds in this study.
Study Conduct
Recruiting Participants
I reached out to each individual before sending out formal invitations to all the
participants. I shared my inquiry with others by telling them a story about my leadership journey
to invite them to participate. I sent out an email following each conversation regarding
information about the interviews, focus group, and consent form to participants. I then collected
each consent form through email. To confirm participation, I emailed a ZOOM link to the
conference call with the logistics of the event. The online interviews and focus groups aimed to
protect participants during the COVID-19 pandemic while meeting provincial health and safety
guidelines.
Data Collection Part 1: Autoethnographic Journal
I frequently wrote in my journal to contribute vast data for my self-inquiry. I told stories
about past leadership experiences, leadership challenges I encountered and my reflection on the
stories I wrote. This autoethnographic journal provided data about my behaviours, attitudes, and
mental models. After conducting interviews and focus groups, I reflected on the research
experiences and stories shared with me.
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Participating in an eight-week writing workshop added another component to
autoethnographic journaling. I dedicated time to expressing myself through other forms of
writing to understand myself better and communicate the emotions I experienced during this
period. In preparation to share some of the learnings from my AJ, I summarized data to present
to the focus groups.
Data Collection Part 2: Virtual One-to-One Virtual Interviews
Each 30-45-minute virtual interview accommodated each participant. Five of eight
participants signed up. Before the interviews, I collected the consent forms and sent out emails
that suggested participants reach out if they had any questions. I confirmed their participation by
forwarding a ZOOM link for the interview. I reviewed the consent form on the interview day,
and I advised the participant when I began and ended the recording. I asked five questions during
the semi-structured interviews. After each discussion, I informed them about the following dates
for the focus groups and thanked them for their participation.
Data Collection Part 3: Virtual Focus Groups
To finalize the coding in the content analysis, I hosted two 1-hour focus groups with
participants over ZOOM to reconfirm the findings. Before the events, I held a poll over email to
determine which dates worked best for participants. After confirming the dates, I sent out the
ZOOM links for each group. Similar to the interviews, I reviewed the consent form, went over
the focus group guidelines and advised participants when the recording began and ended. After
completing the interviews and focus groups, I sent out transcripts to each individual to edit.
This review process reinforced the values of trustworthiness and credibility derived from the data
collection methods.
Data Analysis and Validity
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With the consent of the participants, I recorded each interview and focused group on
generating a pool of data for the analysis. To analyze the data, I performed Taylor-Powell and
Renner’s (2003) content analysis by organizing the data into questions and then drew emerging
themes and categories from the answers. Like Barlo et al. (2020) and Su (2007), I compared the
narrative data to the CRT foundations and preset categories based on the type of narratives
shared: individual, interactive, or impactful stories (Taylor-Powell & Renner, 2003). TaylorPowell and Renner (2003) suggested the implementation of preset categories refer back to the
tenets of CRT to determine whether there are any interweaving themes from each story to easier
identify emergent themes. Following the coding process, each participant validated their
interview and focus group transcript on reconfirming the findings (Barlo et al., 2020).
Credibility and Trustworthiness
According to Saldana and Omasta (2018), credibility stems from the cited literature,
experience in the field, and careful research design. To establish my credibility as an emerging
scholar, I reference a diverse group of researchers who founded and contributed to the area of
CRT and action research. Critical and advocating writing style aims to support social justice
change within the system to align with my research.
When inquiring about the validity of the study, the question is whether the methods of the
thesis help answer the research question asked by Neuendorf (2019). Because this is a firstperson AR inquiry, bias can prevent me from learning and growing. My inquiry team and
feedback partners are vital to this aspect of the self-inquiry process.
Ethical Implications
The three core principles of the Tri-Council Policy Statement are addressed in this
section: respect for persons, concern for welfare, and justice (Canadian Institutes of Health
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Research, Natural Sciences and Engineering Research Council of Canada, and Social Sciences
and Humanities Research Council, 2018). Because this study includes three different parties,
such as participants, inquiry team members, and myself; therefore, “to do no harm” is an ethical
concern (Saldana & Omasta, 2017, p. 192).
First, to guarantee the safe space of the study and the proper reporting of findings,
participants were presented with informed consent agreements with an overview of the
procedures, risks, benefits, and any other information regarding participation (IDEO, 2015;
Saldana & Omasta, 2017). I reminded participants that consent is of the utmost importance, and
if they developed any discomfort, they had the right to withdraw or decline to contribute.
Additionally, I replaced names with pseudonyms to protect the identities of those participating in
the research.
The second ethical implication to consider is the deductive nature of colonialist research.
As a researcher, I am mindful and come from a background of inquiry and listening to
understand better how the narratives influence the experiences of participants and myself as I
journal. Exploiting participant narratives to retell their stories for research gains is oppressive,
disrespectful, and irresponsible (IDEO, 2015). To contrast dominant narratives, I humbly follow
CRT theorists’ approach and inclusion-focused scholars to lead with a relationships-based
system (Brown & Strega, 2015). Participants reconfirmed all findings, and the final report was
shared to ensure that the representation of their stories was accurate and authentic to them as
another form of consent (Brydon-Miller, Aranda & Stevens, 2015). To ensure respect for myself
during the study, I set boundaries for exploring what I would like to share while bringing justice
to the stories I would like to highlight for research. The goal is to reflect with the intent of being
vulnerable without extracting levels that may cause harm to the self. After reviewing the
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contributed material after its data collection, I read through all the journals and removed some
journal entries due to privacy concerns. I consented to disseminate my data as a personal
protection responsibility as a researcher (IDEO, 2015; Saldana & Omasta, 2017).
Outputs and Knowledge Mobilization
During the reflection period for my thesis, I contributed my advocacy skills to the
Diversity Action Group at Royal Roads University, presented my story through the 3-MinuteThesis Competition and shared my thesis in participation in Royal Roads University’s Asian
Heritage Month celebration. Introspection created an opportunity for me to understand my roots
and identity as a young Asian-Canadian woman and challenged me to raise my voice to advocate
for myself and those in my community. My advocacy in Windsor looked quite different from
what I anticipated. I dedicated time to re-connecting with local leaders in my network to help
them identify critical issues in the Windsor community, leading them to advocacy groups
interested in collaborating. I practiced facilitating connections between organizations I
volunteered with as a solution to include diverse voices in Windsor leadership. My final
contribution to mobilizing my knowledge is developing a creative writing piece about social
identity and leadership.
Contribution and Application
This thesis aims to contribute to the CRT and Asian-Canadian literature in leadership.
By offering a new perspective on the topics, the literature can continue to grow and expand.
Additionally, I hope exploring these intersectional topics in leadership attracts leaders to engage
in different forms of research to broaden the field of knowledge. This research can be inclusive
and act as a vehicle to generate diverse interest in social constructionist theories. The practical
implications stemming from this study can lead to implementing practical knowledge within the
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privileges and agency they have to contribute to change.

