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ABSTRACT 
 

HOW DOES INTERCULTURAL COMPETENCE (IC) MANIFEST WITHIN  

THE COMMUNITY NETWORK OF MT SPACE? 

 

Kim Davids Mandar    Advisors: 

University of Guelph, 2021   Dr. Al Lauzon 

      Dr. Kimberley McLeod 

 

 Intercultural Competence (IC) is a term (among a myriad of similar terms) used to de-

scribe the ability to contribute to “…improving human interactions across difference, whether 

within a society (differences due to age, gender, religion, socio-economic status, political affilia-

tion, ethnicity, and so on) or across borders” (Deardorff, 2019, p.5). From a developmental per-

spective, this capacity can be described by certain attitudes, conditions and capabilities along a 

continuum of expertise. By examining relationship patterns through the lens of Bennett’s Devel-

opmental Measure of Intercultural Sensitivity (DMIS), and applying Hammer’s psychometric 

measurement tool, the Intercultural Development Inventory (IDI), this inquiry takes a close look 

at the collective which encircles a renowned professional theatre company that is dedicated to 

intercultural practices and social justice-oriented community engagement in Canada. This quali-

tative constructivist approach examines how IC was apparent within the social network of MT 

Space during their 2019-20 artistic season. 

 

 

  



iii 

 

DEDICATION 
 

 This work is dedicated to all who are committed to working collaboratively with a wide 

range of people to build a society that is unified and just, equitable and healthy: We are moving 

steadily along a far-stretching path of learning through social action. May you be safe and well. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



iv 

 

ACKNOWLEDGEMENTS 
  

 I would like to thank my Advisors, Dr. Al Lauzon and Dr. Kimberley McLeod, for agree-

ing to support my journey into qualitative research. Along with these fine scholars, I wish to 

share my gratitude for all the SEDRD professors and fellow graduate students with whom I en-

joy deep learning and teamwork. I would also like to thank Dr. Ric Knowles, Professor Emeritus 

at the University of Guelph, for inviting me to serve as a research assistant for his ongoing work 

about international theatre festivals. I would also like to acknowledge the helpful support of Dr. 

Lynne Mitchell, a seasoned educator in the field of IC development, who reviewed the work and 

challenged my assumptions. 

 This work would have in no way been possible had not the team at MT Space been will-

ing and accommodating of my efforts. In this group, special thanks goes to Majdi Bou-Matar, 

Pam Patel, and Bó Bardós, at whose response to my request I quickly felt a welcome member of 

the MT Space community. Through their trust and openness, this inquiry was given access to the 

heart of the matter.  

 I wish to express profound gratitude to my colleagues in the Bahá’í community with 

whom I learn about aspects of unity and collaboration with every effort of study, devotion and 

service amongst a vastly diverse group of dedicated volunteers. Most importantly, I wish to 

thank my family: Howard, Aniesa, and Brandon, and my extended family and friends. Your sup-

port has been essential and appreciated. 

 

 

 



v 

 

TABLE OF CONTENTS 
 

 

ABSTRACT ii 

DEDICATION iii 

ACKNOWLEDGEMENTS iv 

TABLE OF CONTENTS v 

LIST OF TABLES vii 

LIST OF FIGURES viii 

LIST OF APPENDICES ix 

1 CHAPTER 1 1 

1.1 INTRODUCTION 1 

1.2 PROBLEM STATEMENT 6 

1.3 RESEARCH GOAL 6 

1.4 METHODOLOGY 7 

1.5 SIGNIFICANCE 10 

1.6 LIMITATIONS AND ASSUMPTIONS 10 

2 CHAPTER 2 13 

2.1 LITERATURE REVIEW 13 

2.1.1 Willingness and Intentionality 13 

2.1.2 Learning Processes 18 

2.1.3 Theatre for Social Change 21 

3 CHAPTER 3 27 

3.1 METHODS 27 

3.1.1 Rationale 27 

3.1.2 Bias and Positionality 28 

3.1.3 Data Collection: Mapping, Participant Interviews, Surveys, Direct Observation 31 

3.1.4 Intercultural Competence 36 

3.1.5 DMIS 37 

3.1.6 Intercultural Development Inventory (IDI) 43 

3.1.7 Validity 44 



vi 

 

4 CHAPTER 4 45 

4.1 CONTEXT 45 

4.1.1 Empowerment of Marginalized and Racialized Canadians 45 

4.1.2 MT Space 50 

5 CHAPTER 5 57 

5.1 FINDINGS 57 

5.1.1 Interviewees 62 

5.1.2 IDI survey respondents 63 

5.1.3 General Observations 63 

6 CHAPTER 6 98 

6.1 DISCUSSION 98 

6.1.1 Interviewees & IDI survey respondents 99 

6.2 LIMITATIONS 107 

6.3 CONCLUSIONS 108 

6.3.1 Recommendations & Further Research 114 

REFERENCES 118 

APPENDICES 126 

 

 

 

 

  



vii 

 

LIST OF TABLES 

 
Table 3.1: Data resources and locations        34 

Table 3.2: DMIS Category Descriptions        38 

Table 5.1: Distribution of coded data within DMIS categories     63 



viii 

 

LIST OF FIGURES 
 
Figure 5.1: MT Space Nucleus Forms     58 

Figure 5.2: Initial Growth      58 

Figure 5.3: Incorporation     58 

Figure 5.4: Expansion      59 

Figure 5.5: Board Established     59 

Figure 5.6: Widespread Performance     60 

Figure 5.7: New Leadership      60 



ix 

 

LIST OF APPENDICES 

 

APPENDIX A: Sample Interview Questions 

APPENDIX B: Sample IDI Individual Profile Report 

APPENDIX C: Sample IMPACT 19 Symposia notes, Day 1 Workshop



 

1 

CHAPTER 1 
 

INTRODUCTION 

 

Increasing our ability to collaborate in a wide array of situations with people of all cul-

tures is important. Not only are we experiencing increased global migration on our shared planet, 

but human systems are increasingly multicultural in their scope: These multicultural collabora-

tions range from multinational consortiums to interdisciplinary multi-stakeholder partnerships, 

from one-to-one interpersonal relationships to large and complex groups of participants who em-

brace a variety of worldviews. In these relationships, effective communication must be excellent 

intercultural communication. The purpose of such communication is to address collective goals. 

Without the ability to make meaning together through good communication, progress towards 

these goals can be significantly impeded. In this research I wanted to learn more about how inter-

cultural communication develops, strengthens, and may be targeted by organizations as a compe-

tence that can be leveraged for increased collective performance. 

When I first set out to design this research I was looking for a way to examine the role of 

art in building connection between Indigenous, settler and migrating populations in Canada. I be-

lieve there is a need for greater collaboration amongst these three populations in order to pro-

mote systemic change that allows for greater inclusion and equity: Change which addresses the 

existing imbalance in power structures and their resulting social consequences is needed in Can-

ada. In terms of context, I was curious about the power of the arts to weigh in on this task of 

building intercultural competence (IC) because of my previous experience with music and litera-

ture as powerful tools for learning and fostering personal transformation. As I refined my re-

search question, the scope narrowed to focus on one artistic community’s approach to fostering 
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greater intercultural collaboration in their work for social change: MT Space Theatre, in Kitche-

ner, Ontario. 

MT Space is dedicated to an embodied exploration of justice, with a specific focus on 

centralizing marginalized voices and stories through theatre. In its approach, the company is in-

tercultural, inclusive and their mission transcends the work of performance art to an intentional 

practice of community engagement for widespread social change. MT Space was founded in 

2004 and is recognized as a leader in intercultural theatre work (Knowles, 2017). 

Before launching in, I wish to point out that culture is not synonymous with race. Culture 

is, in broad terms, the shared goals and practices of a group of people with common habits, val-

ues and historical experiences. This could be along race lines but is not confined to them. We are 

all familiar with organizational culture, and corporate culture, for example. In this respect, where 

humans gather, there are a myriad of complex and overlapping cultures at play in the social ma-

trix of their interactions. These cultural groups are also dynamic within themselves.  

Now, in considering the Canadian context with respect to the power of the arts in social 

change, there is general acceptance of the power of the arts to explore and express human reality 

from an emotionally rich perspective. In a special issue of the American Journal of Community 

Psychology, researchers examined notable instances of grassroots arts-based initiatives that are 

“recognized worldwide as promoting personal growth, citizen participation, cultural awareness, 

and community development”. One researcher from this group noted that 

… central to art is its ability to evoke emotion. Additionally, art and art making are said 

to offer a fresh and often nuanced perspective on the familiar (Eisner 2008; National Art 

Education Association 1994). Eisner (2008) notes that learning to read art is learning to 

address what is subtle but significant to allow the individual access to a world previously 

unnoticed or unattended. Art is credited with the power to disrupt and provoke; to make 

the familiar strange and the strange familiar (Eisner 2008). Art has value for its own sake, 

for its cultural significance, and for what it evokes about the human condition. (Stein, 

2015, p. 70) 
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Similarly, the influential role of the arts in social change, in general, is widely accepted. How-

ever, its impact is difficult to measure. In an interview with author, social activist and filmmaker 

Naomi Klein, she points out that Canadian funding agencies do not only look at profit margins to 

decide what work to support. Rather, social justice and political transformation are prioritized, 

even though they are difficult to measure. Klein states that 

…all film can do, all books can do, is start a discussion. And 

you can’t measure, nor should you. You put an idea out into the world and 

you can’t control what’s going to happen. You just have to believe in the 

value of the production of ideas. (You have to believe in) taking ideas seriously,  

taking stories seriously. And I think it is dangerous to think that you 

can control the effects afterwards, much less measure them. (Yassi, et al., 2016, fore-

word, p. xx) 

 

It may be worthy to note that Klein grew up in the environs of her mother who used film for so-

cial change. A lifetime of modelling no doubt had a profound influence on Naomi’s current 

work, yet how can one measure this type of contribution to social change? 

Another example of social change through the arts which is difficult to accurately track 

and measure is the Fogo Island Project with the National Film Board of Canada. As Colin Low 

explains about this work with Dr. John Grierson who is considered the father of Canadian docu-

mentary filmmaking: 

It was a community development program in Newfoundland, well planned and well-

funded, that used film as a catalyst to generate local debate – to give local people a voice 

and even editorial control – and to provide those people with access to people in power, 

via film. Not one film but a whole series of mini-films. It was meant to be a step in incor-

porating media into the democratic process. The creation of a communication loop, as we 

called it. All of these are things one can imagine Dr. Grierson applauding. It seemed to 

work. It seemed to foster positive, creative social change. But there has never been any 

way of proving that film caused the change. Later projects substantiated the approach. 

Few were quite as dramatic. 

Fourteen years later, Fogo Island is one of the healthier communities in 

Newfoundland, and we can’t say for sure why it is that way. (Yassi, et al., 2016, p. 18) 
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Again, correlational and anecdotal narratives do not offer causality. However, the Canadian In-

dex for Community Well-Being (the result of an initiative launched by the Atkinson Foundation: 

A Canadian charitable foundation committed to social and economic justice, now housed at The 

University of Waterloo, which convened Canadian index experts to look at how to create a tool 

to measure the wellbeing of Canadians in 1999) includes Arts & Culture as a category of indica-

tors of social well-being. So, it might be inferred that arts and culture contribute, in a widely rec-

ognized way, to social change. This contribution can be assumed to be influential in both its in-

clusion and in its absence. 

 For my research, I chose to closely observe an arts organization that has a proclaimed 

mission of widespread social change. MT Space is a professional theatre company and my 

knowledge of professional theatre was largely limited to repertory companies such as Stratford 

Theatre Festival, Shaw Festival and Mirvish Productions in Toronto. As far as I knew, this type 

of professional theatre work was not focused on social change as its primary goal. While artistic 

work may contribute to increased social awareness and discourse, entertainment and increasing 

performance revenue seem to be top priorities for their organizations. 

 As I attempted to acquaint myself with theatre for social change, the work of Augusto 

Boal stood out. His techniques are regularly employed for social change through education. It is 

noteworthy that Boal’s techniques were forged in the fire of oppression. Beginning with News-

paper Stories, during censorship oppression in his native Sao Paolo Brazil, in which daily news 

was recreated and used as a springboard for dramatic improvisation, Image Theatre soon fol-

lowed when Boal was in exile in Peru. This was followed later by Forum Theatre, now used 

widely worldwide, and other theatre techniques Boal developed in his 15 years as a political ex-

ile following imprisonment and torture for the threat of social disruption caused by his work 
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(Kina & Fernandes, 2017, p. 242). The techniques themselves were embedded in processes of 

social change in a variety of socio-political contexts. 

 MT Space does not use Boal’s techniques and is not an overtly education-focused com-

pany. However, the aims of the company align with Boal’s work: They aspire to leverage the 

power of theatre practice towards greater individual and collective insight for ultimate social 

change. This engagement in transformation goes far beyond a performance-audience relationship 

of passive consumption. There is also likelihood that those involved with MT Space have had 

varying degrees of experience with Boal’s techniques.  

 MT Space Founder, Majdi Bou-Matar, arrived at the launch of MT Space with a history 

of personal experience with marginalization and oppression. He is also a professional actor and 

director with decades of experience. His efforts are driven by a passion for equity and a convic-

tion in the power of theatre and community engagement to achieve it. The devised theatre pro-

cesses around which MT Space work revolves, similar to Boal’s approaches, include improvisa-

tional workshopping of daily news, group reflection, and personal insight. MT Space relies on 

creating an embodied vocabulary for narrative unfoldment, rather than relying on imposed struc-

tural exercises, spoken words, or scripts. These MT Space techniques are evolving in a diaspora 

of complex immigrant culture with Majdi Bou- Matar at its centre. 

 Given this rich foundation of engagement for social change, I felt drawn to investigate IC 

development as it manifests in this community of intentional practice. This case study explores 

how intercultural competence (IC) shows up in the MT Space community network — a group of 

people connected to a company espousing a mission that is dedicated to personal transformation, 

intercultural collaboration, and social change. 
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PROBLEM STATEMENT 

 

 Intercultural Competence (IC) is an essential capacity for increased collaborative effi-

ciency in any organization, and research has yielded insight into what it looks like when an indi-

vidual or a team is good at demonstrating strong IC. What is less evident in the literature is what 

approaches actually lead to increased IC and how best to leverage both individual and systemic 

practices that both strengthen and sustain the ongoing development of IC. If these processes be-

come more familiar, the potential for leveraging diversity and inclusion practices can yield crea-

tive approaches for solving problems, can lead to increased equity and ultimately facilitate the 

increased well-being of communities: People can become more mindful of barriers to IC devel-

opment and as we attempt to work in groups, we can adjust our organizational processes accord-

ingly. A systematic and fruitful application of best practices towards this end could enable new 

vistas of human endeavour on every collective organizational front.  

RESEARCH GOAL 

 

 My research goal was to examine IC as it exists within and amongst the community 

members associated with MT Space Theatre Company. This was accomplished through a series 

of objectives: first, to map the relationships within the MT Space community network; second, to 

explore themes related to IC with various members of the MT Space Theatre network through 

personal engagement and participant observation; third, to assess the IC of various members of 

the MT Space participant network using the IDI assessment tool (a psychometric measurement 

survey designed to assess respondents along a continuum of IC development). 
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METHODOLOGY 

 

 This is qualitative research in the form of a single case study, approached through a con-

structivist worldview: One assumption is that the reality being examined is one that is subjec-

tively co-created by a group of invested human participants. Themes and patterns of meaning 

emerged in the data which was collected via open-ended interviews, participant observation and 

document retrieval. It is an ethnographic inquiry, attempting to consider the research questions 

from the point of view of the culture of MT Space. The unit of analysis lies in the interpersonal 

relationships and relational dynamics arising in the community network emerging from MT 

Space where evidence of IC appears. Making observations in the natural setting is one of the fea-

tures of qualitative research, which, in my opinion, was well-suited to this inquiry given the com-

plexity of this community network. Validity was strengthened through a triangulation of data ob-

tained through interviews, IDI assessments, collaborative inquiry using archival sources, and in 

situ participant observation. 

 I began the study by visiting a first year theatre studies class at the University of Guelph. 

This group was planning to attend the IMPACT 19 Festival, and I had the opportunity to share 

my research plan and invite them to participate. I later had the chance to be in the audience with 

members of this group at a few of the performances at IMPACT 19, which afforded me some 

time to connect with them in informal conversation both before and after the performances. One 

of these students also agreed to complete an IDI survey and subsequent debrief interview. 

 During the preparation for the Festival, I had a lengthy interview with MT Space 

Founder, Majdi Bou-Matar. Rich data was also collected through my participation in the IM-

PACT 19 concurrent symposia: This event, Erasing the Margins, has always happened simulta-

neous to the Festival. The conference is dedicated to bringing together Indigenous and culturally 
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diverse artists and educators from across the country and around the world to discuss what it 

means to “erase the margins”. It is a consciously constructed space to challenge processes of 

“art-making, collaboration, and the creation of diverse and equitable theatrical and social 

spaces”. It is intentionally planned in a way that participants will “carry these approaches back to 

their respective communities and apply different methodologies to their work” (IMPACT 19 Fes-

tival Program).  

 I participated as an audience member for IMPACT 19 performances, mingled with con-

ference goers in coffee shops, restaurants, venue lobbies, and on the street. Post-festival, I at-

tended an MT Space youth forum performance at the Kitchener Public Library where I had an 

opportunity to engage in conversations with a local high school Principal, several high school 

teachers, social service providers, an Indigenous community member who often attends these 

performances, and MT Space volunteers. I attended the MT Space AGM meeting, where I met 

long time volunteers, artistic associates and Board Members. I also spent time with MT Space 

administrative staff through several visits to the office, where I was generously welcomed to 

grab a desk and do my work. During these times in the field, I took field notes, gathered event 

materials, made contacts and invited people to participate in interviews and the IDI study. Inter-

views were conducted in offices and through online video conference. Those interviews were 

recorded for transcription and analysis. The IDI survey was administered through the IDI LLC 

online platform, which also generated the results. Receipt of these survey results led to online 

video conferences and in person meetings with survey respondents for debriefing and further 

conversation related to their DO and PO scores (see Methods Chapter 3), and intentions for ad-

vancing along the IC development continuum. Finally, I was hired to be a Research Assistant for 

Dr. Ric Knowles to assist with research about International Theatre Festivals. Through this work 
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for Dr. Knowles, there was further post-mortem contact with the MT Space team that focused 

specifically on IMPACT 19, and there was an opportunity to have relevant conversations with a 

seasoned researcher.  