37

ADVOCATING FOR INCLUSION

38

Chapter 4: Inquiry Project Findings and Conclusions
Chapter four reviews this study’s findings, conclusions, and limitations to answer the
main inquiry question: How might I advocate for inclusive leadership in Windsor, Ontario? Subquestions to the main question include:
1. How do I envision inclusive leadership in Windsor?
2. What leadership strategies might I implement daily to work toward a more
inclusive Windsor?
Participants in the study are renamed under pseudonyms such as I-1 for interviewee-1.
The same pattern will occur for focus group members; FG-1 for focus group member-1. First, I
will report the findings from my journaling, interviews and focus groups by beginning with an
overview of the key themes to answer the research question.
Study Findings
There were five main findings to answer the research question. The study's findings are
as follows:
1. Acceptance, acknowledgment, and inclusivity as a strength - My ability to
acknowledge the diverse groups of people with compassion and acceptance makes
them feel heard.
2. Self-advocacy is the recommended focus for leadership development.
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3. Windsor’s Social Economic Factors - Windsor is historically driven by a culture of
social, economic instability.
4. Naming White Supremacy and Oppression - Windsor’s institutional leaders do not
reflect the diversity within the city and are called out for white supremacy, systemic
racism, oppression, and discrimination.
5. The Lack of Inclusive Language and Communication - Windsor lacks inclusive
communication between leaders and followers. Both parties have a responsibility in
the relationship.
Finding 1: Acceptance, Acknowledgment, and Inclusivity as a Strength
My first key theme is my demonstration of compassion and acceptance for those I lead.
Compassion, as defined by Choudhury (2021), as “the mental state of wishing that others may be
free from suffering,” was suggested by all participants using words such as support, comfortable,
in tune, listen, open, caring, and compassionate (p. 34). Accepting and acknowledging the
differences of others is felt by others in my leadership. Evidently, “when [I] faced adversity [of
differing opinions], [I wouldn’t] back down, but [I] also wouldn’t get upset,” and my ability to
accept the differences helped me maintain relationships at the workplace I-2 stated. I-2
recollected another form of acceptance. They shared that I was:
very accepting of different genders and sexualities… [and] willing to be changing the
names [and] pronouns [I] was using”. [I did] “not look down on people with disabilities
[and was] very accepting and kind towards them…[setting] an example for everyone else.
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In agreement, I-3 described a memory of me during a “long day of training…[acknowledging]
the different groups, whether it’s newcomers, younger people, older people…you naturally have
a very inclusive approach.” The focus groups further reconfirmed my inclusive actions. I-5
stated that I was “always checking on people, making sure they were okay,” and I-4 also reported
“that…it doesn’t take much…to see that [I am] a caring person.” The impact of my actions was
meaningful to participants, making my compassion memorable. My inquiry about inclusive
leadership led to my participants offering advice on how I might improve my leadership skills,
which looks like self-advocacy.
Finding 2: Self-Advocacy as Personal Development
Self-advocacy became a vital topic in the research due to its recurrence in the interviews
and focus groups. The theme of self-advocacy was also prevalent in my journal analysis when
reviewing vocabulary and reflecting on my health concerning leadership experiences. Based on
my mind map and journaling, I used words such as lack of assertiveness, invalid, dismissive and
a desire to avoid emotional reflection, considered “maladaptive coping mechanisms,” according
to Bagchi (2017, p. 25). From January to February, I acknowledged and wrote:
“the time I invested in others took away from my desires to reflect on my growth.”
“I had to suppress [my emotions]. I felt powerless”.
“I struggle to balance the notion of understanding what I deserve due to my identity vs.
what I earned.”
“I struggle to be myself in [various environments… and find it difficult to find a [place].
where I can connect with others without … anxiety”.
Revisiting my family roots and personal experiences made it easier to identify some of
the maladaptive behaviours I exhibited. My passivity, self-judgement, lack of self-awareness and
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dismissal were behaviours that drew attention away from myself as a strategy to camouflage
rather than belong authentically. Another example of passivity is my reflection, “thinking a lot
about [how I appease] other people.” I also wrote about the effects of “colonial praise [being]
more ingrained in my daily life than I thought it was. From education to movies to music… I
subconsciously… [tried to receive] acceptance from the white community.” Colonization,
oppression, and migration were common themes in my journaling and naming my suppressed
feelings and recognized the challenges I faced within my mindset. Therefore, working on selfadvocacy as a personal development strategy can break the cycle of maladaptive coping
mechanisms.
Participants in their interviews and focus groups also identified some of the maladaptive
coping mechanisms I exhibited in our relationships. From the interviews, I-2 and I-5 confirmed a
behaviour of dismissiveness by sharing how I “forget about [myself]” or “brush off comments or
brush off concerns,” but was more willing to advocate for others in times of injustice. When
asking participants what skills I should improve, all participants recommended I continue
“developing my voice” and “take a stand” to assert myself when my allies are absent. I received
feedback to work on my self-advocacy to improve my leadership skills. I-2 stated that I could
advocate for myself by raising my concerns when facing adversity, I-5 recommended I find
mentors and allies as a safe space to voice my feelings and I-1 and I-3 suggested I authentically
assert myself. This theme of self-advocacy highlighted the tangible skills I can develop to better
advocate for others. From the interviews and focus groups, participants expressed concerns about
inclusive leadership in Windsor, leading to a critical theme: social and economic factors
promoting exclusive culture.
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Finding 3: Exclusion Stemming from Windsor’s Social Environmental Factors
This finding elaborates on the social and environmental factors (SEF) experienced by
participants in Windsor, which promote exclusion instead of inclusion. Examples of SEF include
income, housing, food security, education, connectedness or healthcare contributing to the
culture (Government of Canada, 2008). When discussing the vision of inclusive leadership in
Windsor, participants repeatedly mentioned housing, financial security, race, education, gender,
and age as social factors negatively affecting their life satisfaction in the city (FG-1, FG-2, FG-3,
FG-4, FG-5).
Financial security relating to income, housing and education were interconnected and
stood out as the central theme in both focus groups. Youth mainly had a difficult time adapting to
the SEF. FG-5 spoke about the “increase of rent, with the increase [in the] cost of living” and
how the job market discouraged youth from working in their field of desire due to the low wages
offered. FG-4 rebutted FG-5’s statement suggesting “[youth] need to be a little more patience,”
and FG-3 counter-argued that “not all jobs are created equal.” This disagreement represents the
contrasting opinions between youth and retirees. FG-2 also described challenges for youth to
develop financial security due to the lack of education and time to invest in financial planning
skills before entering the workforce, in conjunction with FG-5’s claim. In the other focus group,
FG-1 agreed and alluded to the contributing factors making financial stability a social challenge.
“We definitely have an issue with housing…[but] it’s challenging when you’re trying to find
housing and look for work,” shared FG-1. FG-3 and FG-4 were also concerned about housing for
retirees as the housing costs increased. These quotes attributed to the complexity of solving SEF
issues relating to the basic living needs in Windsor. I-4 made a significant point about the fear-
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mongering mentality of Windsor dating back to the mid-1950s. They discussed the fear around
job security in the automotive industry and how inclusive leadership never transpired, even when
I-4 entered the automotive workforce. The pervasiveness of the culture of fear impacted the
feeling of belonging for I-4 and generations within their family. Like FG-2 and FG-5, I-4 had to
look for pockets of inclusive workplaces to fit in and made sacrifices to be successful. When
discussing visions of inclusive leadership in Windsor, the topics of social support were also
brought about.
Social support and connectedness are essential to the psychological safety of those
belonging to the community; without social inclusion, the overall long-term health of individuals
can be influenced (Government of Canada, 2008). Participants in both the interviews and focus
groups commented about the lack of racial and gender diversity in leadership within Windsor. I2 felt a need for youth empowerment and active inclusion of diverse racial groups to be better
engaged with the city's local politics and leadership decisions. At the same time, I-3 discussed
how the representation of Windsor’s leadership does not reflect the community population. I-5
mentioned that people of all intersections should unite to create a more inclusive leadership
council. After the interviews took place, this theme of connectedness continued in the focus
group conversations.
I want to point out a critical pattern that emerged when participants answered the
question about their vision of inclusive leadership. Participants needed time to answer the
question, dodged it, or started by saying how Windsor is not inclusive rather than immediately
sharing their vision of inclusive leadership in the city. The question was appreciative and
forward-thinking, but the answers were more negative than positive. This finding speaks to the
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impact of social, and economic factors on the lives of participants living in Windsor. The
following theme names white supremacy and oppression tied to the topic of exclusion occurring
within the community as brought to the surface by interviewers and focus groups.
Finding 4: Naming White Supremacy and Oppression
The fourth finding is connected to the interview and focus group question about one’s
vision of inclusive leadership in Windsor. Similar to finding three, participants discussed what
inclusion did not look like rather than imaging their ideal inclusive leadership situation. Tied to
the topic of socioeconomic factors was the feeling of belonging. Participants commented how
Windsor was more exclusive to those of different races, gender, and disabilities. The common
theme drawn from the conversations was how it was difficult to move forward with the
community because of its aversive racist values and the challenge to name white supremacy and
oppression in Windsor. FG-3 stated that “[Windsor brags] on [the fact that there is so much
diversity]... although I don’t think we deserve at this stage to be bragging on it. Our institutions
don’t reflect the makeup of [our residents]”.
Furthermore, they mentioned the word shame when observing the visible representation
of government leaders in Windsor. They compared the city to the events happening in Ukraine;
the evacuation excluded Black students. I-5 explained an example of gender-based exclusion as
they discussed the meritocracy in gender. The dominant culture is heterosexual, and the Lesbian,
Gay, Bisexual and Transgender (LGBT) community has also adopted a hierarchy, although
individuals belonging to that community bring very different backgrounds and identities. In the
first focus group, participants FG-2 and FG-3 agreed about the lack of gender diversity and I-2’s
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interview answer specifically suggested that maybe representation is lacking because individuals
belonging to the LGBT community do not feel safe taking on public leadership roles. Therefore,
there is a need to address psychological safety as pertinent to connectedness and other
socioeconomic factors in Windsor.
Naming white supremacy and aversive racism is a way for the community to begin
dismantling systemic oppressive social patterns, as suggested by I-3. When discussing the vision
of inclusive leadership, subtle anecdotes about capitalism, individualism and privilege were
weaved into the conversation. FG-3 agreed with FG-2’s challenges of working multiple jobs to
be financially stable and mentioned the “demand for pay cuts or free internships” as an example
of capitalism. FG-5 discussed the challenges of creating space for inclusion in particular
workforce positions and alluded to the inequity of education and work experience required to
keep up with the technological changes in the industry. Additionally, FG-4 mentioned the lack of
“cooperative effort” to include people of diverse backgrounds in leadership opportunities as a
counterargument. I-2, I-3, I-4 and I-5 were aligned about the lack of leadership opportunities for
those with intersections such as age, gender, and race. Referring to finding number three, white
supremacy and its dominant framework in the workforce exclude diverse individuals from
education and job opportunities to income and housing. The system perpetuates oppression over
certain groups of people rather than inviting them to share responsibility and leadership,
impacting the affecting SEF in participants’ lives.
However, participants observe the city as a place that has overcome a degree of social
exclusion in the past but must actively work toward inclusive leadership. In the first focus group,
FG-4 compared their history lived experience in the 1940s to their current-day experience
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residing in Windsor. They mention the progression Windsor achieved yet still agreed with the
consensus about the city’s fear-driven leadership mentality in connection with oppression. This
assessment of Windsor aligns with I-1’s interview. I-1 described Windsor as a “work in
progress” and the need for growth in the community to achieve more inclusive leadership. FG-1
and I-4 both commented on the positive aspect of Windsor having pockets of inclusion within
the city, whether at workplaces or educational institutions. When organizations are intentional
about their inclusive strategies, they stand out according to participants. Similar to finding four,
finding five discusses how and why participants feel excluded from important community
decisions. They share their impression of language and communicative strategies utilized by
leadership positions to shed light on the lack of dialogue in Windsor.
Finding 5: The Lack of Inclusive Language and Communication
The lack of inclusive language and communication between Windsor leaders and
followers concludes the findings section. Participants highlighted two critical points about the
facilitation of dialogue in Windsor:
1.

if leaders make space and invite their followers to participate in open
conversations, inclusive leadership would be easier to attain.