 An inductive process ensued where themes and points of interest were identified in the 

data. In qualitative design, the meanings attributed to the data by participants is an important part 

of analysis. These meanings gradually emerged through reflective dialogue and follow up inter-

views. Once transcription of interviews was complete, NVivo software was employed in the cod-

ing and analysis part of the research process. Emergent themes were identified, coded and re-

vised through triangulation of data sources. As pandemic restrictions continued throughout the 

analysis process, paper-based coding was adopted in addition to the initial NVivo work, since ac-

cess to IT support was limited from home. IDI survey results were noted and shared with re-

spondents during their debriefing interviews. Ongoing literature review assisted with analysis as 

themes emerged and patterns were identified. The conceptual framework provided by Bennett’s 

Developmental Measure of Intercultural Sensitivity (DMIS) and aspects of transformational 

adult learning theory and experiential learning theory were considered (see Literature Review). 

This process of analysis was also influenced by my concurrent work in investigating how fiction 

authors approach writing difference and giving public workshops about inattentional blindness, 

implicit bias, and IC development. I also owe much to Dr. Sheri Longboat, whose Rural Plan-

ning and Development course about Indigenous Experience was profoundly illuminating, and as-

sisted me in preparing for my fieldwork. Finally, it is notable that as my work progressed, the 

Black Lives Matter movement gained strength and support across North America, and this reality 

greatly impacted my life. 
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SIGNIFICANCE 

 

 The importance of this inquiry rests on the insights gained about IC development. With 

attention, there is the possibility that MT Space might be enabled to advance along its goals in 

pursuing social justice with greater clarity and increased unity of vision: If IC is a useful capacity 

in organizational success, this inquiry might yield helpful thoughts that lead towards structural 

and/or procedural changes that could produce greater efficiency and mindful collaboration. If the 

patterns of IC that come to light through this research are universal in character, there is also an 

opportunity for a reader to use it as a lens through which a variety of organizational process 

might be considered and revised. In this way, anyone who is reflecting on the IC inherent in their 

multi-stakeholder network might take away thoughtful considerations which may help to ad-

vance their IC development and influence both their personal or organizational progress. 

LIMITATIONS AND ASSUMPTIONS 

 

 One limitation that overshadowed my research was time and opportunity for engagement. 

The value of participating in the IMPACT 19 Festival and its concurrent symposia cannot be 

overestimated. It was an intense involvement in an all-consuming event which allowed deep con-

nections with much that MT Space seeks to do. However, it is not their over arching objective to 

focus on performance or international work. It could be easy to become over focused on the fes-

tival as an end to itself, without being mindful of how the festival connects with the deep roots of 

community justice efforts in the Waterloo Region for which MT Space primarily exists. Of 

course, a systemic view of MT Space in its entirety is required. To this end, there were additional 

spaces open for my participant observation. However, the post-festival recovery time followed 

by the onset of a global pandemic greatly impacted the possibilities and natural engagement in 

the wide range of activities of the company. This was both a limitation and an opportunity. While 
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it required flexibility and detachment from my original expectations, it afforded a rich context in 

its own way. 

 One limiting assumption was planning for volunteer engagement by participants who 

may have been interested in completing the IDI survey and joining focus groups for my research. 

There was an opportunity, for example, to invite undergraduate students who attended the Festi-

val for their theatre studies program to participate in a pre and post festival IDI survey and focus 

group discussion. While there was some interest from this group, there was little success in con-

firming these participants for engagement and feedback. Similarly, there were many MT Space 

community network participants approached throughout the study who expressed interest in par-

ticipating but neglected to respond to follow-up for interviews. My assumption of interest was 

naive, and in future, I will know to have tools on hand to immediately leverage interest so that 

more participants might be included in the process. I would imagine that this could yield a wider 

range of responses and thus much richer data collection for analysis which would strengthen the 

results. 

 The limitation of nVivo application was a stumbling block in my analytical process. As a 

beginning researcher, I was attempting to learn about this tool in relation to qualitative data anal-

ysis. The frustration of losing coding work after many weeks of invested time and energy was 

enough to incline me towards manual coding. It is debatable as to whether or not the ensuing 

analysis was better or worse as a result. The process of doing the initial digital coding was not 

entirely lost, as manual coding efforts became clearer and more succinct with each new dive into 

the data set. 

 Finally, as a qualitative researcher, my own position along the DMIS continuum contrib-

uted to the depth with which I was able to interpret the data and observe patterns of IC during the 
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research process. This aspect of bias would, of course, limit the study in terms of what is at-

tended to, perceived and how it was analysed.  
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CHAPTER 2 
 

LITERATURE REVIEW 

 

The main questions driving my research were: 

• How is MT Space building community? 

• What are the themes and patterns that exist in the MT Space community interactions that 

relate to Intercultural Competence (IC) development? 

Central to these questions are notions related to the exercise of power, intra-personal develop-

ment, adult learning theory, and dynamics of collaborative teamwork in social development. The 

following sections are dedicated to exploring three related areas of research which are pertinent 

to this inquiry: attitudes that contribute to personal and collective transformation, such as will-

ingness and intentionality; learning processes, specifically enhanced through transformational 

relationships and reflective practice; and theatre for social change approaches. 

Willingness and Intentionality 

 

First, I am studying human capacity development. Intercultural Competence (IC) is one 

capacity in a complex array of developmental capabilities that contribute to maturing human col-

laborative systems. One might argue that it is a capacity that, given our increasingly fluid and in-

terconnected global community, is a high priority in any community development work.  

Speaking of the goal of capacity development, Clarke and Oswald, contributors to the In-

stitute of Development Studies (IDS) in the UK which is devoted to research supporting equita-

ble systemic change and social justice with primary funding from the UK Department for Inter-

national Development (DFID), note that  

…emancipatory social change, change that results in a shift in power relations in favour 

of marginalised or less powerful groups, should be a goal of development. It raises the 
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question of what capacities are required to enable people and organisations to understand 

and change the dynamics of power. (Clarke & Oswald, 2010, p. 1) 

In response to this question about what capacities are required to understand systematic social 

change, my research investigates capacities required for IC development. The context of my in-

vestigation is the community network of MT Space, whose declared mission statement says that 

it is 

…founded upon the value of centralizing marginalized and racialized artists and stories, 

filling what seemed to be a great void in a community of many different peoples. (MT 

Space website, about us, retrieved September 2020) 

 

The very intention of centralizing those who are traditionally marginalized is an expression of 

IC. However, the ability to do this work effectively requires maturity, specific capabilities and 

habits. It then requires the emergence of systemic patterns and a structural framework that allows 

IC to flourish within a community of dedicated people.  

 Milton Bennett investigated such patterns to ascertain a framework that describes how 

people experience and engage with cultural difference. By observing how people become more 

competent intercultural communicators in both academic and corporate settings, Bennett drew on 

concepts from constructivist psychology and communication theory to arrive at a model of IC 

development that is widely referenced in IC literature (the Developmental Measure of Intercul-

tural Sensitivity, or DMIS). I have used this theory of grounded research and subsequent psycho-

metric measurement survey (the IDI, developed by Hammer) in my case study (For detailed out-

lines of DMIS and IDI, see Methods Chapter 3). 

 According to the Developmental Measure of Intercultural Sensitivity (DMIS) (Bennett, 

1986, 2013) and the Intercultural Development Inventory (IDI) (Hammer & Wiseman, 2003), IC 

capabilities can be gained and strengthened over time (with intentionality, self-reflection and ef-
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fort) and can be measured along a continuum of developmental growth. Hammer’s IDI is a psy-

chometric tool that measures intercultural communication competence. Developed over decades, 

founded upon the DMIS, which arose from the grounded research work of Milton Bennett, it 

measures a participant’s momentary position along a continuum of intercultural competence 

(Hammer & Wiseman, 2003). 

It may be helpful here to explore what is meant by intercultural competence (IC). IC pri-

marily describes behaviour which derives from both thought and emotion, within the dynamic of 

an intercultural relationship. To clarify what is meant by culture, I have noted the foundational 

work of sociologists Peter Berger and Thomas Luckmann: These researchers are commonly ref-

erenced in interculturalist literature. Bennett & Bennett look to their studies, for example, to 

point out the distinction between Objective and Subjective culture:  

Objective culture refers to the institutional aspects of culture, such as political and eco-

nomic systems, and to the products of culture, such as art, music, cuisine, and so on. 

…Such knowledge does not equal intercultural competence…. 

Subjective culture refers to the experience of the social reality formed by a society's insti-

tutions—in other words, the worldview of a society's people. According to Berger and 

Luckmann (1966), objective and subjective culture exist as a dialectic, where objective 

culture is internalized through socialization and subjective culture is externalized through 

role behavior. Thus, in a circular, self-referential process, the institutions of culture are 

constantly recreated by people acting out their experience of those institutions. … The 

real crux of creating a climate of respect for diversity is demonstrating understanding and 

appreciation for the different beliefs, behaviors, and values of varying subjective cultures. 

Such understanding and appreciation can provide access to the differing cultural experi-

ence of others and enable mutual adaptation” (Bennett & Bennett, 2004, p. 149-50) 

Bennett acknowledges that many different terms are used to describe the same concept. He ob-

serves that whether it is examined and referred to as “intercultural effectiveness”; “cultural intel-

ligence”; “global competence”; “intercultural communication competence”; “culture learning”; 

“intercultural competence”; there is much commonality across disciplines that what is being dis-

cussed is “the capacity to interact effectively and appropriately across cultures.” (Bennett, 2013).  
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 Change can be understood by examining relationships, structures, policies and how these 

are implemented. For this reason, people who engage in the work of MT Space are of central im-

portance to this research. How do these people manifest IC? Are they conscious of the need to 

interact effectively and appropriately across cultures? Do they intentionally attempt to do so? Is 

there any organizational training in place to help with this? In their work related to social change, 

Feldman, Baumeister, & Wong highlight the attitudes and learning required for people to adapt 

and mature: The power and responsibility for change ultimately rests in each person, who is will-

ing and able to use his or her free will to embrace the process of intercultural identity develop-

ment, and who is open-minded and resilient enough to endure the stress inherent in the situations 

of new learning and adaptation. Those of us who are more successful in this process are likely to 

be the ones who make more deliberate choices to engage fully in the often-stressful intercultural 

encounters and are willing to be changed by the experiences, choosing to adapt and be trans-

formed (Feldman, Baumeister, & Wong, 2014). For this reason, analysis will examine how 

“power and responsibility for change” is manifested by interviewees, or is demonstrated within 

the MT Space community members: Do they make deliberate choices related to IC and submit to 

processes of personal transformation? 

This theme of attitude, specifically willingness to progress along the IC development 

continuum and intention to undergo the necessary personal transformation, came to mind while 

reviewing the research of Natalie Alvarez in Immersions in Cultural Difference (Alvarez, 2018). 

Alvarez exposes the limiting nature of warfare on learning through dramatic rehearsal. In her 

work, dramatic rehearsal refers to practicing combat techniques or intercultural negotiation in a 

staged “other” context. It also refers, generally, to immersive intercultural simulations. She 
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placed herself in a variety of spaces where military personnel practiced for future conflict. Alva-

rez also juxtaposed the ironic “Museum of Canadian Human Right Violations” tour as a final ex-

ample in her work of the dangers of dark tourism: These contexts spanned a “simulated terrorist 

training camp”, “mock Afghan villages,” “ a fictional Mexico-US border run,” and “an immer-

sive tour for settlers at a First Nations reserve”. The form for each experience had been orches-

trated with high authenticity. The combat-oriented examples made me think of the intention of 

the exercises. The purpose of subjugation, inflicting pain and imposing what is considered a su-

perior ideology on another group of people (the theatre of war) is a specific container within 

which these dramatic rehearsals took place: The practice is creative and immersive in the physi-

cal, psychological and affective assaults inherent to warfare. The intention underpinning this pro-

cess of personal transformation is not to build and expand community, but to break it down: 

There is no inherent valuing of a variety of human perspectives or any intention to embrace di-

versity or learn from “others”. Alvarez seems to suggest that the very nature of warfare is at odds 

with the possibilities of human evolution and transformation made possible through dramatic en-

gagement. Rather, it is a hope for desensitization, rendering a soldier immune to the cognitive 

dissonance afforded by being involved in an act of war and its ensuing consequences, thus serv-

ing the goal of war. The very nature of the intention is aggressive, narrow in scope, and inhu-

mane. While this might arguably be theatre for social change, it is not the kind of change envi-

sioned by MT Space. The difference is in the intention, the attitude, the humility and desire for 

expanded human connection. Through the MT Space lens, diversity is not a threat, it is an un-

tapped resource. (There is some resonance between MT Space performance art and the example 

of the ‘Museum of Canadian Human Rights Violations’ shared by Alvarez. The commonality is 
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the way reality is exposed and explored through a lens of satire. The embrace of audience partici-

pants to perceive the reality of human rights issues through a context rich community perspective 

is offered as an enriching intercultural experience. MT Space includes this kind of performance 

in its work and festival programming. It is a small portion of their wider and deeper engagement 

with community.) 

Learning Processes 

 

Second, this notion of adaptation, or developmental IC transformation, presupposes indi-

vidual learning. It also assumes that individual learning contributes to collective advancement: it 

builds on an inherent aspect of capacity development that relates to education. Clarke & Oswald 

differentiate between “hard and soft capacities” (or tangible and intangible) (Clarke & Oswald, 

2010, p.5) that need to be learned in this work, the latter referring to skills such as “relationship 

building” which has been central to this case study. They further highlight success in capacity 

development to include  

“[c]lear and shared values; leadership; People with common ideals who want to make a 

difference; learning processes embedded in informal ongoing connections, dialogue is 

important; learning is essential to transformative processes” (Clarke & Oswald, 2010, 

p.7) 

Also, the intentionality required for success in organizational capacity development is noted: 

They reject an approach which emphasizes gaps and weaknesses (a deficit approach) and uphold, 

instead, an approach where participants align with an organization’s culture and manifest strong 

motivation and desire to dedicate themselves to collectively shared learning goals. This type of 

engagement requires a praxis of reflection and suggests that the organizational reflective process 

incorporate creative methods “such as theatre, creative writings and storytelling” (Clarke & Os-

wald, 2010, p.8). In MT Space and the community that is connected to it, is there evidence of 
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shared values, or a “praxis of reflection” and intentionality towards increased IC? Is there a 

learning community that is being cultivated? 

Two educational approaches seem particularly relevant in creating a learning community 

for IC development. First, Mezirow’s transformational learning theory and second, Kolb’s expe-

riential learning theory. From Mezirow’s work, there is an acknowledgement of a praxis of re-

flection that is essential for personal transformation and learning. Three types of reflection are 

emphasized: Content reflection; process reflection; and premise reflection. 

Content reflection is thinking about the actual experience itself; process reflection is 

thinking about how to handle the experience; and premise reflection involves examining 

long-held, socially constructed assumptions, beliefs, and values about the experience or 

problem. (Merriam, 2004, p. 60) 

 

Merriam, a scholar of processes in adult education, goes on to explore Mezirow’s theory to note 

that the maturity which comes with education, age and the coinciding cognitive development is 

also important in transformational learning. Such developmental maturity is necessary for the 

kind of dialectic thinking required to hold ambiguity and the broad relativity that comes with a 

range of worldviews (Merriam, 2004, p. 65). 

 One can’t consider the importance of reflection without talking about the experience 

upon which participants are reflecting. This experience, according to Kolb, is foundational to 

learning. He states: 

…[E]xperiential learning theory is described as a dynamic view of learning based on a 

learning cycle driven by the resolution of the dual dialectics of action/reflection and ex-

perience/abstraction. Learning is defined as “the process whereby knowledge is created 

through the transformation of experience”. Knowledge results from the combination of 

grasping and transforming the experience. Grasping experience refers to the process of 

taking in information, and transforming experience is how individuals interpret and act 

on that information. (Kolb, 2015, p. 50-51) 
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In relating Kolb’s idea to the case of MT Space, the “experience” is the work of embodying thea-

tre pieces, the community relationships being forged throughout their work, and the variety of 

collaborations with organizations that are both within and without the arts community. In this 

system, knowledge creation is embedded within an intentional practice of theatre for social 

change.  

 Is the quality of this intentional practice profound enough to yield meaningful change? 

As noted by theatre performance scholars, immersion in spaces that are carefully designed to 

mimic real-life situations do not necessarily translate learned behaviours and attitudes into real-

world contexts. Forces beyond the scope of a performance space may prevent generalizability of 

theatre-based learning. These same external cultural forces (and structures) may also sabotage 

and undermine an otherwise well-intentional desire for wider intercultural transformation (Alva-

rez, 2018; Snyder-Young, 2013). 

The possibility of theatre falling short of providing the necessary impetus for significant 

learning and IC development notwithstanding, it is clear that theatre practice provides an oppor-

tunity to incorporate both body and mind in a search for understanding. This element of embodi-

ment is critical, according to IC scholars, Bennett & Castiglioni, if true IC is to be gained. They 

point out the danger of adhering to a Eurocentric academic tradition that denigrates embodied 

knowledge: 

This intuitive feeling of culture is built on sensory feeling, but it resides more at the inter-

face between physical sensation and conscious awareness—what we will refer to as em-

bodied feeling…. The excision of the body from Western thought has led to the reifica-

tion of the products of the mind.” (Bennett & Castiglioni, 2004, p. 250) 

It is, in fact, the “embodied feeling of culture” that proves the presence of an evolving IC which, 

they argue, cannot occur in any other medium than our bodies (Bennett & Castiglioni, 2004, p. 