2.

to be heard and acknowledged, followers must continue advocating for their
community needs.
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As mentioned in the literature review, the words used to invite people into conversations
can serve as an inclusive or exclusive action. I came to this finding’s conclusion by analyzing the
social needs of participants and their answers to determine strategies for inclusion in Windsor.
FG-1 and FG-2 both mentioned in the first key point that leaders in power should focus
on listening to advocates rather than excluding individuals. FG-1 suggested leaders should
“consider other people’s backgrounds [and intersectionalities] …to help bring Windsor together”
to grow the city. The theme of leaders making space for advocates to engage and share
leadership takes part in the other focus group. FG-3 stated that leaders need to be deliberate
about their actions and strategies for leadership inclusion. They discussed the incorporation of
deliberate policies to “make space for everybody” in the workplace to achieve diversity, equity,
inclusion and representation. FG-4, however, disagreed with FG-3. FG-4 understood FG-3’s
argument but explained how capitalism, individualism and hierarchy make it extremely
challenging to be inclusive, so they suggested taking the initiative to advocate for more inclusive
leadership. It brings us to the second key point about supporting more inclusive leadership in
Windsor. FG-5 said their preferred communication of promoting or calling in youth and diverse
groups to participate is an opportunity for them to “be heard so they will have a voice in creating
a more inclusive Windsor and a better Windsor for them.” Participants feel that the messaging is
inadequate to engage diverse populations and the accessibility to participate in dialogue makes
these leader-follower gatherings inequitable. FG-2 mentioned the lack of accessibility to
participate in community conversations due to transportation, finances, or medical issues. In
agreement, FG-1 suggested solutions for accommodations to help leaders include followers in
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the dialogue. Participants desire actively inclusive invitations to engage in community dialogue
as a way for “everyone…to be involved,” asserted I-5.
Although participants suggested that leaders make space for those of diverse
backgrounds, followers place more effort into advocating for their inclusion. There is still a gap
between leaders and followers to meet in a neutral space. Identifying the need for inclusive
language and communication is the first step toward advocating for more inclusive leadership.
The following section discusses the findings and how the key themes answer the main research
questions.
Study Conclusions
My thesis aimed to understand my role as an advocate for inclusive leadership in the
social location of Windsor, Ontario. To further the inquiry, I asked how I might envision
inclusive leadership in the city and what strategies I may apply to promote inclusive leadership.
Based on the findings, my inquiry discovered challenges that Asian women leaders faced in
leadership and reflected on the intergenerational traumas impacting my leadership behaviours, all
while analyzing the current social reality in Windsor. The study’s conclusions are as follows:
1.

Identity and culture are tied to my leadership style.

2.

Intergeneration trauma factors into my leadership behaviours.

3.

Aversive racism is difficult to acknowledge and name.

4.

Inclusive leadership begins with safe dialogue.
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How Might I Advocate for Inclusive Leadership in Windsor, Ontario?
As I answered the main research question in this thesis, I came to three conclusions:
acknowledging the influences of my leadership style: identity and intergenerational trauma, selfadvocacy, and facilitating relationship development.
Identity and Culture are Tied to My Leadership Style
When determining the themes of compassion and acceptance as my leadership strengths,
I noticed how the literature on Asian women in leadership directly connected with my leadership
experiences. This observation unravelled a whole new perspective on my leadership style
influences. As a leader marginalized by age, race, and gender, I felt the challenge of navigating a
tricky space between intrapersonal leadership expectations and Westernized leadership views
which mirrors the literature about Asian women in leadership.
According to Zhang and Shi’s (2021) qualitative analysis, Chinese Canadian leaders
“struggle to fit in the non-inclusive, or fit ‘preferred’ leadership prototypes’; they [experience]
racial and gender bias [and] lack of mentorship” (p. 33). My ability to accept others for their
unique differences was something I desired deeply as someone who often felt excluded or
tokenized as a leader. Because I struggled to fit the leadership prototype, I heavily relied on
compassion and relationship-building to gain the trust of others in my network. Furthermore, my
similar experiences of experiencing discrimination helped me understand why I felt excluded in
the community. Referring to the literature review in chapter two, I felt the effects of the bamboo
ceiling when working in sports or management roles as I struggled to progress in my career
within the white male-dominated industries (Hyun, 2005; Kim, 2017; Lee, 2019; Lu, Nisbett &
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Morris, 2019). My lack of opportunities to take on leadership roles or challenge myself as a
leader led to a high workplace turnover rate.
An example of my challenge facing value acculturation contributing to my bamboo
ceiling is receiving feedback to be more assertive and outgoing like a Western leader (Hyun,
2005). Growing up, I was taught to listen with intent to respect others in conversation. As an
introvert, I also struggled with the inauthenticity of being outgoing to fit the Western leadership
prototype. My leadership experiences replicate the literature and pose an example of Asian
women leaders face challenges. When discussing the double minority label, I reflected on
various occasions when I had the intuitive feeling of discrimination based on my race or gender
(Kim, 2017). I wrote about an example of this in my autoethnographic journal; I described a
situation in my sports management class where I was the only woman of colour, and in a group
project, I was ignored in the conversation and talked down to when I tried to get my point across
to my male counterparts. Turner (2002) and Sanchez-Hucles and Davis (2010) explained how
Asian women felt “socially invisible,” which is the experience I had working with this group (p.
175). Stepping out of the stereotype of being a submissive and passive woman, I was
reprimanded by my classmates (Zhang & Shi, 2021). By understanding the dominant leadership
culture and its challenges, I can better strategically navigate the workplace with the knowledge
from the literature. This research informs me about the barriers that I face and other Asian
women leaders; it also creates an opportunity for me to advocate on behalf of my community to
call academic researchers to learn more about Asian women in leadership within Canada.
From the perspective of answering the research question about how I might advocate for
inclusive leadership in Windsor, I demonstrate my competency to overcome adversity by role
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modelling inclusive leadership with compassion, acceptance, and acknowledgement of others.
“[I am] empathetic. I feel and understand [others] strongly even though I may not be able to
define it,” and leaning into my strengths is beneficial to my leadership style when working in
challenging spaces (Ma, 2021). With my compassionate approach and ability to facilitate
connection, I can support Windsor and future communities by bringing people together and
sharing my inclusive leadership and belonging knowledge.
Intergenerational Trauma Factoring in to Leadership Behaviours
Intergenerational trauma and its connection to my leadership maladaptive behaviours
was an unexpected finding. When comparing my written and vocal stories to the participant’s
stories from Bagchi’s (2017) study, I became aware of the similarities. Asian leaders discussed
their “learned passivity,” “psychological safety through basic economic systems [from colonial
rulers],” paternalism, and “operating with an unconscious fear of being rejected” (Bagchi, 2017,
p. 29-35).
Dismissiveness or passivity is attributable to one of the maladaptive leadership
behaviours from intergenerational trauma. Participants I-2 and I-5 reported how I neglected my
needs or dismissed issues about myself. In agreement with Bagchi (2017), I acted invisibly to
avoid challenging “colonial authorities” who were usually white managers in my workplace (p.
29). If I stood up for myself as the minority, I risked my social status and freedom to act without
micromanagement since rebellion could lead to distrust. The power dynamic of white maledominated workplaces made passivity a behaviour, not a choice, as the people in power could
influence my socioeconomic situation. As an employee, avoiding conflict is my method of
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coping because I was punished multiple times for disagreeing with authority figures, and it
correlated with my pattern of quitting jobs and moving in search of better opportunities (Bagchi,
2017). The complex cycle of maladaptive behaviours reinforced the dominant cultures of
leadership and my reactions to the situations.
Another relatable key finding from the interview to the literature about intergenerational
trauma came from I-2 and I-5’s comments about my willingness to advocate for others when I
see injustice but not for myself. According to Tcholakian, Khapova, van de Loo and Lehman
(2019), one of the “leadership values stemming from collective trauma” included “[establishing]
an environment that is fair and just” (p. 6-8). Leadership, to me, is connected to justice and
advocacy tied to my family’s roots and plays a role in my leadership style. The learned
psychodynamic behaviour makes me confident to call out injustice when it arises. Schwarz
(2000) and Turner and Mavin (2008), as referenced by Tcholakian, Khapova, van de Loo and
Lehman (2019), claimed that a moral compass is transmitted through the collection of traumas
throughout generations. Voicing my opinion as a form of protest also symbolized my rebellious
actions, as described by Bagchi (2017). Instead of conforming to white supremacy and
paternalism rules, I refuted the opinions of male leaders as shared in my autoethnographic
journals. I often opposed the reasoning of paternalistic figures in my leadership experiences
because I held different values and beliefs than my counterparts.
As referenced in chapter two, Bagchi’s (2017) thesis on colonial intergenerational trauma
named my leadership coping mechanisms strive to appease white communities. Recognizing this
pattern of behaviour is the first step toward unlearning trauma-affected coping and relearning
new skills like self-advocacy. Autoethnographic journaling created a safe space to reflect on
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uncomfortable leadership experiences. When sharing my history and leadership fears in the focus
groups, I learned to acknowledge my racial and intergenerational traumas. It shifted into a
healing moment as I told my stories to the trusted participants, I invited to the focus groups. In
the past, I chose to hide the traumas I experienced and keep them to myself; little did I know that
those pent-up emotions would impact my attitudes and behaviours as a leader. Listening to the
participants’ feedback on my leadership assessment and recommendations helped me gain
perspective as to when my behaviours are triggered and how I can improve my skills.