257). From this assertion, it is possible that MT Space’s focus on devising embodied vocabulary 
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through dramatic work is well suited for participant engagement along the IC development con-

tinuum. 

Leadership exercises an influential role in a learning community. Reflection for deep 

learning, for example, requires leadership and structure. Clarke and Oswald point out that - 

…learning only happens with dedicated space. Responsibility for ensuring that learning 

happens cannot be delegated to people who do not have the authority to make it happen. 

… It involves strong leadership, dedicated space and time, a specific rhythm and an ap-

proach which implies new ways of working and a strong sense of collegiality. This de-

mands a radical shift in the ways organisations are structured and the incentives and pri-

orities which the organisation sets and values. Learning needs to be valued as an activity 

in its own right (Clarke & Oswald, 2010, p.9). 

The way capacity development unfolds within this kind of designed structure, one that 

prefers co-creation of knowledge through participatory critical reflection, circles back to 

the necessity of adjusting organizational power relations (Clarke & Oswald, 2010, p.10). 

Given the centrality of reflection in the processes of learning described here, is MT Space 

providing adequate mechanisms for reflection for the individuals who comprise their company? 

Are there regular spaces for reflection? If so, what is the quality of the reflective practice? 

Theatre for Social Change 

 

While engagement in theatre, as already noted, is not a guarantee of transformative learn-

ing, relationship building, or development of IC, the potential of theatre to provide a space that 

can foster these processes is noted by several practitioners, educators and scholars.  

 One educator, in particular, is worthy of mention here, though he may not have imagined 

that his work would be used in theatre. Paulo Freire was a literacy teacher whose work has in-

spired many diverse approaches to social change. In his experience teaching adults to read and 

write in a country where equity was in its early stages of development, he connected education 

with democracy. More specifically, Freire focused on education as more than a transference of 
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knowledge and information: He professed and practiced individual empowerment through an ed-

ucation which builds critical consciousness. He linked this type of education to an essential foun-

dation of participatory engagement and collective political strength. Freire’s ideas developed 

from the late 1940’s to the late1990’s in direct response to his experience with authoritarian po-

litical regimes, pervasive socio-economic disparity, widespread inequality and lack of access to 

education. His shared ideas transcend the field of education. The principles of his ontology in-

clude humility, empathy, love, hope and dialogue: These fundamental principles translate to 

work in communications theory, development, governance and more (Suzina and Tufte, 2020, p. 

412-15). In his own words: 

“We began with the conviction that the role of man was not only to be in  

the world, but to engage in relations with the world— that through acts of  

creation and re-creation, man makes cultural reality and thereby adds to the  

natural world, which he did not make. We were certain that man’s relation to  

reality, expressed as a Subject to an object, results in knowledge, which man  

could express through language.” …  

 

“Once man perceives a challenge, understands it, and recognizes  

the possibilities of response, he acts. The nature of that action corresponds  

to the nature of his understanding. Critical understanding leads to critical  

action; magical understanding to magic response.”…  

 

“Thus the educator’s role is fundamentally to enter into dialogue with the  

illiterate about concrete situations and simply to offer him the instruments  

with which he can teach himself to read and write. This teaching cannot  

be done from the top down, but only from the inside out…”. (Freire, 2018, p. 397) 

 

Freire emphasizes the role of critical consciousness which arises from experience - an internal 

developmental transformation within an individual. This process of “conscientization” is depend-

ent on the efforts of the learner and her relationship with her environment. It is ongoing and re-

ciprocally co-creative with collective social transformation. It fosters capacity in identifying 

problems, considering creative solutions, and making space for the voiceless. Dialogue, in this 

transformational process, is a key element for advancement. 
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 Much of the literature about theatre and social change highlights the widely adopted strat-

egies of Augusto Boal, whose work in dramaturgy for social change is deeply influenced by the 

educational philosophy of Paulo Freire. While, as previously mentioned, MT Space does not rely 

on Boal’s specific techniques, its Founder, Majdi Bou-Matar, notes his own resonance with 

Freire’s work: The co-created language of movement through improvisation dialogue between 

actors is the main way that MT Space creates art. The process of co-creation extends beyond im-

provisation to include dramaturgical feedback, workshopping in public, incorporating the input 

of multimedia artists, writers, etc. This work is embedded in community building that centres on 

the Lebanese cultural practices espoused by Bou-Matar and the performance skills he learned 

through his experience with Arab theatre practice. 

Can theatre approaches effect meaningful change? Some claim that they can, even be-

yond the globally adopted practices of Boal. In her work within communities in recovery from 

deep conflict in Israel and South Africa, Kaplan notes that playmaking can reinvigorate a com-

munity or an individual beyond a dysfunctional, fossilized way of being. Through compassionate 

listening, history can be reclaimed, reframed and lead to a sense of connection and participant 

empowerment. In fact, trauma, in her experience, can yield its hold on participants who share 

with empathetic colleagues, and in this way theatre offers a safe place to reframe raw experience 

in the service of greater insight and healing. In sum, the bounties of lived experience can poten-

tially blossom into mature insight through examination, through challenging raw assumptions, 

through theatre praxis (Kaplan, 2005, p.171, 180, 181).  

 There is a community of practice centred on Theatre of the Oppressed work. Adam Mal-

loy (supervised by Coleman) outlines the major aspects of this community of intentional practice 

in his doctoral dissertation about Governance through Theatre of the Oppressed. In sum:  
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Participants in theatre of the oppressed activities collectively challenge and redefine the 

norms which dominate cultural and political institutions. As such, their work embodies a 

promising demonstration of how those who are oppressed can change the way they un-

derstand and enact their political actions. (Malloy & Coleman, 2015, preface) 

 

Malloy spent much of his time with practitioners who enacted Boal’s techniques, but was not 

limited to these. MT Space is a leader in theatre work for social change in the Waterloo region of 

Southern Ontario. This work which began in Lebanan and continued when Founder Majdi Bou-

Matar studied in the Theatre Arts department at the University of Guelph, aligns with the general 

principles articulated by Malloy. Namely, a combination of praxis and conscientization through 

dramatic role play and dialogic co-creation of knowledge in the theatre space is the basis for MT 

Space creative processes. 

Social change through theatre as practiced at the University of Guelph gave Majdi Bou-

Matar a channel through which to hone his work and help it find a place in a Canadian context. 

While studying at the University of Guelph, he participated in theatre for social change practice 

and published the experiences in a book with his classmates (Heble, 2018). From this collection 

of essays, a few common approaches to theatre for social change emerged. Namely, the use of 

dramatic techniques of parody, satire and the breaking of the fourth wall (in order to maintain a 

sense of open-hearted vulnerability in both performers and audience members) was found to be 

helpful in avoiding the kind of desensitization pursued in the work outlined by Alvarez related to 

the theatre of war. Also, the content was relevant, taken from daily news sources and evolved 

with the use of improvisation and human empathy among the performers. Brendan Arnott re-

ported being transformed by these experiences. He noted a growing awareness of the implica-

tions of performing others’ stories in this way: “By inserting ourselves into the narrative of oth-

ers’ oppression, were we shifting the spotlight back onto ourselves?” (Arnott, 2018, p.85). How-

ever powerful this growing awareness was for Arnott and his colleagues, he also noted that 
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“there was never a chance to hear the voices of other attendees or implement them in the work” 

(Arnott, 2018, p.83). He went on to describe the perils of poor infrastructure (impermanent web-

sites, transitory cast members, lack of administrative support) which led to the discontinuation of 

the work of promoting social justice for Haitians through theatre for social change. Nonetheless, 

Arnott, a professional social worker, claims that the lessons learned from his engagement in thea-

tre for social change resonated profoundly with himself throughout his Master of Social Work 

program, redefining his conceptual framework around community involvement, activism and so-

cial work in general (Arnott, 2018, p.91). 

In this same collection, Bou-Matar and his colleagues articulated their learning through 

practice and outlined aspects of the intentions and approaches of MT Space. Founded on Freire’s 

dialogic model (Freire, 1972), Bou-Matar's approach is active, evolving and relies on the impro-

visational skill of the actors. The theatre making process is co-creative, collaborative. They state  

(i)n order to co-create (co- “author”) within our group and our community, we followed a 

process of collaboration and inquiry that emphasized the co- in co-creation, allowing par-

ties to exchange knowledge in ways that would be an exercise in agency for all. (Bou-

Matar, Main, Mcnie,& Onuška, 2018, p. 122) 

Also based on Freire’s “In problem-posing education”, the pursuit of increased awareness and 

understanding (for both performers and audience alike) was viewed as an organic, dynamic col-

laborative process of overcoming false perceptions of reality. 

These insights related to theatre for social change align well with development of Inter-

cultural Competence. According to Bennett, there are cognitive, affective, and behavioural com-

petencies required in order to build IC. In the cognitive arena, it is not merely exposure to and 

understanding of a different culture that leads to IC. Rather, building on heightened self-aware-

ness and an understanding of the dynamic nature of culture and identity, developing IC is more a 

question of being able to exercise mature perspective taking and empathy. In the affective arena, 
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orientations of intentional investigation, curiosity, open-mindedness, respect, “tolerance of ambi-

guity, adaptability, and cultural humility” are essential for moving along towards greater IC. Be-

havioural competencies hinge on empathy, that ability to actively participate in multidimensional 

resonance with another person’s experience. It also requires skills such as deep listening, ability 

to “resolve conflict, manage anxiety and develop relationships” (Bennett, J., 2013, p. 158 - 160). 

My research takes a dive into the MT Space community throughout one year, in order to observe 

where the development of IC might be taking place. 
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CHAPTER 3 
 

METHODS  
 

Rationale 
 

I’ve approached this ethnographic single case study with a constructivist worldview 

(where interpretations of reality evolve with experience, time and insight and can be collectively 

built through shared negotiation of meaning), tempered by predispositions related to my faith 

practice and lived experience as a racialized woman. Interviews, participant observations, IDI 

surveys and archival document review comprised my data sources. Participants in open-ended 

interviews and IDI surveys exist within a community network of people who engage with MT 

Space.  

I favoured a qualitative approach because the nature of culture is a complex and dynami-

cally unfolding reality. With a desire to understand IC development in a rich intercultural con-

text, it became clear to me that a descriptive case study is well-suited to building understanding 

of a single rich case in a real world context. Given Knowles’ assertion that MT Space as a com-

pany represents cutting edge intercultural theatre work in Canada, it seemed a good case to ex-

amine. I felt that the rich immersion of engaging as a participant observer in this single case 

study framework, would well-situate me as a researcher in the profoundly complex nature of MT 

Space community dynamics.  

I was interested in exploring and describing what is going on in this case, paying particu-

lar attention to patterns of interaction within its social network and their ensuing impact on 

power relations. Central to the inquiry was an ethnographic orientation seeking to understand the 

culture of MT Space and how MT Spacers co-construct meaning. Included in this ethnographic 
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orientation is an investigation of the values and beliefs inherent to the company, how these val-

ues contribute to meaning making, and how actions taken by some groups may impact other 

groups. I was also seeking greater understanding about communicative competence related to in-

tercultural relationships. These goals and approaches align well with a qualitative ethnographic 

single case study approach (Rossman & Rallis, 2017). In the words of Creswell, a qualitative re-

search scholar, I attempted to identify “ a culture-sharing group and (study) how it develops 

shared patterns of behaviour over time” through participant observation (Creswell & Creswell, 

2018, p. 17). As a result of this research orientation, I was involved in sustained and intensive 

experience with MT Space members for the duration of my inquiry. This experience included 

participation in their biennial IMPACT Festival and concurrent conference, their daily office op-

erations, their AGM, and their youth forum performance.  

To begin the inquiry, I engaged in informal conversations with people associated with 

MT Space, and one formal interview with Founder and IMPACT Artistic Director, Majdi Bou-

Matar. Thus began a mapping process that continued throughout ongoing in situ observations, 

participation in activities, additional interviews, and archival document retrieval. One aspect of 

the triangulation of these sources may be found in a mapping of the MT Space network as I came 

to see it (see Findings Chapter). 

Bias and Positionality 

 

As primary instrument (researcher) in qualitative data collection and analysis, it is pru-

dent to share my positionality as it relates to intercultural relationships. I am a first-generation 

settler on Turtle Island, or Canada. I descend from generations of South African ancestors, both 

Indigenous to that land and travelers to it. I have resonated with and found merit in reading about 

studies pertaining to systemic racialization, and non-dominant culture ways of knowing. As the 
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researcher and primary instrument of both data collection and interpretation for this qualitative 

study, these predilections and biases are offered by way of transparency. For example, I concur 

with the notion expressed here by Christian, a scholar of Critical Race Theory that 

White supremacy is ingrained within the origins of Western thought and is endemic 

within the social fabric of civil society. Furthermore, White supremacy continues to deny 

the collective human potential of people of color globally. To put it another way, White 

supremacy as a system is not an anomaly confined to an outwardly racist society, such as 

South Africa under the apartheid regime, but has been manifest in Western societies since 

the Enlightenment era. 

Nor is it confined to merely “hate group” activity within Western societies. To be sure, 

this is a rather disturbing position to contemplate when considering the notion of Western 

liberal democracies. (Mark Christian, 2006, p. 76) 

I believe racialization is an artificial, imposed way of perceiving humans and human so-

cial organization. While the resulting hierarchy of race is a social ill that is inconsistent with sci-

ence, it is widespread and leads to a lack of equity that pervades our social systems and contrib-

utes to an ongoing, often unconscious bias. 

That said, I am also adhering to the reality that culture transcends limitations imposed by 

racialization. For the purpose of this paper, culture is defined as “the learned and shared values, 

beliefs and behaviours of a community of interacting people” (Bennett, 2013, p.155). As such, 

the tools and approaches applied in the analysis stage of my work look for patterns and attitudes 

related to these “values, beliefs and behaviours” that arise from the data. These are filtered 

through my personal lens, shaped as it has been by my lived experiences as a woman of colour, a 

first-generation settler from South African parentage. 

Another strong aspect of my personal lens derives from my adherence to the Teachings of 

Mírzá Ḥusayn-ʻAlí Núrí, titled Bahá’u’lláh. I orient my investigation of truth in a way that lever-

ages multiple perspectives, based on my adherence to and practice of truth-seeking aligned with 

Bahá’í teachings. What scholars Karlberg and Smith call “consultative epistemology” outlines 
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the approach which is unifying, rather than divisive, and claims to access value from both verti-

cal (Plato, Descartes, Husserl and others who search for a pure phenomenology where truth ex-

ists and is arrived at by superior methods of inquiry) and horizontal (assume that truth is not one 

absolute point or that it is inaccessible to the human mind as expressed by Lyotard, Foucault, 

Derrida, Nietsche, Kuhn, for example) epistemologies, claiming to resolve “the tension between 

them, and transcend their respective limitations” (Smith & Karlberg, 2009). As it pertains to this 

research study, my approach to constructing and evaluating truth is open to all sources and per-

ceptions as equal to my own, within a larger authorial voice of the divine, as expressed through-

out time by divinely inspired Prophets and Messengers. 

This faith practice has brought me to recognize that “[p]ower is not a finite entity which 

is to be “seized” and “jealously guarded”; it constitutes a limitless capacity to transform that re-

sides in the human race as a body” (Universal House of Justice, letter dated March 2, 2013 to the 

Bahá’ís of Iran). In addition, aspects of human spiritual power such as an exercise of honesty, 

forbearance, sincerity, self-sacrifice, and so on, build on this notion of power. The idea that there 

are transcendental spiritual forces that align with power, such as unity, love, and justice is a con-

cept in which I place my trust, and which informs my choices. This, in no way compromises a 

wholehearted embrace of scientific method, logic, reason and openness to the accumulating 

knowledge from a variety of academic disciplines. Rather, in my opinion, it enhances it. 

The necessity of developing adaptive attitudes and behaviours has been ever-present in 

my life of connecting with our home country, living in our new country, and learning about the 

history of colonization. I’ve also been raised with a belief in the oneness of humanity, enriched 

through its inherent diversity. As a result, I have had the privilege of engaging in many and var-
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ied social development activities with a wide range of people. I have had the privilege of work-

ing in correctional services, educational spaces with English language learners, literacy educa-

tion, an international private school, spaces for young and adult clients with various physical and 

mental disabilities, and a drug rehabilitation facility. Living for decades in Southern Ontario with 

an intentional effort to manifest a lifestyle that honestly reflects a belief system that embraces all 

humans with equality is my primary experience with IC. This experience predisposes me to be 

blind to difference while focusing on commonality, to forget some of the subtleties and presume 

coherence where some might not perceive it, or it might not authentically exist: Identifying nu-

ances can require much energy and attention. Finally, when I personally completed the Intercul-

tural Development Inventory (IDI) assessment (described in more detail below), my score fell in 

the early Adaptation frame of the spectrum. As such, it may be that nuanced evidence of patterns 

which reflect a more advanced Integration IC would pass by unnoticed. 

Data Collection: Mapping, Participant Interviews, Surveys, Direct Observation 

 

 In order to gain a sense of the MT Space social service landscape, I attempted to create a 

mapping of its community network. Included are essential relationships amongst those who sup-

ported MT Space in becoming a professional theatre company. This mapping process began 

through a formal interview with Founder Majdi Bou-Matar. His insight about how the core ele-

ments of the community built over time provided the broad framework of the map. As further in-

formation came to light through interviews and document review, more details were added. The 

purpose of mapping was not only to provide the researcher with a vision of the community, but 

to understand the community as it was defined by those who initially set out to build it. 
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I recruited participants at a first year theatre class at the University of Guelph, the IM-

PACT ’19 International Theatre Festival and its concurrent symposium, the youth forum perfor-

mance at the Kitchener Public Library, and the MT Space annual general meeting. One inter-

viewee was referred by his graduate student who had participated in the study. When someone 

expressed interest to an invitation to participate in the research, I asked for their email address or 

I gave them my business card and asked them to send me an email. After connecting by email, I 

shared an informed consent letter. When that informed consent was signed and returned, we ar-

ranged an in person interview or an online interview via Zoom. The in-person interviews were 

recorded with a voice recording device and the Zoom video interviews were recorded for tran-

scription purposes. Follow up interviews were conducted in a similar manner, if there were is-

sues of clarification or expansion required for analysis. Also, if a participant agreed to complete 

an IDI survey, their logon details were shared via email. The survey was then accessible to them 

via the IDI LLC website. As a Qualified Administrator of the IDI, I accessed their results via the 

same website and arranged a debriefing interview (in person or via Zoom) to discuss the results 

with each survey participant in turn. All transcripts of interviews were uploaded to nVivo12 for 

qualitative analysis, along with researcher field notes and a variety of documents retrieved that 

related to the research topic. Coding across these resources with nVivo helped to triangulate the 

data and identify thematic patterns. 