Naming Aversive Racism, Capitalism and Individualism in Windsor
Naming white supremacist structures that trigger intergenerational traumas and
maladaptive coping mechanisms is essential to the recovery of Asian leaders (Bagchi, 2017).
Chapter four, finding four, called out the aversive racism in the city’s values and the undertones
of capitalism and individualism within the community. FG-3’s summary of “[Windsor bragging]
on [the fact that there is so much diversity], [yet] our institutions don’t reflect the makeup of [our
residents]” is a core example of the city’s inability to acknowledge the aversive racism in
existence. The recognition of aversive racism, social exclusion and a need for collaborative
problem solving is an actionable first step to easing into addressing the more significant issues.
Referring back to the literature review, Miller and Katz (2002) asserted that the values of
sameness and status quo are barriers to inclusive leadership; however, in Windsor, there are
struggles to discern diversity from inclusion. The fear-driven leadership mentality in Windsor, as
described by FG-4, produces a scarcity effect where people are afraid to share the abundance of
power and space (Hassanein, 2015). The fear of changing to dismantle the structures of white

ADVOCATING FOR INCLUSION

54

supremacy which protect those who hold power prevents the achievement of inclusive
leadership.
When discussing aversive racism, capitalism, and individualism, a neutral space for safe
dialogue will be necessary for storytelling and getting key messages across to leaders (Senge,
2006). FG-1’s suggestion to “take into account other people’s backgrounds [and
intersectionalities] …to help bring Windsor together” addresses colour-blind racism and
acknowledges the act of including individuals for their differences (DiAngelo, 2018). Creating a
psychologically safe space for everyone to contribute equitably is essential to the process of
change in Windsor (Nembhard and Edmondson, 2006). Although it may not seem attainable
immediately, building the momentum of inviting diverse advocates throughout the community
for relationship development will lead to sustainable, inclusive growth in leadership (Attwood,
2011; Bortini, Paci, Rise & Rojnik, 2006; Lin, 2015; Nembhard and Edmondson, 2006; Senge,
2006; Wuffli, 2016).
How do I Envision Inclusive Leadership in Windsor?
The most significant component of inclusive leadership is the feeling of belonging:
“[feeling] confident that you will fit in and feel safe in your identity” (Riley, 2017, p. 4).
Belonging pertains to the exchanges between people and the development of culture and its
symbols, behaviours, interactions, languages, messages and reflexivity (Agger, 1992; Howard
Ross, 2012). Throughout my reflections, my experiences of social exclusion led to an inquiry
about inclusive leadership. Because I rarely felt I belonged in workplaces, I dreamt of and strived
to create inclusive environments for my teams. In agreement with Howard Ross (2012), I believe
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belonging encompasses the “acceptance and legitimization that can reflect and promote changes
in intergroup relationships”; therefore, I lead with an inclusive approach by starting each
interaction with the acknowledgement and acceptance of others (p. 7).
As explained by I-3, my inclusive approach stems from my acknowledgement of diverse
individuals and accepting their differences. For instance, when leading a training program, I
coached at a constant pace that could follow the majority could follow. Still, I purposefully made
space for people to participate in dialogue, ask questions, or take a break. This example
demonstrates how I call in group members to share space and leadership, which is how I imagine
inclusive leadership in Windsor to be: welcoming, collaborative, and shared (Howard Ross,
2012; Lin, 2017, Senge, 2006). I believe that the power of an invitation to engage in dialogue can
be very successful in attaining inclusive leadership because the gesture of reaching out to groups
is symbolic of relationship building (Howard Ross, 2012). To expand my vision of inclusive
leadership in Windsor, I address diversity in leadership representation.
My reflections depict a vision where people of all backgrounds can feel like they belong
in leadership positions in the Windsor community. Inclusive leadership in the form of diverse
leadership representation is the most impactful vision I can imagine. In alignment with the
findings from I-2, I-3, I-5, FG-1, and FG-3, …diversity in “race… nationality… gender…
sexuality” and other intersectionalities “need to be involved” but needs to be safe for individuals
to participate (I-2, I-5 & Nembhard and Edmondson, 2006). The power of connection and
acknowledgement from diverse leaders can initiate relationship-building between groups within
the community (Howard Ross, 2012). Diversity in leadership creates equitable opportunities for
all and provides leaders with the agency to act, making leadership inclusive to all (Bortini, Paci,
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Rise & Rojnik, 2016; Brown, 2019; Lin, 2017). This specific detail about inclusive leadership
also allows leaders and followers to engage. Participants from the focus groups highlight the
importance of effective communication by making space and accommodations to share power
with the community.
Finally, I want to refer back to the emergence of participants' lack of answering the
question about their vision of inclusive leadership. Participants did not clearly state their vision
of inclusive leadership in the city. This result could be due to the lack of clarity in how I, the
researcher, asked the question and the lack of knowledge or opportunity to experience inclusive
leadership. The critical finding implicates that there is a need for improvement in the research
question preparation and communication clarity on certain leadership topics.
What leadership strategies might I implement daily to work toward a more inclusive Windsor?
One of the most potent things I reflected on in my journal was my feeling “to suppress
[my emotions]. I felt powerless”. When rereading my acknowledgement of my emotions, I signal
a need for change in my self-awareness. In alignment with participants’ recommendations to
practice self-advocacy, one of the strategies I plan to implement daily is checking in with my
emotions (I-1; I-2; I-5). In the past, I dismissed my intuition and feelings as a way to cope with
the discomfort, but that maladaptive practice was not sustainable in the long term. Being present
and observing my feelings is a way for me to develop self-compassion, as discussed with my
feedback partners. Another strategy or strength I will leverage is my social comprehension skills.
My ability to take the initiative and gauge the energy in a group assists me with relationshipbuilding (I-3; I-5; FG-2). In turn, I can directly support the people within the community.
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Discerning the differences in my leadership experiences as a young Chinese Canadian
woman and recognizing existing white supremacist structures is the first step toward advocating
inclusive leadership. The study assessed the individual and systemic components of inclusion in
Windsor to provide a broad foundation for change. The foremost recommendation from
participants is to work on my self-advocacy. To have the capacity to help others, I must show
self-compassion and stand up for my beliefs to regulate authenticity as a leader. Then, I can
leverage my empathy and relationship-building skills to advocate for inclusion within
communities. Naming white supremacy, aversive racism, and exclusion acts will need the whole
community's participation and guidance from diverse leaders coming together. Inclusive
leadership cannot be reached if the barriers to inclusion are intangible. Recognizing these
systemic structural barriers creates a segue for collective healing and growth. The following
section discusses the limitations of this study and future opportunities for inquiry.

Scope and Limitations of the Inquiry
The first limitation regards the methodologies I applied for this thesis. By conducting
first-person action research, potential bias from auto-ethnographic journaling presents itself.
Reflecting on memories and experiences as a part of the methods makes my research vulnerable
to questioning; for that reason, I included second and third-person inquiries such as interviews
and focus groups on backing my journaling method. Additionally, I often consulted my thesis
supervisors and feedback partners to discuss my personal leadership development throughout the
process to reduce bias. By critically examining situations from various perspectives, I created a
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support group that challenged and stretched my comfort zones while delving into topics such as
racism, trauma, exclusion, inclusive leadership and healing.
Next, a personal limitation in this study was identifying a leadership mentor with similar
intersections. My current academic network was limited in my selection for guidance, and as I
conducted the studies, I felt I was missing a relationship in the learning process. This limitation
is comparable while I researched the topic of Asian women in leadership within Canada. The
lack of literature on the issue impacted how I framed my thesis. With majority of the studies
about Asian women in leadership coming from American literature, the differentiation in the
social constructions made it more challenging to understand the realities of Canada. Although
there is a significant gap in the literature, it presents an opportunity for more Canadian
researchers like me to inquire about the topic of Asian women leaders in Canada. The issue of
intergenerational trauma and its connection to leadership is also lacking in the literature. There is
a call for urgency in academia to study the effects of intergenerational trauma on leaders. The
limitations signal a need for investment into these topics to expand our knowledge of them.
Chapter five will review the recommendations and implications for future inquiries in the
literature.
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Chapter 5 Inquiry Implications
Study Recommendations
Based on the study’s findings and conclusions, I created two recommendations to
advocate for inclusive leadership in the Windsor community:
1. Practice self-compassion as self-advocacy.
2. Create invitations to participate in safe dialogue to build relationships.

Self-Compassion and Self-Advocacy
Self-compassion is the ability to “observe ourselves with curiosity rather than
judgement”; the mindfulness of self-compassion can help with the internal healing required for
leadership (Choudhury, 2021, p. 57). One of my feedback partners mentioned that healing is a
concept that lasts a lifetime; this statement resonated with me because growth requires us to
reflect on the past and present and change accordingly for the future as we learn about who we
are. Our social identities influence the relationships and communities we belong to and give us
the power to contribute to today’s history (Jewell & Durand, 2020). As I implemented the
practice of pausing and living in the present from the first feedback cycle, I learned about my
ability to better listen to my embodied emotions and identified the judgement in my writing.
Self-compassion acknowledges my thoughts and then helps me discern them from the absolute
reality (Magee, 2019; Siegel, 2010). The daily practice of checking-in in a compassionate way to
improve my self-advocacy. I recommend that I continue observing my behaviours with
compassion to become more comfortable taking up space.
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To expand on myself-compassion, I recommend practicing self-advocacy by finding
communities that value inclusivity and leaning into my passions. I want to embrace authenticity
in my leadership, and I cannot do so when I participate in socially exclusive places. The two
practices of self-advocacy I intend to work on are my assertiveness and communication required
for personal change. In alignment with a study referenced by Harris (2008), I, like many other
minority students, adapted to the colonial structure of education and workplaces without
considering my needs to succeed. Self-compassion and reflection can move me toward further
empowerment to communicate assertively and authentically. Recognizing the situations where I
struggle to be assertive and finding ways to speak with intention will be a practice of behaviour I
can address moving forward (Schena, Rosales and Rowe, 2022). The time I take to observe
interactions and behaviours in an environment will help me shape my lens of belonging and
personal value with a system (Meibar, 2011; Lin, 2015; Senge, 2006). I want to enable my
curiosity to grow in safe spaces and having allies or sponsors with similar passions will be a
strategic move toward self-advocacy (I-5). I can achieve self-advocacy as I unlearn maladaptive
coping mechanisms and learn to build on my strengths with creative partnerships. My leadership
development presents an opportunity to influence the relationships around me (Wuffli, 2016).