The broad open-ended questions that were prepared for these interviews (see Appendix) 

were crafted to elicit narratives from each interviewee that are pertinent to IC themes. These 

questions for each semi-structured interview were built upon through deep listening and follow 

up questions suited to the unfolding narrative from each interviewee. I was listening for moments 

that seemed to indicate significant personal change and introspection, increased awareness about 
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others and themes related to equity, diversity, and inclusion. The interviews were then tran-

scribed and catalogued in NVivo 12 for analysis. The coding process was an open-ended survey 

of the data in order to identify themes and patterns. After 5 weeks of coding, I had a technical 

problem with the software (working from home, during lockdown) and lost the work. When I re-

turned to manual coding, I chose to broadly categorize segments of data according to the six 

stages of development as described by Bennett in the DMIS. This decision was a result of the 

lost time and approaching personal deadlines. While the iterative coding of the previous weeks 

of work was lost digitally, the process of coding in nVivo had informed my reflections. As such, 

I believe the value of the work was not entirely lost: The goal and objectives of my research to 

examine patterns of IC in MT Space community relationships was served. Choosing to continue 

by returning to the data with a view through the DMIS categories was simply less of an iterative 

approach. I first filtered the raw data (going back to the beginning of my analysis) by lifting sec-

tions of narrative interviews that pertained to each of the six categories. With this initial filtering 

complete, I printed the data (which included narrative from multiple respondents and field note 

observations) and made margin notes pertaining to aspects of the category and connections be-

tween sources within the data sets. If anything, upon deeper reflection, seemed to indicate a pos-

sible rival explanation, I highlighted it. When I returned to these highlighted portions, I sifted 

through the raw data again, looking for confirmation or contradiction of the emerging patterns. I 

pursued this process with multiple re-readings of the data until satisfied that the identified pat-

terns were consistent and confirmed through a triangulation of sources. When I noticed gaps or 

confusion, I checked in with willing respondents for insight and clarification. 

The approach I took to applying the DMIS categories in my analysis followed training in 

the IDI survey and becoming a Qualified Administrator of the IDI. This training included a 
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three-day immersion in theory and application of the conceptual framework through case studies, 

step-by-step practice with co-trainees to more fully understand the DMIS categories and how 

they may show up in real life situations: We also practiced by completing the survey ourselves 

and assessing the results and conducting post-survey debriefing consultations for one another. 

The purpose of the IDI training is to help survey respondents understand where they score on the 

IDI, what their IC orientation scores indicate and help them identify strategies to increase their 

IC. Familiarity with the DMIS categories assisted me in applying this conceptual lens to the data 

points.  

Continued reflection and manual coding ensued, along the lines of the four themes identi-

fied in the literature review chapter: willingness & intentionality; learning processes; social 

change; and empowerment. It was during this stage of analysis that previous work (of iterative 

coding) resonated: Each time I re-read the data points, resonance between narratives emerged 

and connected. Once these themes seemed to indicate a pattern, evidence of confirmation or con-

tradiction was searched for in the data. Any claims were considered in terms of potential bias, 

checked for plausibility within the broader pool of responses and considered in light of archival 

documents which testified to work and service offered by the company in the community. 

The pandemic lockdown resulted in a slowing of communication with these contacts, and 

a decision to end recruitment and further interview efforts. This resulted in fewer participants 

than initially expected. In total, I interviewed ten people at least one time, and three of those peo-

ple more than once. Of these ten people, six also completed the IDI survey. One key informant 

completed the IDI survey without participating in the semi-structured interview process. 
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Field notes contained personal observations as I participated in the IMPACT 19 confer-

ence, performances, social events, the MT Space AGM, and when I used the MT Space adminis-

trative office as a place to work. I was hired by Dr. Ric Knowles to work as a Research Assistant 

for his work on international theatre festivals, and this overlapped with archival research (docu-

ments, photos) and further conversations with administrative staff. 

Data Resources & Locations 

The spaces I accessed for participant observation The Walper Hotel: IMPACT ’19 Confer-

ence Site  

Coffee Culture, Kitchener 

Conrad Centre for the Performing Arts 

The Registry Theatre 

MT Space Administrative Office 

Kitchener Public Library (site of youth 

theatre workshop public performance) 

United Church, Elmira: Neruda Arts Event 

Interviews were conducted in these spaces McLaughlin Library, University of Guelph 

My home 

Cafes in Guelph and Cambridge 

Online, via zoom.us 

Documents and archival data resources  MT Space Annual Reports 

IMPACT ’19 conference report and ses-

sion notes 

IMPACT Festival programs and archival 

photos 

Emails and text messages 

Media reports 

Contracts 

Budgets 

Table 3.1: Data resources and locations 
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From an ethnographic qualitative research perspective, Milton Bennett’s Developmental 

Measure of Intercultural Sensitivity (DMIS) was used as a theoretical lens through which to 

identify themes in the data that relate to intercultural competence (IC). 

Intercultural Competence 

 

 The IDI and DMIS are widely used in IC research. In a comprehensive review of 48 

scholarly works which examine intercultural competence, none explore arts-based communities 

for social change. Most of the studies look at educational programming, and training for post-

secondary students and teachers. Some studies look at corporate training initiatives. The varia-

bles that were found to impact IC were: training programs, on-site interventions and cultural im-

mersion, language training, duration of IC experience, gender, age, education, linguistic capabil-

ity, geography, religious affiliation and race/ethnicity. Of these variables, the ones that had a di-

rect and positive effect on IC include IC training, the type and duration of IC experiences, imple-

mentation of deliberate interventions during an IC experience and language training (Bagwe & 

Haskollar, 2020). 

According to Tarchi who used narrative to examine the IC of students studying abroad, 

intercultural sensitivity can be assessed in various ways, and these assessments are moving away 

from self-reporting tools and towards measurement of observed behaviours. In their study, re-

searchers reviewed the data with multiple assessors and multiple assessment tools. They ana-

lysed observable behaviour through four acculturation stances (Integration - value both cultural 

maintenance and intergroup relations; Separation - value cultural maintenance (not intergroup 

relations); Assimilation - value intergroup relations (not cultural maintenance); Marginalization - 

don’t value either cultural maintenance or intergroup relations). They also filtered their data us-
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ing the Developmental Measure of Intercultural Sensitivity (DMIS) categories, whereby two ex-

perienced DMIS rating researchers reviewed the data and compared their results for reliability. 

Finally, they examined anecdotal stories from the data using Narrative Plot Analysis (Tarchi, et 

al., 2019, p. 875-77). 

This approach of layered assessments with multiple researchers would be ideal for a thor-

ough examination of data. This was beyond the scope of my inquiry, but my appreciation for 

their process informed my approach. For my part, I contented myself with a review of the data 

through the DMIS themes, attempting to illumine patterns emerging from interview transcripts, 

participant observation field notes, archival documents and images, emails, text messages and 

phone conversations. In addition, seven participants completed the IDI survey and follow-up de-

briefing interviews. Triangulating survey data with personal observations and interview data 

helped to strengthen the validity of my analysis. Attempting to explore rival explanations was 

also an intentional pursuit during interviews and in subsequent reflection: Any skepticism noted 

from participants was considered thoughtfully with an ensuing search of data sources through the 

lens of doubt (Yin, 2012, 2013). 

DMIS 

As previously mentioned, Milton Bennett articulated a spectrum of Intercultural Compe-

tence (IC) in a framework he called the Developmental Measure of Intercultural Sensitivity 

(DMIS). It is based on the assumption that “as one’s experience of cultural difference becomes 

more complex and sophisticated, one’s potential competence in intercultural relations increases,” 

or, more specifically, one’s capacity for IC will increase by “attaining the ability to construe (and 

thus to experience) cultural difference in more complex ways” (Hammer et al., 2003, p. 423).  

This continuum comprises six stages of IC: Denial, Defense, Reversal, Minimization, Ac-

ceptance, Adaptation and Integration. The stages traverse a range of IC capacities that manifest 
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from basic to more complex levels of ethnocentricity towards ethnorelativity. In the beginning 

stages of development (Denial, Defense, Reversal, Minimization), for example, a person or 

group of people experience their culture as central to reality. Whereas in the latter stages of de-

velopment (Acceptance, Adaptation and Integration), a person or group of people experience 

their culture within a context that embraces many cultures, with none at a fixed “centre”. The 

framework was arrived at through constructivist grounded research. It is based on both observed 

behaviour and self-reported perception. As one researcher summarizes:  

In general, the more ethnocentric orientations can be seen as ways of avoiding cultural 

difference, either by denying its existence, by raising defenses against it, or by minimiz-

ing its importance. The more ethnorelative worldviews are ways of seeking cultural dif-

ference, either by accepting its importance, by adapting perspective to take it into ac-

count, or by integrating the whole concept into a definition of identity.”(Hammer et al., 

2003, 424 - 425) 

The following table provides descriptions about how individuals and organizations might appear 

at each stage in the DMIS continuum, summarized from the work of Milton and Janet Bennett 

(Bennett & Bennett, 2004, p.154-158): 
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DMIS Categories and Criteria 

DMIS Stage Individual Indicators Group/Organizational Indi-

cators 

Denial Cultural difference is not ex-

perienced because one’s 

own culture is the only “real” 

one 
 

Otherness is considered infe-

rior or illegitimate and is re-

ferred to in vague ways, if at 

all 
 

There is no desire or attempt 

to engage in conversations 

about diversity 
 

Power manifests as exploita-

tion 
 

There is no real consciousness 

of others, and confrontation re-

sults in bewilderment or hostil-

ity 

Ignorant of cultural issues, 

even if sophisticated in 

product delivery or tech-

nical expertise  
 

Professional “cultural train-

ing” exists only superfi-

cially, such as with “lan-

guage training” 
 

Diversity training extends 

only to issues pertaining to 

legal responsibility 
 

No active diversity recruit-

ment exists for the team  
 

Diversity issues are treated 

as a “problem” 

Defense Cultures other than one’s 

own are treated with stereo-

typical simplicity 
 

Polarized “us” and “them” 

perspective 
 

Prevailing attitude is being 

under seige by other cultures 
 

Power manifests as exclusion-

ary and assimilationist 

Overconfident/arrogant, 

leading to mistakes and 

oversights 
 

Attitude of superiority may 

appear insensitive to oth-

ers 
 

Cultural difference is per-

ceived as an obstacle to be 

avoided 
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DMIS Categories and Criteria 

Reversal (another mani-

festation of Defense) 
Polarized “us” and “them” 

where one’s own culture is ste-

reotyped and the other culture 

is uplifted as the “good one” 

Overconfident/arrogant, 

leading to mistakes and 

oversights 
 

Attitude of superiority may 

appear insensitive to oth-

ers 
 

Cultural difference is per-

ceived as an obstacle to be 

avoided 

Minimization Superficial etiquette to 

acknowledge difference, but 

underlying belief is “we are all 

the same” 
 

Other culture is considered 

as complex as one’s own 
 

Cultural difference is simpli-

fied to become aligned with 

one’s own worldview 
 

People of the non-dominant 

culture group are rarely in 

this category, but if they are, 

they are often used by domi-

nant culture institutions to 

show their diversity (token-

ism), and are unaware that 

they are being used for this 

purpose 
 

Power shows up as institutional 

privilege, and an unawareness 

that one is benefitting from in-

stitutional privilege 

May overstate their sensi-

tivity to diversity or claim 

colourblindness 

Poor retention of member-

ship diversity 
 

Approach to diversity per-

ceived (by nondominant 

groups) as hypocritical 
Atmosphere of assimilation 

(strong pressure for cultural 

conformity) 
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DMIS Categories and Criteria 

Acceptance Values, beliefs & behaviours 

(of various cultures) are per-

ceived and categorized in 

sets that are complex and dif-

ferentiated from one another 
 

Acceptance of varying cul-

tures does not equate with 

liking or agreeing with them 

No belief that others would 

share their worldview if they 

could 
 

Power is paralyzed: a di-

lemma of how to hold one’s 

own values without imposing 

on the values of others (move 

from dualism to universalism) 
 

Need for development of con-

textual relativism (choices 

based on personal assessment 

of context rather than broad du-

alistic criteria) 

Diversity is valued 
 

Active effort to recruit and 

retain diverse workforce 
 

Active, ongoing discus-

sions about policy and pro-

cedure changes amongst 

membership 
 

Training includes recogni-

tion of cultural difference, 

but not training in intercul-

tural skills 
 

Sincerity without sophistica-

tion 



 

42 

DMIS Categories and Criteria 

Adaptation Think and act outside own 

cultural context 
 

Cognitive frame shifting - an 

attempt to take the perspec-

tive of another culture 
 

Knowledge (in areas of inte-

gration with the other culture) 

shows up in behavioural 

change 
 

Beyond “code-shifting” (do-

ing something because one 

knows it to be right) to 

“frame-shifting” (doing it be-

cause it feels right) 
 

Behavioural change beyond 

following etiquette rules 

which can feel contrived or 

patronizing 
 

Expanded sense of self which 

requires authenticity 
 

In the early levels, may not be 

able to train others in adap-

tive skill 
 

Power is exercised with con-

textual appropriateness 

Training provided for all in 

the mindset and skillset of 

IC 
 

Climate of respect for di-

versity: Diversity regarded 

as an asset 
 

High diversity work-

force/membership retention 
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DMIS Categories and Criteria 

Integration Move easily in and out of cul-

tural contexts, intentionally 

flexible 
 

Coherence in ethnorelative 

identity 
 

Bicultural or Multicultural 

worldview 
 

Identity broadly encompasses a 

wide experience, and is there-

fore marginal to any one spe-

cific culture 

Truly multicultural and 

global 
 

Policies, issues, actions ex-

amined for strengths and 

limitations within their cul-

tural context 
 

Accommodations and re-

wards in place for leverag-

ing the value of diversity 
 

Little emphasis on the eth-

nicity or national identity of 

the organization 

Table 3.2: DMIS Category Descriptions 

 

Intercultural Development Inventory (IDI) 

Building on Bennett’s DMIS, Hammer developed an assessment tool to measure a per-

son’s momentary level of IC through a survey called the Intercultural Development Inventory 

(IDI). The 50-question online survey measures a participant’s perceived orientation (PO) (where 

they aspire to be on the developmental IC continuum) and their direct orientation (DO) (where 

others might perceive them to be on the developmental IC continuum, as a result of their actions 

and attitudes). The IDI has strong construct and predictive validity and is a widely used psycho-

metric tool in the field of Intercultural Studies (Hammer & Wiseman, 2003; Hammer, 2011). 

More specifically, an independent evaluation of the validity of the IDI using data from 218,111 

respondents from a wide range of international and diverse cultural communities yielded affirma-

tion of the tool’s validity claims. This includes Test Score Performance supports scale/item va-
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lidity, the correlation of the IDI scores to each of the subcategories, and reflects scale/item valid-

ity across gender, ethnicity, status, age, education level, country and position within an organiza-

tion. Differential Item Function (DIF) analysis indicated a lack of cultural bias in the IDI and 

found that the IDI is a cross-culturally reliable instrument (Wiley,A., 2017). 

Notwithstanding the strength of the IDI, it is also noted that both the DMIS and IDI are 

frameworks developed within North American Academic processes and ways of knowing. As I 

am conscious of the varied and complementary ways of knowing that function outside of this tra-

dition, it is important for me to point this out.  

Many participants expressed interest in completing the IDI survey for my research. Of 

those, seven ultimately completed the survey and participated in follow-up debrief interviews to 

discuss the results. 

Validity 

 

 To achieve an enriched understanding, single case studies take both the case and its con-

text into consideration. This complexity adds countless variables for analysis. The use of theory, 

triangulation of data sources and methods, and collecting data about rival explanations helps to 

strengthen the validity of such research (Yin, 2013). It is for this reason that my data collection 

included the DMIS as a theoretical lens through which to consider the data. Also, the employ-

ment of the IDI survey was incorporated as a source of information related to IC development 

that was unfiltered by the researcher, in order to triangulate with direct observation and interview 

data. 
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CHAPTER 4 
 

CONTEXT 

 
Empowerment of Marginalized and Racialized Canadians  

 

The social change aspect of MT Space’s mission statement begs the question of what 

contributes to social change, and what is it that MT Space believes needs to change? Located in 

Kitchener, Ontario, Canada, MT Space is dedicated to centralizing marginalized stories and 

broadening a network of inclusion for marginalized and racialized citizens. It is striving to build 

resilience, shift power imbalances and provide a platform for interpersonal and intrapersonal 

transformation through theatre. It is specifically designed to demand interactive engagement 

within and beyond the theatre space, and foster agency among those who participate in the com-

munity network. How might this be aligned with what is known about marginalized and racial-

ized Canadians living in urban areas? 

According to Patel, who examined social determinants of health and immigration patterns 

in Canada, recent immigration trends favour newcomers settling in the suburbs: 

In the Canadian context, over 300,000 immigrants arrive annually (18). Further, foreign-

born individuals constitute 22% of the total population, which is the highest proportion in 

over a century (18). Over the past 50 years, the settlement location of newcomers has 

been primarily urban, with 2016 estimates indicating that 91% of Canada’s immigrant 

population resides in census metropolitan areas (compared to 63% of Canadian-born pop-

ulation) (19). In fact, over two-thirds of immigrants have settled in Toronto, Montreal, 

and Vancouver (19). However, more recent trends indicate that newcomers are settling 

outside of the core areas of traditional gateway cities in favour of the suburbs (20–23) 

and, more recently, small and rural towns (24–27). (Patel, 2019, p.2) 

This trend echoes a wider pattern described by Mukhtar, in research focused on the challenges 

faced by immigrant settlement agencies as a result of current trends in migration. Mukhtar notes 

that there is a growing tendency for settlement in the outer suburbs, which is an immigration pat-

tern that is notably increased in the last decade (Mukhtar, 2016, p. 393-4). 
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 The local context in which MT Space is rooted is influenced by these trends. MT space 

began in the Waterloo region. It has hosted its biennial international theatre festival in Kitchener, 

Ontario. This is a “gateway city” for immigration, as is Waterloo Region, generally. In a study of 

immigrant service provider perspectives related to current patterns of migration, Cheyne-

Hazineh et al. noted that 

Canada welcomed over 40,000 refugees from Syria between November 2015 and April 

2017 (Government of Canada 2017), over 1800 of whom settled in Waterloo Region...” 

(Cheyne-Hazineh, Lirondel, 2020, p. 116).  

Research about these immigrants found that the majority of these refugees were children and 

youth. They also found that while post-migration challenges can put these young ones at risk, 

“positive post-migration experiences” are essential to their ultimate success and well-being. It is 

interesting to note that MT Space focuses much of its resources specifically on the youth popula-

tion of the region. 

Patel’s research further examines trends related to the initial good health of recent immi-

grants which is then found to decline over time, at times becoming worse than that of the Cana-

dian-born population. Some theories for this decline include  

adoption of unhealthy lifestyles, poor access to the health care system which is often ex-

acerbated by discrimination, and increased stress associated with the settlement pro-

cess.... With respect to access to health care, recent immigrants in Ontario, Canada are 

three times more likely to face barriers accessing specialist care than the Canadian-born 

population, which largely persists with time spent in the country. (Patel, 2019, p.2) 

So, to consider the reality that “positive post-migration experiences” lead to long-term success 

for refugee youth and access to health care (and specifically mental health support) is essential 

for building resilience for newcomers (Cheyne-Hazineh, Lirondel, 2020, p. 131-2)), settlement 

agencies and community building programmers have identified several needs that must be ad-

dressed, including  
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...effective language programming, adequate school system resources, cultural and gender 

considerations, support for first language retention, employment opportunities, program-

ming that promotes social belonging and anti-discrimination, mental health supports, and 

community recreational and arts opportunities... (Cheyne-Hazineh, Lirondel, 2020, p. 

118). 

In relation to the last three targets on this list, MT Space dedicates much of its resources to youth 

engagement platforms in schools, in collaboration with social service agencies in the wider com-

munity, and by inviting immigrant youth to serve as volunteers at their biennial international the-

atre festival. In fact, the evolving culture of MT Space and its mission address many of the em-

powerment strategies for newcomers to Canada, identified for their effectiveness in building re-

silience and aiding integration. Specifically, fostering social connection within and between 

groups, providing opportunity for active engagement in social and service spaces, welcoming ac-

tive contributions and thereby stimulating agency, and providing social spaces that strive to em-

body inclusion. By collaborating with local community partners, opportunities for developing 

diverse friendships become accessible which can increase a sense of belonging and growth for 

newcomers, as well as growth for long time citizens of diverse backgrounds (Cheyne-Hazineh, 

Lirondel, 2020, p. 130-135). 

In an examination of immigrant well-being in another second-tier gateway city (Windsor, 

Ontario), George notes the importance of newcomers in gaining a sense of belonging. In this re-

gard, securing gainful employment ranked high on the list of strategies which contributed to a 

sense of belonging. Recommendations to strengthen a healthy inclusion of newcomers include 

“more integrated programming and engagement” (between community stakeholders and new-

comers), and adopting a “place-based lens” in further thinking about how to assist immigrants in 

feeling a sense of belonging.  
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…(I)mmigrant settlement requires attention not just to service provisions but also to the 

cultural and social dynamics of a place in ways that support the social inclusion of immi-

grants. A sense of belonging means being able to recognize or misrecognize ourselves in 

others and our social world through a multidimensional and varied everyday engagement 

in the social life of a place.... Welcoming initiatives allude to but do not necessarily fore-

ground the cultural matrices – the intercultural, racialized, and historical dynamics – that 

underwrite cities as places that include or exclude immigrant newcomers.(George, 2017, 

p.43-4).  

The valuing of stories and holding space for witnessing and connecting at MT Space through a 

variety of narratives which include immigrant sharing seems to target this goal. In fact, in a re-

gional inquiry about immigrants and the challenge of precarious employment, Ali & Newbold 

recommend that due to “Canada’s growing dependence on immigration for population growth 

and economic development” and the reality of these newcomers experiencing significant barriers 

in settlement processes (including higher rates of precarious employment), an increase in “sup-

port for local community organizations and social institutions that mediate immigrant’s settle-

ment processes with respect to not only economic assimilation but also broader social inclusion” 

be targeted (Ali & Newbold, 2020, p. 1185, 1210). These suggestions point to widespread adop-

tion of the kind of mission for which MT Space stands. 

Regarding racialization, Hogarth, in a paper dedicated to exploring themes of security as 

it relates to migration, points out that “(a)ccepting racism as a given in Canadian society sensi-

tizes our awareness, at the very minimal, to the need for a sense of safety and security for racial-

ized bodies”. Founding her research on critical race theory, Hogarth demonstrates the connection 

between a negotiation for a sense of belonging with the realities of issues of oppression and he-

gemony. As such, a positive post-migration experience is closely related with “freedom from op-

pressive structures, the breaking down of barriers and the transformation of spaces”. These pro-

cesses must align with an essential need for community, which, as Bauman (2001) indicates, rep-

resents “stability and certainty” and “rests in the belief that it offers an alternate home in which 
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people who are in some way displaced might find a measure of safety and security in a world 

that is otherwise confusing and threatening” (Hogarth, 2015, p.784-5). This is not an easily es-

tablished target. In fact: 

Achieving emotional attachment to Canada proved quite difficult for some because of the 

sense of displacement and dislocation participants experienced as a natural part of the im-

migration process. In many instances emotional attachment remained toward the native 

land even after years of living in the migratory home. (Hogarth, 2015, p.789) 

Finally, shifting immigration policies are found to espouse neoliberal approaches such as 

favouring short-term economic development over long-term nation building. “(T)he state pre-

ferred “highly-educated, skilled, self-sufficient, and wealthy immigrants” to reduce its responsi-

bilities to support immigrants’ settlement...” and the success of migration largely falls on the 

shoulders of each individual newcomer. This burden is more heavily experienced by immigrant 

women. As a result of the intense pressure to manage the demands of migration, these neoliberal 

trends require newcomers to forego the possibility of an accommodation of difference as they are 

expected to adapt, adjust to and establish a Canadian “western ‘pluralistic’ value system” (Zhu, 

2016, p. 145 - 150). 

MT Space seems to exist as a portal to respond to this shifting reality by expanding the 

opportunities for newcomers to actively experience a collective process of co-creating commu-

nity with an aim to embracing others without sacrificing their own stories, their own cultures, or 

their own way of building relationships. As Knowles observes: 

(S)ome of the most important work IMPACT has done has been to situate immigrant and 

refugee work within the context of Indigenous performance in what is now Canada, ac-

knowledging, as the MT Space’s own production of Amal did at IMPACT 19, that immi-

grant and refugee populations have arrived in “a land that is not ours.” This has been 

done through consistent Indigenous programming at the festival of major work by Deba-

jehmujig Storytellers (Manitoulin Island, Ontario), Kaha:wi Dance Theatre (Toronto), 

Raven Spirit Dance (Vancouver), Gwaandak Theatre (Whitehorse), ARTICLE 11 (To-

ronto and Calgary), and others. But it has also been done through strategic pairings and 

collaborations. (Knowles, forthcoming) 
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By situating its work within the context of settler and Indigenous relations, MT Space not only 

recognizes the marginalization of newcomers but also the impact of colonial practice on the orig-

inal inhabitants of this land. In this way, the mission of MT space is honouring the experiences 

of marginalized peoples in relation to hegemonic practices in Canada, allowing for a broader ex-

ploration of the impact of assimilation of immigrants which does not ignore patterns of ongoing 

cultural genocide of Indigenous Peoples. This approach, in and of itself, embodies an attitude to-

wards social change that is in the forefront of social justice initiatives in Canada. 

MT Space 

 

I chose MT Space because its mission statement and ongoing praxis (built on years of ex-

perience) suggest that mature IC may have developed in those who have been involved with the 

Company. MT Space fosters collaborations with artists and community members to workshop 

evolving narratives through a process that is intended to help participants develop critical con-

sciousness. They bring contemporary stories to the fore with an intentional focus on giving space 

to hitherto invisible stories from marginalized voices. Their collaborators have never been lim-

ited to one particular cultural group. 

There is a declared hope that anyone associated with MT Space learns alongside the com-

pany about important matters of social justice related to intercultural equity. The ripples of this 

learning are expected to extend into peripheral communities and spaces where participants may 

find themselves. It is this aspect of intercultural relationship building in theatre for social change 

work that is the central focus of this case study. Does MT Space foster increased capacity for in-

tercultural sensitivity development within and throughout its community network? What are the 

themes and patterns that exist in this community that relate to intercultural sensitivity develop-

ment? 
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MT Space is a professional theatre company located in Kitchener, Ontario. Established in 

2004, its work has stemmed from approaches espoused by Paulo Freire (Freire, 1972, 2018), spe-

cifically the engagement of the voiceless in a pursuit of raising critical consciousness. The result-

ing social awareness is intended to transcend the core performance processes and ripple into 

community relationships. Rather than tokenism as a superficial inclusionary strategy in building 

inter-culturally sound organizational structures, MT Space also attempts to embrace intercultural 

practice throughout its organizational and performance framework. This was the intention of 

Founder Majdi Bou-Matar, who groomed current Artistic Director, Pam Patel (who took over 

from Bou-Matar three years ago) to uphold and pursue the same vision. They continually collab-

orate in service to the local, national and international theatre community. They also strive to 

serve alongside social service development agencies when possible. This active, self-reflective 

community of practice seeks to evolve in relationship with others. In an interview with Andrew 

Houston for Canadian Theatre Review, MT Space’s Artistic Director, Majdi Bou Matar, de-

scribes his vision of community building for social change: 

By starting with building a core community of creation you have a solid foundation upon       

which you can then begin to build the other layers. And the stories you begin to work on, 

to tell and perform, they are the basis of connection between the wider layers of commu-

nity and this core community of creation. In this way, the outer layers of community sus-

tain the core in the ways in which ideas are discussed, debated, and explored. (Houston, 

2014, p.76) 

As previously noted, MT Space is founded on a collective process of co-creation influ-

enced by Freire’s dialogic model. The inherently dynamic approach to “in problem-posing edu-

cation” is thought to foster collective overcoming of false perceptions of reality. This work be-

gan primarily with creating “new theatre productions using a long creation process and extended 

local run of performances, while touring occasionally...confined within the limits of the tradi-
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tional theatre space and experience” (Bou-Matar, Main, Mcnie,& Onuška, 2018, p.125). How-

ever, the project “The Other End of the Line” a shorter piece that was crafted to be socially en-

gaging (performed at IMPACT 2009), advanced the practice towards work that “may be even 

more … effective if it succeeds in disrupting conventional assumptions about space, and conse-

quently, in subverting the power differentials associated with conventional theatrical venues” 

(Bou-Matar, Main, Mcnie,& Onuška, 2018, p. 125). Through this experience, the company 

learned that this shorter form had the flexibility of being inserted into other events, allowing for 

post-performance reflective discussion. This adjustment which prioritizes dialogic learning with 

audiences is a kind of reflective practice that aligns well with the mission statement of MT 

Space. As a result, collaborative projects could be pursued with community development agen-

cies. (Bou-Matar, Main, Mcnie,& Onuška, 2018, p. 126). As Bou-Matar et al. describe: 

(c)ommunity and connection are at the heart of why we do what we do at the MT Space 

Theatre. That was the spirit that we brought to the performance of The Other End of the 

Line. It is the idea of defining or redefining ourselves in a new context, as immigrants, or 

as sons and daughters of immigrants, as people growing up in a totally different cultural 

environment from the one we now live in. It is an act of finding community again. 

…(Bou-Matar, Main, Mcnie,& Onuška, 2018, p. 134) 

 

Since the time of Founding MT Space, the company has evolved. It has grown in size, 

number of collaborative relationships and funding support. Concurrently, its biennial internation-

ally renowned festival (IMPACT) has also evolved. IMPACT is an acronym for International 

Multicultural Platform for Contemporary Theatre. It is an avenue for channeling work of newly 

arrived immigrant artists, theatre pieces that are not typically staged on the international festival 

circuit, and provides many and varied networking opportunities for the artists associated with 

such communities of practice. In hosting the biennial festival, MT Space continues to build rela-

tionships with local government (to assist with visas), businesses (such a restaurants, hotels and 

breweries, for reciprocal sponsorship) and social service agencies (such as The Working Centre, 
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YMCA, K-W Multicultural Centre), as well as collegial arts organizations (such as Neruda Arts, 

Green Light Arts, The Registry Theatre). IMPACT was founded in 2009 and has built a solid 

reputation both locally, nationally and internationally every two years since. Collaborations for 

IMPACT foster economic growth in the Waterloo region and provide meaningful connections 

amongst members of the arts community. Shows have been mounted from companies travelling 

from far and wide, as noted by Knowles in his forthcoming work related to international theatre 

festivals: 

(IMPACT) has staged intercultural work from Australia, Belgium, Chile, China, Colom-

bia, Denmark, Hungary, Iran, Iraq, Lebanon, Mexico, Morocco, Aotearoa/New Zealand, 

Palestine, Syria, and Tunisia; Immigrant, refugee, and BIPOC work from Halifax to Van-

couver to Whitehorse; eighteen Indigenous shows from across what is now Canada and 

from Aotearoa, Australia, and Ecuador; and several productions and co-productions that 

brought together Indigenous, immigrant, refugee and BIPOC artists and stories. 

(Knowles, forthcoming) 

Knowles provides an extensive list of performances by visiting and local companies. The nature 

of the content represents, in his estimation, high quality intercultural performance work.  

 Building on work like The Other End of the Line (IMPACT 2009) MT Space showcased 

Occupy Spring and Return Home at their 2013 festival. In that year, the program included a 

Pow Wow hosted at the University of Waterloo and a video installation of generation to genera-

tion messages of migration and identity. At IMPACT 15 MT Space hosted their first Stage & 

Story Market, where participants were invited to share their story and interact with artists and the 

community. They continued to stage collaborative work and mounted Paradise (with Gwaandak 

Theatre), The Art of Getting Married and Who is this?(MT Space Young Company). As Pam 

took the reins, their engagement of community continued to be a high priority as evidenced with 

their Family Pavilion (IMPACT 17). Their internationally acclaimed piece The Raft (with El 

Hamra Theatre) and Stories to Build a Home (MT Space Young Company) were among the 

many performances that year, followed by Amal (IMPACT 19). 
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 Their award-winning work has toured across Canada, and internationally to Jordan, Syria, 

Lebanon and Tunisia. I had attended MT Space performances of Last 15 Seconds, about Syrian-

American filmmaker Mustapha Asad, his efforts to broaden understanding of Islam in the West 

and his death resulting from a suicide bombing; The Raft, about the experience of North African 

refugees attempting to cross the waters into Europe by enlisting the aid of rafting smugglers; and 

Amal, about the arrival of Syrians sponsored as refugees by an Cree man in Kitchener. These ex-

periences heightened my respect for the work, as they all served to broaden my consciousness 

about these topics and evoke a significant intellectual and emotional response to themes of social 

justice and migration. The performances were based on real life events, held universal signifi-

cance by highlighting contemporary themes of social injustice, and engaged in Q & A after each 

performance. Audiences are addressed in performance programs with questions such as, what 

does it mean to resist, occupy, survive? After the shows, I also had an opportunity to engage in 

further discussion in social spaces with the performers.  

 The evolution of the company is broadly outlined in Chapter 5. At the time of my re-

search, MT Space consisted of an Artistic Director (AD - Pam Patel), and an IMPACT Artistic 

Director (AD - Majdi Bou-Matar), 2 part-time administrative staff, a volunteer Board of Direc-

tors made up of 4 people from the local community (two lawyers, an accountant, and a commu-

nity activist), a crew of artistic associates (paid professional wages for performance and commu-

nity engagement work), temporary festival staff (Festival Manager, Production Manager, tech 

crew, summer students who focused on marketing and volunteer coordination along with festival 

administrative support work, a logistics coordinator, a hospitality coordinator, a conference coor-

dinator), and a roster of hundreds of community volunteers. Pam’s role was oversight of all oper-

ations, and reporting to the Board of Directors. Majdi’s role was curating the festival. The Board 
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hired staff, in consultation with the ADs. The administrative staff and festival hires reported to 

the Board and ADs. The volunteers and festival staff were under the direction of this leadership 

structure. Majdi designed the structure of MT Space to be as flat as possible, with communica-

tion and collaboration pervasive throughout. Ultimately, all final decisions were to be made by 

the ADs, with the support of their Board. It is well known that from the beginning of the creation 

of MT Space, Majdi was intent on populating the organization with women of colour as its lead-

ership. It is just as well known that Pam is intent on populating the majority of the human re-

sources from marginalized populations, most specifically the Board of Directors and staff. 

 The learning and networking approaches outlined above, as well as the process of co-cre-

ation with intercultural artists, closely align with what is described as a transformational learning 

process (Mezirow, 1991). This is also true of the concurrent IMPACT conference and symposia 

which creates conditions for reflective dialogue. These opportunities for collective reflection, 

discourse and workshopping allow advancement of thinking and collective negotiation of mean-

ing. The culture of learning that is thus created allows testing of perspectives, voicing of agree-

ment and argument and a refinement of concepts related to the work. It also aligns with pro-

cesses in the field of community network change, where community stakeholders who are en-

gaged in similar work and roles along similar areas of practice will share information and build 

learning relationships (Lawlor & Neal, 2016, p.428). 