Create Invitations to Participate in Safe Dialogue to Build Relationships
As discussed in chapter four, my relationship-based approach makes it easy to create
inclusive spaces for interconnectedness; moreover, I recommend leaders in Windsor and myself
to work toward inclusive leadership, starting with an invitation to engage in safe and open
dialogue (Howard Ross, 2012).
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Zandan and Shalett (2020) suggested creating audience-centered language, demonstrating
subject expertise and openness to multiple perspectives, and demonstrating authenticity to
improve inclusive language and communication. Specific to inclusive language, an example of
this form could be asking intentional questions to engage the audience or addressing the group as
a whole versus singling individuals out (Zandan and Shalett, 2020).
My suggestion for bridging the gap, which is the lack of clear communication between
leaders, is to begin analyzing how leaders communicate to residents and asking if the
communication methods are audience-centered and accessible to all. Although it is challenging,
Fabio Costante, ward two's city council representative, demonstrates a strong connection with his
community (Jain, 2018). By hosting his community-dedicated blog and making time to meet
with constituents to stay accountable in his leadership position, his open channels of
communication allow for the reception of feedback and authentic, consistent relationship
development (Costante, 2022; Jain, 2018; Zandan and Shalett, 2020). This community-centered
framework of inclusion permits relationship growth to generate creative projects that uniquely
benefit the group and offer residents the opportunity to take ownership to participate in their
community development. Forming relationships with allies, both leaders and followers, is a
collective strategy to assist with social change. For the community to move forward together,
creating trusting relationships will be essential to forming safe spaces and belonging (Attwood,
2011; Meibar, 2011; Nembhard and Edmondson, 2006). I recommend individuals also call in
leaders and followers to actively advocate for inclusive dialogue centered around power-with or
power-to the people, meaning that there is a community space created for anyone to bring
suggestions regardless of their background. This could look like a community of practice or
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event gatherings to welcome a diverse set of individuals into conversations for change. Power
plays a challenging role because it gives a powerful advantage to specific people or limits access
to decision-making, resources, connections or even time (Hassanein, 2015). It takes away the
equity in relationships due to its association with oppression, privilege, and colonialism.
Moreover, power to the people can be constructive in the shared responsibility of leadership and
participation (Bortini, Paci, Rise & Rojnik, 2016; Brown, 2019).
The recommendation to send invitations is a simple action-oriented solution to start
inclusive community leadership. With a set of agreed-upon guidelines, it is possible to create
space for dialogue. Like my leadership recommendation, compassion will be a primary factor in
holding safe spaces. Showing compassion can allow participants to develop trust in their
relationships with one another. After that, the community has the chance to grow together
intuitively.
The recommendations to practice self-compassion and self-advocacy and to spark change
with an invitation to dialogue is the next step toward co-creating inclusive leadership in Windsor.
To conclude the scope of my inquiry, I share my implications from this study to support future
questions of the exact nature.
Implications for Future Inquiry
This first-person action research is very personal and vulnerable. I believe that selfinquiry and reflection are essential for personal leadership development; however, academic
dissemination of personal development can be overwhelming. I wrote this thesis during a very
turbulent time while the COVID-19 pandemic occurred when anti-Asian hate was distinctly
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present and during the anti-vaccination protests in Windsor, where I resided. The experience of
research itself was very challenging due to environmental factors. The main implication of firstperson action research is for the individual to ask themselves if they are safe enough to share
something very personal in public. The storytelling voice can be compelling as it guides the
narratives of social identities, but it can be painful. By assessing the risks, the individual can
respectfully develop their boundaries of sharing their voice in the community.
From a systems perspective, research about intersectionality, racism, and white fragility
can also trigger feelings of discomfort within the community. Approaching racism from an antiracist lens is empowering and hopeful. Yet, it takes a copious amount of inner work and
connection with allies to make space to address these issues. The time required to process the
unpredictable result of calling in or out the injustices is boundless. I recommend future inquiries
hold a fair amount of time and space to sit with the thoughts, feelings, emotions, and words
which arise both alone and with others.
Finally, I encourage more researchers to invest time into first-person action research. I
believe that the healing and learning derived from the experience will positively impact those
around us. If possible, I encourage researchers to approach it from an anti-racist CRT
methodology because of the social constructionist nature of acknowledging the intersections of
individuals. CRT is an open and inclusive, forging space for researchers of all backgrounds to
contribute while respecting those who paved historical accomplishments in the academic
community.
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Summary
As a young Asian-Canadian woman leader, I am proud to conclude my thesis with an
empowered mindset and a new understanding of my leadership contributions from a systems
perspective. The incorporation of CRT into my self-inquiry encouraged more internal dialogue
from a place of curiosity and mindfulness. Counter-storytelling with unconditional support from
my network gave me the power to advocate against the narrative about Asian women in
leadership roles. The combined dialogue within my journals, the interviews and focus groups
created a space for compassionate observations required examine community relationships and
gaps (Burns, 2020; Stroh, 2015). From the study conduct emerged a call for the development of a
safe space where diverse leaders can hold conversations guiding positive change. In turn, the
results also recommended I advocate for inclusive leadership by practicing self-advocacy to
improve my stamina for this critical work. My research supported the literature on the topics of
Asian women in leadership and intergenerational trauma in hopes to broaden the scope of
understanding in these spaces to support future leaders and researchers. A self-inquiry may not
be for all as the emotional labour required for such open reflection on one’s social identity can be
tough; however, I challenge leaders to pursue the exploration of their relationship with the world
to better understand the stories they write to one day pass down to the next generation of leaders.
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Appendix A: Email Invitation and Information

Good afternoon ____________,
My name is Bowaine Ma and this thesis project is a partial requirement for
my Master's of Arts in Leadership at Royal Roads University. To confirm my credentials
with Royal Roads University can be established by calling Dr. Catherine Etmanski,
Director, School of Leadership.
I invite you to be a part of the interviews and a focus group for my thesis capstone:
You are invited to participate because of your experiences leading in the Windsor
community. However, you are not required to be a part of the project. Should you choose
to decline the invitation, or decide that throughout the process you would like to
withdraw, you can do so in confidence.
From this experience together, we hope to explore ideas and strategies that could assist
the community and support each individual in their roles as leaders in the Windsor
community.
A 30-45-minute one-to-one interview will be held in early January 2022. I anticipate that
the 1hr focus group will be held in late January 2022.
To finalize your participation, I attached a consent form in the email. In the form, I ask
you to consent to an audio-visual recording for dialogue transcription purposes in
addition to consenting participating in the talking circle and interview. Please note that
after the findings are confirmed, the recording will be deleted. To inform you ahead of
time, a transcriptionist will be a part of the data collection process. S/he will have signed
a confidentiality agreement to protect the identities and privacy of participants.

Feel free to contact me if you have any questions through this email or by phone.
Thank you for your consideration to participate,
Bowaine Ma
Thesis Candidate at Royal Roads University
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Appendix B: Consent Form

Advocacy for Inclusive Leadership in Windsor, Ontario
I invite you to be a part of the talking circle for my thesis capstone. This thesis project is a partial
requirement for my Master's of Arts in Leadership at Royal Roads University.
To confirm my credentials with Royal Roads University can be established by calling Dr.
Catherine Etmanski, Director, School of Leadership, the capstone head.
By signing this consent form, you agree to voluntary and informed consent to participate in the
talking circle and a one-to-one interview. At any time, should you decide to withdraw from the
study, please inform Bowaine Ma.
Please note that your valuable ideas and opinions will appear in the report itself. However, no
personal information such as your name or personally identifiable information will be used to
attribute those comments to you.
This research project has been approved by the RRU Research Ethics Board. If you have any
questions regarding your rights as a research participant, please contact the Office of Research
Ethics at ethicalreview@royalroads.ca.
The interview will be held in early January. The focus group will be held in late January. Each
session will be scheduled based on the availability of participants.
1. I consent to the audio-visual recording of my participation in the one-to-one interview and
storytelling circle. I understand that the recordings will be held one year after the study is
conducted. All recordings will be deleted after the year.
2. I understand that all the information provided is confidential within the focus group and respect
other participants by not sharing identifying information outside of the group.
3. I understand that all the information provided is confidential within the talking circle and respect
other participants by not sharing identifying information outside of the circle. However, I
acknowledge that confidentiality from other participants is not guaranteed.
4. I am aware that a pseudonym will replace my identity in the findings to maintain my
confidentiality. I can request to use my real identity should I desire.
5. I understand that a participating transcriptionist and job shadower signed a confidentiality
agreement prior to the talking circle to protect the privacy of participants and the data incurred.
6. I consent to using Zoom as the platform for participation and recording for the one-to-one
interviews. This online method will be hosted on Zoom where data may be stored in the USA.
Data stored on servers in the USA may be subject to examination by the US government under
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the USA Patriot Act. While this likelihood is small, I am required to let you know this possible
risk.
7. I understand that once I contributed data or information, I can withdraw consent from the one-toone interview or focus group but cannot withdraw submitted data.
8. By participating, I have not waived any rights to legal recourse in the event of harm from the
study.
I have read and understood the entirety of the consent form and agree to participate in study.

Name: _________________________________________
Signed: ________________________________________
Date: _________________________________________
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Appendix C: Inquiry Team Member Letter of Agreement
Thank you for considering a position as an Inquiry Team Member for this thesis. Should you
have any questions or concerns about the role, feel free to contact the lead researcher Bowaine Ma..
Any questions about the researcher's credentials with Royal Roads University can be established by
contacting the director of the School of Leadership Dr. Catherine Etmanski by email
Catherine.etmanski@RoyalRoads.ca.
Role Description
As a voluntary Inquiry Team Member, you may be asked to consult the types of questions asked to reduce
bias, inquire upon the research methods and participate in feedback dialogue. The description of your role
will be further determined as we proceed with the study.
Confidentiality of Inquiry Data
To protect the participants in the inquiry, we follow the Royal Roads University Research Ethics Policy,
all confidential data, including identities, and information that are accessible to Inquiry Team Members
are to be solely used in the study itself. All audio-visual and written data is bound to this agreement.
If you agree to the following letter, please sign below.
I have read and understand the Inquiry Team Member Letter of Agreement.

Name: _________________________________________
Signed: ________________________________________
Date: _________________________________________
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Appendix D: Transcription Confidentiality Agreement
CONFIDENTIALITY AGREEMENT

All personal and other confidential information accumulated by the contractor / research
assistant will be used only in the performance of contract / project functions and must not
be disclosed to anyone other than persons authorized to receive it, both during a contract
period and beyond it.
Recorded information in all formats is covered by this agreement. Personal information
includes names, contact information, opinions, and any other information of identifiable
individuals.
Personal information will be collected, recorded, corrected, accessed, altered, used,
disclosed, retained, secured and destroyed as directed by the project supervisor.
Contractors and employees who are uncertain whether information is personal or
confidential will check with the supervisor.

Statement of Agreement
I have read and understand this agreement.

___________________
__________________
______________
Name

Signature

Date
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Appendix E: Draft Interview Questions

1. Tell me a story where you felt included when we were working, volunteering, or
interacting together.
a. As a follow up to that question, what parts of that interaction made it memorable
for you?
2. What behaviours, attitudes, or actions do you envision me demonstrating when
advocating for inclusion in Windsor?
3. What are some gaps you observe in Windsor that promote exclusion?
4. How might I be able to contribute to a more inclusive Windsor?
5. What feedback would you like to share with me to help me grow as a leader?
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Appendix F: Focus Group Questions
1. Could you please share a story or moment where you felt included when we were
working, volunteering, or interacting together?
2. What might advocacy for inclusive leadership look like for me?
3. What are some gaps you observe in Windsor that promote exclusion?
4. How might we advocate for inclusion together in these areas?
5. How do you envision inclusive leadership for you and your community?
6. Let’s brainstorm and create a vision together as to how we see an inclusive Windsor.
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