Is the work of MT Space succeeding in its attempt to build a community that fosters so-

cial change? Snyder-Young identifies one of the limitations of theatre work for social change is 

that by focussing on the inclusion of marginalized communities, those who have the political 

power to influence change are not involved and remain unaffected (Snyder-Young, 2013, p.10). 

Or, the opposite — that theatre for social change is dictated by funding agencies and privileged 
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protagonists who are not personally affected by the topics of social change they attempt to ex-

plore, so the result is a kind of colonizing development mindset that exacerbates the existing 

power structures (Snyder-Young, 2013, p. 38). MT Space seems to be avoiding both limitations 

by involving a wide range of participants (from both within and without the artistic community) 

in its networked community of collaboration, and by involving those from marginalized commu-

nities throughout its structure. 

MT Space is attempting to leverage the agency of all members of its community — art-

ists, volunteers, spectators, sponsors, social service providers — in order to transform the status 

quo. However, Snyder-Young declares that: “(m)y contention is that artists do not think strategi-

cally enough about what tactics will mount the most effective opposition to the status quo” 

(Snyder-Young, 2013, p.10). Could MT Space be doing this work well? Are there strategic lines 

of action that make the approaches of MT Space effective in this work? Knowles identifies inno-

vative intercultural theatre work by its ability to reorder traditionally hierarchical and limiting 

relationships towards “ways that are at once relational, nonhierarchical and heterotopic” 

(Knowles, 2017, p.10) and holds firm in the belief that MT Space is on the leading edge of this 

work in Canada. 

In summary, MT Space theatre company intends to provide fertile spaces in which 

greater social consciousness can emerge. This consciousness is hoped to contribute towards more 

equitable practices in a variety of fields: arts, development, governance, education, etc. They are 

working towards filling the empty space of subaltern voices and bodies. In the range of connec-

tions made possible by the work of this professional theatre company, the kind of social change 

they desire requires increasingly mature levels of IC. My research set out to find examples of 

how this process of IC development may be discerned.  
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CHAPTER 5 
 

FINDINGS 

 

Combing the data for patterns and themes was guided by the lens of the DMIS categories. 

It was also focused on relationships and interpersonal patterns of communication. As such, 

knowing who was involved and how they are connected to the community of MT Space was es-

sential to my interpretation of the data. As an ethnographic inquiry, the cultural framework and 

core values of MT Space provided yet another lens through which to consider these relationship 

patterns and interactions between community members. These questions: 

• Who am I observing?  

• What, if any, investment do they have in upholding MT Space vision and culture?  

• How is their communicative behaviour demonstrating aspects of IC as defined by the DMIS?  

 

were constantly in my mind. I was not present in the co-creation spaces for MT Space dramatic 

work, nor intent on analyzing the content of their staged theatrical performances. I examined the 

people connected to the work, and their demonstrated IC development as citizens of the wider 

community in which MT Space seeks to contribute to social change. This examination centred 

on their observable behaviour in community relationships and their attitudes and choices as ex-

pressed in public and private conversations and interviews. 

The first step in navigating my participant observation research was to initiate an MT 

Space Community Network Map. This map evolved over time, with clarifications made as new 

information came to light. Information was gathered from in person conversations, participant 

observation and archival document retrieval. Using narrative analysis I grouped the development 
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of relationships into seven stages, with some essential identifying description, in the images be-

low. These stages were identified not by a linear timeline, but by the growth of the community 

network and reach and complexity of the company: 

Figure 5.1: MT Space Nucleus Forms 

Figure 5.2: Initial Growth 

 
Figure 5.3: Incorporation 
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Figure 5.4: Expansion 

 

Figure 5.5: Board Established 
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Figure 5.6: Widespread Performance 

 

Figure 5.7: New Leadership 
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Learning about the nature of the organic (non-linear) unfoldment of this community network 

yielded the following core values of the company, as stated by the respondents and triangulated 

with participant observation and archival data sources: 

• recognition that we are living in a society of hegemonic oppression of marginalized voices 

which is founded upon a culture of historical colonial attitudes and practices: MT Space at-

tempts to be a conduit for amplification of these voices and the stories they have to tell 

• centralizing marginalized voices will lead to increased consciousness and greater equity in our 

community 

• inclusion and diversity is maximized in service to improvisational dramatic processes, with 

deference to the Director having the final say about performance art choices  

• everything possible will be done to ensure the show will go on, performance schedules are kept 

at all costs 

• primacy is given to ancestral values of respect for elders, respect for Indigenous voices, hon-

ouring the legacy of those on the margins who have come before 

• all resources and practices serve a counter-hegemonic agenda, with cooperation from allies 

from any and all communities who wish to participate 

• learning in process will be pursued in all relationships and venues, leading us to unknown out-

comes as we evolve 

• this work is valuable, contributes to economic prosperity in the community and advancement 

of social equity practices 

• staff are paid professional wages for their professional work 
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Interviewees 

 

 For the data collection that involved semi-structured interviews, interviewees were as-

signed pseudonyms for anonymity, in accordance with the research ethics protocols governing 

this inquiry. It was explicit in the informed consent process that the content shared in each inter-

view was decided by each individual, knowing that it was for the purpose of analysis and possi-

ble publication. For this reason, self-monitoring for desired level of privacy was expected: Each 

respondent signed and agreed to this reality in their informed consent permissions. [One inter-

viewee, for example, expressed disappointment that real names would not be associated with the 

interview data set, and was fine with their own name being disclosed.] The following are the 

pseudonyms assigned to the interviewees: 

1) Ghawer  

2) William 

3) Tora 

4) Zoe 

5) Haben 

6) Amalie 

7) Andreas 

8) Everett 

9) Chichima 

10) Dylla 

 

When taking into consideration both the relationship and commitment to the MT Space mission 

statement, these interviewees represent a range of proximity when it comes to alignment of val-

ues with the MT Space organizational culture (described in Chapters 2 & 4 and through the core 

values listed above). Characteristics such as value alignment, time invested in MT Space vision 

development, years of engagement, multiple roles within the organization, etc., were considered 
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as narrative analysis and identification of patterns noted in field observations ensued. Specifi-

cally, insights from those whose values align most closely with the company were taken as credi-

ble representations of MT Space culture and process. 

IDI survey respondents  

 

Seven people completed the IDI survey, not all of whom are noted in the above list of in-

terviewees. Interviews were conducted and recorded in person and online via the Zoom digital 

platform. These were semi-structured, open-ended interviews (for sample questions, see Appen-

dix B). Transcripts were evaluated through narrative analysis. Subsequent analysis applied the 

lens of the Developmental Measure of Intercultural Sensitivity (DMIS) categories outlined by 

Bennett. IDI Surveys were administered via the IDI LLC website, and individual profile reports 

were shared with each participant in a post-survey debriefing session. 

General Observations 

Interview Data 

The initial sifting of sections of interview data into their relevant DMIS categories yielded the 

following volume distribution (see Table 5.1): 
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DMIS Distribution of Coded Data 

Denial 5 pages 4.6 % 

Reversal/ Defense 20 pages 18.3 % 

Minimization 10 pages 9.2 % 

Acceptance 24 pages 22 % 

Adaptation 29 pages 26.6 % 

Integration 21 pages 19.3 % 

Table 5.1: Distribution of coded data within DMIS categories 

 

This indicates that most responses about IC (within semi-structured open interviews, alongside 

field notes and archival data) describe incidents that reflect a predominance of intercultural ori-

entations (Acceptance, Adaptation, Integration) rather than monocultural orientations (Denial, 

Reversal/Defense, Minimization). 

IDI Survey Results 

 

In part, the IDI measures two orientations: Perceived Orientation (PO) and Developmen-

tal Orientation (DO). The PO is a reflection of where the survey respondent believes they are on 

the IC continuum: This score is an indication of the willingness of the respondent to orient them-

selves in attitude and behaviour along the IC continuum (their level of intended IC). The DO is a 

reflection of where they actually are on the IC continuum, and how their attitude and behavioural 

manifestation of IC may be perceived by others (their level of embodied IC). Since the number 

of IDI participants did not fulfill the hopes and expectations of the study, the results are not pro-

vided in detail here. However, of note was the overall predominance of higher levels of IC in the 

small group who did complete the IDI survey. On the whole, the average PO score was 115.8 (in 
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the acceptance range of the IC continuum), and the average DO score was 113.6 (also in the ac-

ceptance range of the IC continuum). 

From my previous experience with this IC assessment tool, the fact that three of the seven 

IDI respondents scored in the Adaptation level of the continuum was noteworthy: This height-

ened level of IC is not common, but in this group, was measured in almost half of the respond-

ents. As far as value from the IDI can be leveraged, it is a limitation of my study that there was 

no pre and post experience IDI measurement. However, the value of the debriefing interviews 

yielded much relevant information for analysis. 

Through the Lens of the DMIS 

 

As noted in the Methods chapter, data was sifted through the lens of the DMIS catego-

ries. In addition to this lens of analysis, questions related to themes of attitude, learning, social 

change and empowerment were considered. Specific attention was paid to themes of intentional-

ity; relationship building; making deliberate choices to submit to (at times stressful) processes of 

transformation; taking responsibility for change and shifts in power dynamics; supporting infor-

mal learning processes and ongoing connection within the community; and fostering a praxis of 

reflection (content, process and premise). The following are salient aspects of IC that arose in the 

data with respect to each of the stages of IC development outlined in the DMIS. 

Denial 

While there was little data gathered that reflected an orientation of denial IC, there are 

some points of note. One recurring theme is the employment of MT Space in an attempt to over-

come a state of denial in an organization. As a reminder, this monocultural orientation belittles 

anything other than one’s primary culture, to the point where it is completely overlooked. MT 

Space’s work has been commissioned by non-arts organizations who wish to increase member 

awareness around specific issues in order to strengthen their ability to perceive and interact with 
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more ethnorelative perspectives. Two communities where MT Space was brought in for this type 

of work stood out: a mental health professional conference and a church mission group. In both 

instances, MT Space performers shared a workshopped piece they had derived from interaction 

with the members of the organization and from material they provided. The resulting performed 

theatre, in situ, resulted in enthusiastic responses from both the members and leaders of these or-

ganizations. In the case of the mental health professional community, after cheers and applause, 

one member shared “we’ve been trying to say this for a long time and the people who needed to 

hear this were in the room, and you said it more articulately than we could ever say it” (An-

dreas). In the case of the Church Mission Group, MT Space helped them to articulate aspects of 

social justice, homosexuality, gay rights, women’s rights, domestic abuse, which they were try-

ing to figure out in their organization. He said, “they videotaped us (MT Space) and they had an-

other company do our show. They continued to do our show” (Andreas). The uptake of the show 

by the Church is a response which demonstrates the value of the work and the generosity of the 

offering (allowing it to be videotaped and reproduced without MT Space receiving royalties). In 

both cases (two examples of many in the repertoire of MT Space experience) the work was cre-

ated to help raise consciousness to help an organization advance beyond a general state of denial. 

Andreas further shared his own experience, not as an official “MT Spacer”, but doing 

similar work in the community as a commissioned artist. “A similar thing happened with this 

piece about domestic abuse: Rage Against Violence. It was a commissioned piece...” (Andreas). 

Andreas was hired by Women in Crisis Services of Waterloo, who approached him directly. In 

the work, performers read real stories of women who had experienced domestic violence, and 

these performers were both actors (for 2 extraordinarily sensitive stories) and non-actors. Fol-

lowing the reading performances, names of women who had been murdered in the past decade 
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were read aloud. The connection to community story, relevance to social service work and com-

bination of actors and non-actors were aspects that Andreas said were very poignant. “I think, 

working with MT Space gave me, not the freedom to do that, but (an) understanding (of) how far 

I could embrace it.” (Andreas) This theatre arts approach to collaborating within the social ser-

vice network further expanded to share the work more broadly, even internationally. Andreas 

and other professionals waived any royalties so that the work was open source. In this way, they 

hoped it might proliferate in service to raising social consciousness about the issue of domestic 

violence. 

Another aspect of denial which surfaced in the data relates to the timing of my participant 

observation with MT Space and a concurrent shift in MT Space leadership style: They were at-

tempting to incorporate an arts management framework, but there was denial on the part of arts 

management advocates of the need for blending existing MT Space administration culture with 

the arts management practices being newly implemented. This was a dominant thread throughout 

the data. I was engaged with this community during the staging of their biennial festival, called 

IMPACT ("International Multicultural Platform for Contemporary Theatre”). The scope of this 

aspect of MT Space’s work is all-consuming in a festival year: It is their largest platform and 

revenue stream. IMPACT ‘19 was a notable year for MT Space in that it resulted in the public 

resignation of its Founder, Majdi Bou-Matar. The events leading up to this dramatic resignation 

(a surprise announcement on the opening night of the festival) hold rich learning points for re-

flection. One such learning point revolves around a kind of blindness or denial to some of the un-

folding dynamics. As interviewees related, there was a cultural clash within the organization, for 

the first time in its history, brought on by a desire for shifting into a more traditionally business-

oriented model as directed by funding organizations. Denial manifested in the leadership (Board 
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of Directors, Staff) not addressing the problems this caused until the first week of the festival, 

months too late to avert the conflict which ensued. While unintentional, these blind spots were 

disruptive in the moment, and provided much in the way of organizational learning for the year 

following IMPACT 19. 

Polarization: Defense/Reversal 

 

An orientation of polarization seemed to permeate many internal interactions related to 

the IMPACT 19 festival. Remember that in this mindset, perspective is monocultural: Circum-

stances are perceived and interpreted from one’s own culture, and assessed as such. In the de-

fense orientation, one’s own culture is considered better than anything that approaches the world 

from a different worldview. In a reversal orientation, another cultural approach is considered bet-

ter than one’s own. 

Defense manifested in the attitude of funding agencies in recommending to MT Space 

leadership that they hire non-artists for their management of staff needs -- a new generation of 

administrators for the company. The intention was to bring the company into a modern age and 

infuse more business-based arts administration practices into the everyday functioning of the 

company. This indicates a preference for corporate practices over the style of a more horizontal 

collaboration, typical of MT Space culture. Rather than considering how MT Space might be 

supported in incorporating the necessary skills in their existing ways of functioning, it was a re-

jection of the MT Space approach and a suggested replacement approach through new staff from 

a business community. In navigating the inclusion of these two management styles, polarization 

dominated relationships throughout the planning and execution of the Festival. There was uncer-
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tainty about how to navigate in unity, since the two paradigms function with incompatible ap-

proaches to leadership and communication. Rather than consciously seek to bridge the ap-

proaches, one was implemented at the expense of the other. 

 One example of this was the dissolving of the role of Logistics Coordinator from the MT 

Space management structure. The role was dissolved without the ongoing communication that is 

typical of MT Space protocols. It was a top-down choice, that was implemented behind closed 

doors that remained closed: it was an imposed business decision from the newly hired manage-

ment staff that did not take into consideration the consequence which would ripple through to the 

success of the festival. This decision was actioned as a result of a hierarchical shift that was al-

lowed by both the AD of the Festival and the AD of the company. According to respondents, it 

was a conscious “stepping aside” by these leaders to allow for new ideas to be actioned — a 

demonstration of an IC orientation of Reversal. The decision itself may have been exactly cor-

rect. However, in the culture of MT Space, it was done quietly, without traditional communica-

tion, ending informal meetings and relegating staff to follow the direction from new management 

without having insight into the reasons for some decisions, or participating in the decision-mak-

ing process. The way the process was executed felt harsh to some participants as compared to the 

established culture and mission of the company. This misalignment of values increased until the 

final conflicts which occurred during festival week. Dissolving the role of Logistics Coordinator 

and saying the staff member “didn’t fit” any longer was one example of this misalignment of val-

ues. This particular example could point to an interpersonal conflict, however, further examples 

from respondents indicating a general posture of criticism towards returning staff and their tak-

ing over work that was previously assigned to others, attest to a more directorial and microman-

agement approach. According to respondents, this approach may have been due to inexperience 
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in leading a team, a lack of communication and confidence in staff and volunteers, or a combina-

tion of these. One respondent attributed these dynamics to non-personal procedural skill: the new 

management staff were doing what they were trained to do without any malice or ill will. When 

the festival was almost ready to launch, it was shared that the Festival Producer arrived at an 

empty office and then communicated to everyone that it was unheard of that at this time in the 

process, everyone was not there. One respondent was surprised by this, because no meeting had 

been scheduled, there was no pattern of meetings, and most tasks had been absorbed by the new 

management staff: staff and volunteers, from this respondent’s perspective, had no reason to be 

there. 

 The directive and authoritarian style of management in tech set-up and in communication 

with visiting companies is also reflective of a defense orientation. Requests for flexibility in 

lighting set-up, prop provision, adjustments to backstage design by visiting artists were some-

times met with hostility, rejection and disdainful acquiescence. Artists, as a result, reported at 

times feeling undervalued and belittled. On the other hand, tech crew reported feeling underval-

ued, undermined and treated without proper respect. There is a clear IC expression of polariza-

tion at play here from all involved parties. The people involved on the front lines of this conflict 

were not long-time MT Space community members, committed to the declared mission of the 

company. 

 One interesting anecdote points to a moment of transition from Polarization: The Defense 

orientation projected by the Festival Producer seemed to waver in the following incident (a de-

scription of how visiting teams responded to a crisis and possible cancellation of a performance) 

as they recognized how the MT Space approach led to successful teamwork. All this occurred 

when the tech team stepped aside, refusing to engage in staging the performance, which would 
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amount to yet another show cancellation during the festival week. These last minute cancella-

tions were unprecedented at IMPACT, and are highly unusual in theatre of this calibre: 

(T)he Mexican team, the Iranian team, our (MT Space) team, wives and husbands, 

showed up at the theatre, moved the wall, built the set and put the show on. And what 

was really interesting was that the Festival Producer said that that was the first time she 

felt that there was ever a sense of team during the entire festival. That sense of coming 

together is what characterized everything MT Space did until this point. The sense of this 

is happening, whatever it takes and whoever it takes. (Zoe) 

The Festival Producer’s appreciation for this collaborative approach points to a perception of 

value of an opposing worldview, one that goes beyond the predominant attitude of Defense. Ex-

periences such as these can, perhaps, foster an expanded IC over time. This particular action re-

sulted from a meeting with long-time company members, who drove the restorative initiative. 

 One could also consider this collective rejection of the stance taken by the newly hired 

Festival Producer and Production Manager as an expression of polarization. That is, the majority 

of IMPACT 19 community represented the traditional MT Space culture, which had been culti-

vated over many years. As such, the new hires and culture of business-like arts management 

were in the minority. Within this mix of community during the preparation for IMPACT 19, 

there was clear conflict: Any collaborative flexibility completely disintegrated as curtain call ap-

proached. This conflict (pervasive Polarization) carried into the concurrent conference space. At-

titudes of incredulity, confusion and outright disgust permeated the visiting artists perception of 

these rigidly upheld responses from the tech team, which were perceived as racist and unsupport-

ive. As a result, there was little capacity for shared negotiation of meaning around IMPACT 19 

events as they unfolded. 

 As MT Space attempted to leverage more corporate approaches into their organizational 

structures, one surfacing theme of Reversal is the notion that all “young women of colour” some-

how naturally uphold all the desired characteristics that would serve the goals and mission of MT 
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Space. This broad stereotype lacks nuance. While this might perhaps be a form of Denial (on 

some level) it is a clear demonstration of a Reversal IC orientation: “Young women of colour up-

hold a cultural worldview that is inherently superior to mine”. This is not to judge the mandate of 

hiring young women of colour as incorrect or flawed, but to challenge the notion that as a broad 

category there is a singular mindset and range of value alignment within this grouping of people.  

 MT Space is founded on traditional Arab theatre culture as experienced by Majdi Bou-

Matar: It was his vision of inclusion and community which gave life to this company. In this vi-

sion, there is a primacy of developing relationships and bridging formal theatre spaces into more 

informal social spaces. It is built on deep hospitality and upholding the artistic vision as supreme 

over all things, requiring everything else in the company’s structure to serve that artistic vision. 

Included is an expectation that everyone involved will be open in discussing challenges and 

problems, allowing them to be addressed. There is also an expectation for everyone involved to 

be consciously engaged in a developmental of transformative process of their own: personal 

transformation is expected. In short, there is an expectation that it will be difficult, that it will of-

tentimes be uncomfortable, and that everyone is on board with an acceptance of that fact. The re-

sulting discomfort in service of evolution of the company is normal, and this is the work that is 

needed in order to serve the mission of MT Space. The ultimate authority of the leading Artistic 

Directors is maintained: What the leader of the company wants is what will ultimately be sup-

ported. These values and this vision are widely accepted among the long-term participants in MT 

Space. They are not written down, however, for any newcomers to the company. There is no 

overt training to this effect. For this reason, hiring new people without assessing their alignment 

with this culture or providing training for them to connect with this culture is a manifestation of a 



 

73 

monocultural IC orientation. It is an orientation of Minimization, but could manifest in Defense 

in specific circumstances. 

 One example of this, which fuelled conflict throughout the week of the festival, related to 

a lighting plot design and set-up for the National Theatre of Tunisia. In the months leading up to 

the festival, the approximately three hundred emails with the National Theatre of Tunisia had es-

tablished the staging plans for the technical team. When the company arrived in Kitchener and 

wished to stage their performance, these emails were considered by the Production Team to be a 

written contract: From their corporate culture perspective, there is no flexibility — the time for 

negotiation of these details had passed. But within the culture of MT Space and the relationship 

between the Tunisian Theatre Company and MT Space Theatre Company, this lack of flexibility 

did not meet expectations. From their point of view, in-person adjustments at the time of perfor-

mance are normal and allowable, as they have been in the past. This conflict was left unresolved 

and fuelled tensions throughout the week, undermining the staging of the festival throughout. 

 Similarly, the work ethic involved in staging a performance was much more intense in 

the MT Space festival than Canadian theatre protocols allow. For example, hours leading up to a 

performance would find the set-up crew and performers working around the clock to ensure a 

successful performance. Not so for the unionized Canadian crew members, who have set hours, 

and regular breaks. This clash of cultures led to the cancellation of performances (highly unu-

sual), since preparation was incomplete for visiting companies. This severe blow to long term re-

lationships and undermining the quality of the festival were the foundation for Majdi’s resigna-

tion on opening night. Attempts to discuss and resolve the matter were unsuccessful and resulted 

in the technical crew walking out before the end of the Festival. The point of view of the tech-
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nical crew was founded clearly on local standards of union work related to technical roles in Ca-

nadian theatre. Respondents explained that upholding strict adherence to these rules is not com-

mon in many spaces where they share their work. They have experienced a range of flexibility 

and personal judgement which has often resulted in successful staging of work, regardless of the 

many last minute obstacles that have arisen close to performance time. This is the expectation at 

MT Space. These aspects of negotiation and collaboration were not shared formally with new 

staff. The core values and organizational culture was not a matter of training as newcomers ar-

rived to add their expertise to the company. The assumption that they would navigate last minute 

demands to serve the artistic vision at the sacrifice of the parameters of union regulations and the 

framework provided by a traditional arts management education, was a demonstration of de-

fense. 

 In a broader context of the MT Space cultural vision, the corporate approach was eventu-

ally rejected outright. This was evident when ADs ceased their general approach of yielding au-

thorial control to the newly hired staff: They exerted their leadership to regain control over the 

management of the Festival through a power struggle with newly hired Festival staff. They real-

ized that braiding the newly desired corporate management approaches into something that 

would work well for the company was a long term process. It was a process that would require 

much oversight and attention. In the short time of IMPACT, there was not the time required to 

gradually find this new balance of approaches. Instead, a culture of Polarization was a large part 

of this Festival, from the inside perspective. From the perspective of an audience member, it may 

have gone largely unnoticed, aside from unexpected performance cancellations. 

 Another thread of a Defense orientation arose in the data: a preference for Toronto-based 

Theatre over theatre presented in less urban central spaces. This was mentioned by three of the 
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respondents. First, when considering who might apply when MT Space has positions for which 

they are hiring, a general snobbery in the arts community towards non-Toronto arts organizations 

was noted. As a result, when hiring new staff, there can be a paucity of responses. Second, MT 

Space is an award-winning company on an international and national level, yet this is hardly rec-

ognized locally. Companies such as MT Space that are located in Toronto are held up differently 

by their community, and their leadership is lauded more consistently. Also, the notion of “com-

munity” alongside professional theatre is looked down upon as amateur and less worthy. For 

those who attend MT Space from larger urban centres, they are often pleasantly surprised by the 

excellent quality of the performance work. When MT Space tours, their shows run strong (sold 

out houses, multiple consecutive weeks of performance). 

Minimization 

Minimization describes an IC orientation that is aware of difference, though in its early 

stage of development. This orientation is still monocultural because it sees the commonalities in 

everyone as they are in the self. It is grounded in the idea that “we are all the same, and everyone 

is just like me”.  

In a broad sense, there is minimization in the dominant arts community that seemed pred-

icated on the idea that arts is entertainment and MT Space must be primarily interested in enter-

tainment. In this way, they would prioritize making money through performance and rising to the 

heights of the performance ecology of what is most highly valued by mainstream Canadian audi-

ences: Increasing financial growth takes precedence over artistic vision. This view would require 

MT Space to assimilate to a performance culture that esteems repertory theatre, or theatre that 

attracts larger audiences to make them feel good or distract them from reality rather than chal-

lenge the status quo. They would spend much time building audiences as one might expect in a 

thriving theatre district with a business model that supported this aim. It may suggest that the 



 

76 

performance product for consumer enjoyment is the most important goal. It is through this lens 

of minimization that MT Space may be judged and dismissed as “less than”, when it comes to 

professional theatre. This sense of inferior “professional” theatre status was a theme in inter-

views with five respondents. There was also insight into the opposite reality, that is, the skill and 

quality of dramatic work as a result of the preparation, talent, work ethic and experience of these 

performers is highly professional. In the case of MT Space, this high calibre of work is accompa-

nied by constraints inherent in gig economy employment and an ongoing pursuit of seasonal 

funding. 

An attitude of minimization was demonstrated by the MT Space Board of Directors and 

leadership and the newly hired GM in their attempt to shift leadership of MT Space into a more 

traditional businesslike model. The intention to evolve was supported by the MT Space Com-

pany wholeheartedly as a shift into a new era where the company would transition into a stronger 

corporate culture. However, a minimization orientation occurred with a centralization of tradi-

tional arts management practices that excluded the foundational cultural protocols upon which 

MT Space had built its success. Specifically, sequestering decision-making to the Festival Direc-

tor and Board Chair, cancellation of regular festival meetings, isolating of staff members, dis-

solving the logistics coordinator role, and generally shifting power in administrative functioning 

to a more directive model, headed by the newly hired Festival Producer: Decisions and execution 

of responsibilities were gradually centralized to this person, where in the past, would be shared 

across a broader team of MT Space crew. In order for this shift to take place, an IC orientation 

which minimized the value of MT Space processes went all ways. That is, those who espoused 

this approach to management had little appreciation for the importance of the nuanced and inclu-
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sive social culture of MT Space to its overall success, and those who invited new hires to imple-

ment a business-like model seemed to assume greater value alignment from new staff and new 

Board Members than was evident in practice. The time window during which these interactions 

and experiences took place was the intensive five months preceding the festival. 

This Minimization orientation led to a conflict during the week of the festival. MT 

Space’s intention to hire women of colour, who had the credentials that satisfied the direction 

given by the funding agencies, led to hiring fresh graduates from an arts management program in 

Toronto. The two positions filled in this way were high-level management positions. Neither hire 

had worked with MT Space before. One had no previous relevant experience with theatre com-

panies. From a long-time participant-artist, the resulting shift in festival management style was a 

bit jarring, especially the cancelling of regular meetings with all staff. The ensuing pattern of 

communication was more directive in style and less inclusive in decision-making of the broad 

team of staff who worked to produce the festival. There was also little oversight and mentorship, 

where, in a spirit of collaboration and trust, the new hires were given free rein to adjust and man-

age the festival in new ways, as new “experts” to fill in gaps that MT Space sought to address. 

However, this trust was accompanied by assumptions of value alignment and understanding of 

MT Space’s priorities. There also seems to have been an underestimation of the extent to which 

all members of the administrative and volunteer staff would need to be made aware of the 

changes that were desired in operational management. That is, change is not simply imported in, 

but is a systemic shift that requires pervasive communication, willingness, leadership and trans-

formation. Without regular meetings, any changes that were implemented by new staff could not 

be fully understood by the many staff and volunteers who returned to MT Space for another fes-

tival year.  
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 According to three respondents, oversight from the Board of Directors was focused on a 

few meetings with the newly hired festival producer and artistic directors, sometimes at different 

times and separately. This fragmented approach in communication was not ideal, according to a 

few respondents, and the poor flow of enriched communication with a variety of perspectives 

was lacking, from their point of view, to previous years of running the festival. This lack of con-

textual support and training in MT Space collaborative teamwork where regular meetings with 

all staff generated an ongoing sharing of dynamic information, may have contributed to the shift 

in performance and sense of teamwork. There was some speculation on the part of a few re-

spondents that perhaps in the perfect storm of absent staff (away on artistic assignments required 

for their livelihoods), and minimal active engagement with board members who are totally im-

mersed and aligned with the MT Space mission experience, left them to plan and execute their 

roles with limited understanding of the rich cultural underpinnings of MT Space as a whole.  

One attitude that permeated the more corporate approach to organizational change 

seemed to negate MT Space culture and values, in general. It was an attitude that MT Space 

“needed to be fixed” (Tora) and they were the ones who were going to fix it. This perspective 

manifested throughout the planning and organizational decisions for the conference and festival 

launch. It also arose in social relationships. The resulting attitudes were reflected in comments 

such as “they wanted to put ‘these abusive men’ in their place” (Zoe) by not extending special 

welcome or treatment to visiting artists (a Defense IC orientation). The resulting conflict led to 

the cancellation of shows, Majdi’s resignation, and the eventual walk out of the technical staff 

partway through the festival. There was also an overt expression by a newly hired manager of 

rejecting mentorship (in general) as a way to work in a collegial, collaborative environment. She 

instead professed favouring a more hierarchical management style. During a conference exercise 
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about decolonization, for example, she stated openly in a group sharing that she consciously pre-

ferred and chose a “colonization approach” to management. 

 A minimization IC orientation was expressed in relation to a day three panel forum by a 

younger interviewee. She felt uncomfortable holding space for the discussion. Her preference 

was for maintaining an atmosphere of assimilation where making room for disruption and 

change is not allowable. This orientation suggests that power can show up as institutional privi-

lege and the imposition of order in a way that removes space for transformative discussion and 

processes. From this same perspective, there was little appreciation for the circular formation of 

conference seating, and a preference stated for a raised dais or stage with microphones, separat-

ing the presenters from the general audience as in a traditionally hierarchical power-based set-up. 

This preference was opposite to the intentionally circular and non-hierarchical set-up of the con-

ference space. 

 Another aspect of minimization is the attempt to articulate the style of dramatic creation 

upon which MT Space is built. That is, it is described as “devised theatre”. This is a short phrase 

which can mean a range of things in practice: The idea of using devised process and staging im-

provised theatre can be interpreted in many ways. At MT Space, the pieces are co-created by 

everyone who participates professionally (actors, writers, dramaturge, everyone present at any 

time in the theatre space) and audience members, community members and all humans are in-

vited to participate in a workshopping process that can take years in production. The work is de-

rived from lived experience and current events. The nuanced depth of the process is not captured 

by these summative phrases, such as “we use devised processes”. Going beyond any assumptions 

evoked by this phrase requires engagement. Experience in the process and with the company is 

helpful in going beyond a minimization viewpoint, according to the data. That is, those with a 
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more embedded relationship with the company (years, activity, experience, alignment of values) 

seem to have a more nuanced view of MT Space culture and greater frequency of expressed IC 

intercultural perspectives and behaviour. Of course, even without such a nuanced understanding 

of the process, the value can still be perceived on some level: One respondent who experienced 

MT Space for the first time at a public youth performance, a newcomer who works for a local 

social service agency, commented about her impressions of the work. She admired the authentic 

stories, the control each performer had over their own sharing, and the value of supporting new-

comer youth in finding their voice. This freedom and support was seen as a way to infuse trust 

and foster openness with the newcomer youth. One social service agency employee thought that 

the work may not be fully understood or appreciated for the cutting-edge nature of it, but valued 

for the support and collaborative opportunity. Such a process was deemed to be empowering and 

unifying. 

 From a larger perspective, Haben noted that the entire (arts) system is geared towards Eu-

rocentric art forms. This is an expression of minimization as well. The overwhelming amount of 

available funding goes to organizations such as the Canadian Opera Company, National Ballet 

Royal, Winnipeg Ballet, Ballet BC, and on and on: A lot of the public funding goes to Eurocen-

tric art forms. Another term which may be heard to express this reality is “reductionist”, favour-

ing European settler hegemony to the marginalization of “other” traditional or experimental 

forms. Another respondent, who makes decisions about funding allocation, said that while fund-

ing formulas are changing to address some of these iniquities in disbursements, a lot depends on 

the people who are at the table. She shared a story of one instance where there was a colleague 

who disagreed with the decision to redirect funding to an Indigenous arts organization, for exam-

ple, in favour of a more conservative (Eurocentric) ballet company, because of their “proven 
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track record” and previous demonstration of excellence. In this respondent’s view, the shift in 

funding was necessary, in order to promote and support new recipients, and the argument that 

past excellence was a sufficient rationale to continue with historic patterns of disbursement was a 

result of her colleague’s lack of IC and understanding of the circular logic which reinforced ex-

clusion of the Indigenous artists from receiving funding. 

 A participant shared insight into how MT Space’s concurrent Festival and conference 

might help someone transcend a minimization IC orientation. She highlighted its value for her 

learning. As a funding agent, she had been interested in attending IMPACT because it was a 

unique theatre space, in her experience, especially with the simultaneous symposium. The expe-

rience for her was enriching, eye-opening, and unique. She mentioned that the level of conversa-

tion was more profound than she had experienced in other spaces, and attributed this to the in-

tent, design and diversity of participants in the room. 

Specifically, Amalie shared three points of note: the role of diverse languages being in-

cluded simultaneously (the reality of mounting theatre performance in many languages, with or 

without subtitles or captions is another area of inclusion and translation that William discussed, 

along with the barriers and issues of justice related to staging choices), sharing about the barriers 

to travel and migration for art, and the rigid granting practices of her organization which may un-

intentionally create difficulties for disabled artists. She found the simultaneous translation a liv-

ing embodiment of being inclusive and embracing diversity: it was multiple languages spoken in 

the circle, simultaneous to any sharing in English, and was reciprocal, in real time without any 

use of technology: It was personal and patient. The realities of visa barriers for visiting artists (at 

times splitting teams of performers at the last minute before travelling) heightened her awareness 

of privilege in Canada, which helped her to be emotionally open and aware during conference 
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proceedings. Finally, insight about the realities of funding formulas and their impact on disabled 

artists helped Amalie to consider the blind spots of the funding agency which can at times create 

unnecessary burdens through unintentional penalties in the timing of grant money disbursements. 

These insights indicate the potential importance of MT Space’s approach to social change (invit-

ing everyone to these consciousness-raising transformative spaces), given that the funding 

agency Amalie worked for was making a shift towards more equitable grant disbursements in 

Manitoba. She was one of the participants who sought out MT Space in order to intentionally 

prepare herself for the influential work she was being asked to do within her funding organiza-

tion. This seemed significant, given that she would return to her work after IMPACT 19 and be 

directly involved in writing program guidelines, deciding who is eligible for grants and how to 

prop open the door with greater equity. 

Acceptance 

 

From an organizational standpoint, an acceptance orientation demonstrates an intercul-

tural position by valuing diversity and creating space for active ongoing discussions about proce-

dure and policy changes amongst its membership. There is training in recognizing cultural differ-

ence, but not in developing intercultural skills. At an individual level, there is an increased ability 

to hold multiple perspectives simultaneously, though with much room for nuance and growing 

sophistication. It is a stage of IC development which challenges an individual to learn how to 

hold one’s own values without imposing on the values of others, recognizing that they are not 

and need not be the same. There is still need to move towards greater facility in navigating con-

textual relativism, a nuanced flexibility of perception that incorporates context and transcends 

broad dualistic criteria. 
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The IMPACT 19 conference is an example of an organizational level of acceptance IC 

orientation. There is active effort to hold this space for exploring pertinent issues related to the 

MT Space vision. Diversity is valued and incorporated in the planning, execution and experience 

of the space, as demonstrated in its roster of facilitators, participants, in its content and goals. 

One could also point to the programming of these festivals and see an acceptance orientation in 

action: professional and amateur theatre is provided with a platform, collective community en-

gagement takes precedence over marketing to a select audience, international artists who are not 

on a limited list of companies travelling a festival circuit are recruited and supported in their 

work. 

 One demonstration of an acceptance IC orientation at an individual level was the partici-

pation of a provincial arts funding agent in both the conference and in attendance at IMPACT 19. 

This funder mentioned that she registered as a result of meeting Majdi at the CAPACOA (Cana-

dian Association for the Performing Arts) Conference. Exposure led to a more nuanced under-

standing of what diverse and devised theatre experience could be. This funding agent returned 

from the Festival and Conference with eagerness to share insights with her arts council col-

leagues, and to help introduce strategies for IC development within her organization. 

Another first-time participant with MT Space who agreed to interview for my research 

was Chichima, an immigrant who works with newcomers in the community through the YMCA. 

Chichima demonstrated an IC acceptance orientation to the work at the youth forum, especially 

notable in the appreciation for nuance and complexity in culture and perspectives, noting that 

this experience seemed less tokenistic than others she had experienced. She also explored 

thoughts related to how the work may encourage further ripples of IC in the community because 

of the youth forum. She recognized the long term nature of change, and emphasized the role of 
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education of children in the process of collective IC advances. Chichima expressed a belief that 

if people are exposed to authentic stories, it will resonate deeply and foster understanding and 

then ripple into the community as a natural consequence. She felt that what she had experienced 

at the youth forum was powerful and authentic and would contribute to this kind of ripple effect. 

On day three of the symposium at IMPACT 19 there was an open panel to review and 

discuss the conflicts related to the cancellation of performances at the festival. This was a very 

open process, uncomfortable for some, and seemed to expose vulnerabilities. It was very honest. 

It was also on the public record of the conference notes and in my own research notes. This ap-

proach to management and leadership is an act of an IC orientation of Acceptance, in itself. 

By and large, an acceptance framework was evident in how MT Space staff processed the 

fallout from the conference and their experience with IMPACT 19. There was a shuffling of the 

team members to consider who is committed to the vision of MT Space, whose values align. 

There was a change in staffing and a change in hiring approaches, coinciding with ongoing dis-

cussions in collaboration with funding agencies. In planning for IMPACT 2021, there is also a 

greater sensitivity to the complexities of the MT Space culture, the requests of the funders, and 

the path forward towards bridging these different cultural perspectives to bear on future success 

and evolution. There's a stronger recognition of the type of culture that MT Space attempts to en-

gender. There's also an appreciation for the role of regular meetings, communication, oversight 

and continued reflective practice. 

With the transition into a new leadership structure. There is also acceptance of the fact 

that Kitchener might not be the right place for MT Space to call home. A search for new loca-

tions and new collaborators has ensued and the community network is strengthening. This coin-

cides with a complex array of shifts during the COVID-19 pandemic, The Black Lives Matter 
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movement, and a greater recognition of the need for justice with respect to reconciliation and de-

colonization in practice (for example, MT Space’s fundraising efforts for Indigenous community 

services). As these relationships and collaborations build towards the mission statement of MT 

Space the company is moving from strength to strength as it continues to build its culture, com-

munity and momentum. 

Adaptation 

 

The devised processes of improvisation that MT Space employ go beyond the rules of 

mounting scripted work. They hold space for emerging thoughts, ideas and processes. This em-

bodied approach is filled with possibilities that are unknown and uncontrolled and is a process of 

gradual refinement. The work eventually becomes polished through co-creative collaboration 

and consensus. This is a process of cognitive frame shifting (an Adaptation orientation) in action. 

On a collective level, it is a laboratory of Adaptation that fosters a climate of respect for differ-

ence where diversity is considered an asset. 

An Adaptation orientation is evident in the way that MT Space plans their activities. 

There is a conscious effort to go beyond traditional relationships and connect with communities 

who are not typically represented: For example, the Deaf Artists Association of Canada, touring 

artists who are off the radar (not on a list of international theatre festival circuit performers), and 

a host of otherwise non-mainstream communities. The renowned IMPACT festival, for example, 

focuses on high calibre professional international work, holds space to support and provide a 

simultaneous platform for local and national work: The range of artists and productions span 

from local amateur productions to highly acclaimed, internationally celebrated pieces.  

During the year of my research, IMPACT 19 hosted a three-day conference entitled 

“Erasing the Margins” from September 26-28 at the Walper Hotel: 
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Day 1 De-Internalize: recognize and challenge attitudes and behaviours that have become 

part of one’s nature because of unconscious assimilation;  

Day 2 De-Colonize: reclaim, redefine, and reframe narratives and histories to slowly 

undo colonization and reduce dependency on colonial structures;  

Day 3 Collective Intelligence: walk away with a shared intelligence that emerges from 

collaboration, generating new ideas, solving problems, and making better, more informed 

decisions about the future. (IMPACT 19 Festival Program) 

Each session of the conference was a mixture of embodied work, active engagement around the 

themes, with relevant collective experience shared throughout. Participants included audience 

members, community members, theatre practitioners, visiting artists, organizers, volunteers, edu-

cators, and anyone who wished to participate. The room was organized without hierarchy, in a 

circle, with simultaneous (spontaneous) translation into Arabic, French, Spanish. There were 

workshop leaders who facilitated sessions that were highly interactive and participatory. Meals 

and materials were provided, there was a circle of chairs with an open space in the middle where 

group engagement ensued. There was a fluidity between this space and the festival experiences 

shared by participants.  

In part, a new level of consciousness, one that led to greater Acceptance orientation, was 

achieved by the IMPACT experience reviewed in the Day 3 conference panel. It was part of a 

post mortem on the cancellation (or almost cancellation) of VIOLENCE(S) and the tech team 

walking out of the performance. There was behavioral change beyond following etiquette rules, 

which can otherwise feel contrived or patronizing: It was an authentic dive into learning through 

reflective practice. Notably, this reflection was conducted publicly and with a diversity of partic-

ipants. 

 The conference space reflected an Adaptation IC orientation in both planning and execu-

tion. Participants at the conference shared a depth of willingness and intention to progress along 

the IC development continuum through collective brainstorming about creating a community of 
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practice together (initial thoughts, on day 1, setting a tone for the remaining sessions) (See ap-

pendix). As an initial exercise, the depth of exploration and transformational potential in the con-

tent and active processing by those in attendance is profound. The questions and responses evi-

dent in these notes demonstrate a willingness to collaborate, intention to engage in meaningful 

transformative processes, and purposeful application of insight in action. Attendees had, in some 

cases, intended to participate in order to better inform their roles as administrators, performers, 

community service leaders, educators, funders, and policy makers. This learning space and rela-

tionship-building gathering was intended to ripple into the larger system of theatre practice for 

social change when participants returned to their home communities. 

As a result of learning which happened with the IMPACT 19 launch experience, there 

has been a level of internal organizational acceptance that MT Space is on the frontier of learning 

about Intercultural Theatre work: There is no proven model that they follow. There is a new wis-

dom around the value of embracing discomfort and trying to build a learning culture, the need 

for formal and informal structures that support these goals, and how to leverage widespread sup-

port for these aspirations from all involved. Some changes have included the membership of the 

Board of Directors, their level of active engagement, the collaborations within the community 

being re-examined through the lens of value alignment and a hiring practice that will not hire 

specifically for IMPACT but will nurture staff members throughout the years in between bien-

nial festival. Of course, strategic advancement in corporate management is also moving ahead, 

with greater oversight and continuous reflection with funding agencies. This wholistic orienta-

tion is not new for MT Space, but seemed uncharacteristically fragmented during the year of my 

research (a perfect storm intersection of organizational change) and is subsequently settling into 
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a more conscious pattern with greater awareness, intention, and respect for complexity around 

systemic organizational processes.  

Of course, the origin story is founded on a process of Adaptation by Founder Bou-Matar: 

MT Space is a creative response to the barriers and limitations imposed upon professional theatre 

artists who immigrate to Canada. One recent example of how this Adaptation orientation ripples 

into community is evident in Ahmad Meree’s process after arriving from Aleppo to reside in 

Kitchener. Ahmed was co-sponsored by MT Space as a refugee to Canada. He co-directs the 

youth program, and is successfully touring performances across the country. The support that 

MT Spaces culture afforded him is evident in the doorway that led to his current employment in 

Canada and widespread acclaim for his work. 

In general, stepping into MT Space is like stepping into another world. Zoe shared that in 

her experience, one noteworthy aspect of the MT Space community is that her culture is not ex-

oticized; rather, it is normalized. She explained this through a simple example about food and 

communication where exoticization and othering (which is very familiar to people viewed as be-

ing outside of the dominant culture, in most spaces) is simply not present in the office at MT 

Space. This was noted as refreshing and unusual. 

 

Integration 

There are people who come and go in the MT Space network community. Those who 

stay seem to be comfortable being uncomfortable. As such, they learn the skills of an Integration 

orientation as discomfort is processed for its inherent opportunity for expanded learning. This in-

tentional flexibility is central to an Integration IC orientation and is a thread of MT Space cul-

ture.     
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For example, in the co-creation process, which seems to permeate MT Space relation-

ships and the administrative functioning of the company, there is particular attention paid to a 

flow of skill and creative energy from every person, any source. Zoe noted that there is a con-

scious commitment to this orientation of respectful inclusion and valuing of participation: “the 

sense of if there’s something you need to say you will have room to say it here” (Zoe) One ex-

ample of this work is Pam Patel’s (MT Space Artistic Director) involvement in the X Page initia-

tive. This workshop helps newcomer voices tell their stories with the support of literary and arts 

experts in the community. It provides validation, space for sharing and relationship building with 

authentic stories from participant experience. 

Similarly, an artistic associate noted the dynamic and challenging nature of the devised 

approach of MT Space work. He said it can be challenging and it is not a process that everyone 

can manage well. It can be emotionally charged, disruptive and then these same people can find 

themselves in an informal setting, say, meeting for drinks, and the process is normalized within a 

larger context of building authentic relationships. However, sometimes the process is too disrup-

tive to recover from and people leave. When it comes to IC orientation, those who are faced with 

this type of challenge are not likely to continue their participation if they are situated in the mon-

ocultural orientations of Denial, Polarization, or Minimization.  

A theatre professional commented about the surprising gift that MT Space was for him. 

Not only did it provide a venue for cutting-edge intercultural theatre work locally, but it also ex-

panded the range of dramatic work with which he was familiar, as a result of Majdi’s approach to 

collaboration. He identified Majdi’s approach as fresh, on the frontier of intercultural theatre 

work in general. The fact that MT Space was based in Kitchener was exciting, since it is closer to 
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home for him than Toronto, and is a physical expression of expanding the margins. Since theatre 

is collaborative, Majdi’s approach created conditions for work that were profoundly energized: 

Majdi lets anybody come into a room at any time, and if anybody comes in they get asked 

what they think and it becomes part of what’s happening in that room . What’s shocking 

is not that that happened, but that he took it completely seriously. Anybody’s opinion in 

that room — whether it’s an actor, somebody hired to work on that show, community 

members who only come in for 1/2 hour — they get their say and he gives them some 

time. (William) 

It is this approach that sets the process apart, and while Majdi has the final say in how the work 

comes together, it is infused with the energy of inclusion, and his consideration of all contribu-

tions. 

The approach of creating work at MT Space, is a dynamic one. Andreas describes his 

participation as a writer/actor in the MT Space devising of new work, subsequent reflection and 

feedback from others. There are clear elements of Integration orientation throughout his experi-

ence and wisdom that has developed in navigating the process over time. He reported experi-

ences when it was unclear as to who was responsible for creating memorable dialogue and por-

tions of the work. There was an intimate blending of ideas so that the synergy made it impossible 

to identify any one creator. 

 Beyond the Festival and touring performance work, MT Space is approached to help or-

ganizations who long to reach a level of authenticity where change is possible: For example, be-

ing invited to conferences where devised work relates to the topics of the conference is staged. 

This is seen by some as a valuable process which contributes to the evolution of the organization. 

This ability to move in and out of cultural contexts with intentional flexibility is an Integration 

IC orientation. MT Spacers are really good at this. So much so, that a church group thought they 

were all Christian, for example, when none of them were. Audience members note that by having 
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MT Space in the room with their dramatic work, a conversation is catalyzed for everyone who 

needs to weigh in on an important discussion. It stimulates the process of change. 

 Notably, this work is evidence of embodied process and practice. It is embodied and col-

laborative, and the results are, often, unexpected. As far as an IC orientation of Integration goes, 

it is examined from multiple perspectives, and transcends any limitations of one culture or point 

of view through creative synthesis. According to some, it is much more of an embodied process 

than in other companies they have worked with, where the process is very much an intellectual 

one and one that is prescribed rather than dynamic in the space. 

William noted the time needed to work in this way. Especially when collaborating across 

Indigenous and non-Indigenous issues, there is so much time required to do the work well. Dif-

ferent understandings took time to bridge and this became an issue when the fundamentally cor-

porate structures who funded the company had particular expectations. This same issue surfaced 

in relation to working with the Tunisian theatre company. It is an ongoing learning process. 

When asked about what he has learned most about the work, which is braided through work with 

many diverse theatre projects in various cities, William's response clearly reflected an IC orienta-

tion firmly rooted in an Integration mindset. As a White settler, he has taken a role of dramaturge 

rather than director, working collectively, supporting and empowering others, and not trying to 

protect any particular role. 

 MT Space also collaborates with The New Quarterly (Literary Organization) to assist 

adult newcomers in writing and sharing their stories (The X-Page program), in addition to their 

youth outreach and support work. Conferences for Mental Health professionals, educators, diver-

sity forums and others will invite MT Space to help raise consciousness on a variety of social 
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change fronts. Further, hundreds of newcomer youth serve the biennial IMPACT festival as vol-

unteers. These regular community programs contribute to a growing network of inclusion and 

engagement in the region. All of this work points to an IC orientation that springs from Integra-

tion, where individuals are comfortable migrating in and out of a variety of cultural spaces, and 

policies, issues, and actions are examined for strengths and limitations within their cultural con-

text. 

 The nuanced difference of MT Space’s work and blending of both professional theatre 

and community development work demonstrates an IC orientation of Integration. MT Space’s 

consistent and prolific use of devised processes is not typical in the industry, and its focus on in-

tercultural work as a professional company is also notable. In fact, from William’s point of view 

“there’s no question. “Community”, in Canada, means “amateur”. So, when you’re making your 

case for community-based contributions it’s a task just to get people to understand what you’re 

talking about.” (William) Haben also notes the variety of great work happening in Canada, and 

identifies the work that MT Space is doing as “likely a model” in the forefront of intercultural 

theatre and social change in our country. He further noted that social change work in this field 

takes time and commitment, and an unrelenting dedication to gradual shifts. MT Space, in his 

opinion, is doing this kind of committed work. 

 This MT Space cultural orientation towards Integration was demonstrated in the work-

shops at the IMPACT 19 conference. This space is temporary, brief and includes a wide range of 

participants, yet is an extension of the MT Space process in many ways – not to create a perfor-

mance piece, but to do the work underlying the work. Day 3 of the conference, for example, 

found participants processing the very in-the-moment challenges associated with learning about 
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staging the IMPACT 19 festival. Following an open discussion about the real-time conflicts be-

tween visiting companies and the hosting tech team and city policies, the workshop at the confer-

ence gave everyone a chance to explore the themes in active group reflection. From this glimpse 

into the conference engagement, raising consciousness is a prime goal for the sessions. This ded-

ication to increased awareness and nuanced acuity is notably the primary element that will fur-

ther a person along the IC developmental continuum. Context and relevance are also important, 

including the personal experiences of those who participate, which allows room for the possibil-

ity of insights being shared beyond the conference space. 

Summary of Findings 

 

 In summary, I discovered several core values which provide insight into the culture and 

vision of MT Space as an organization. These values derived largely from the vision of its 

Founder, Majdi Bou-Matar. My research focused on the relationships within the network associ-

ated with MT Space, and not the performance work, per se. I was looking for evidence of IC de-

velopment within the people who chose to engage with the company, and consider how this net-

work of participants coalesced in social stages of organizational growth. The IDI surveys and 

data set yielded a notable predominance of responses and interactions which point to intercul-

tural IC orientation rather than monocultural orientation. Looking at the data set through the lens 

of Bennett’s DMIS, triangulated information pointed to some evidence in each of the six catego-

ries.  

 Denial appeared where some aspects of cultural or organizational reality were simply 

overlooked or unseen, as if they did not exist. These aspects included the denial of the value of 

MT Space’s practice of collaboration across roles and hierarchy for decision making, and that 

this practice is embedded in the vision and culture of the company. It also included denial of the 
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MT Space core value of primacy of artistic vision and deference towards the artists themselves 

(especially visiting artists from abroad). Denial also emerged as a theme in the greater commu-

nity who commissioned MT Space to assist them to raise consciousness and progress along the 

IC developmental spectrum within their organizations (overcoming denial). It was also evident in 

the pulling back of funds from MT Space by a local funding agency when political dynamics 

stretched local budgets. 

 Polarization was evident in a noted Toronto-centric bias for professional theatre over 

more remote locations and in a preference for a more corporate style of administrative function-

ing to be introduced into MT Space without careful consideration of the disruption it may have 

on existing processes. It was also demonstrated by MT Space artists not adjusting smoothly to 

formal rules related to unionized tech staff needs, legally and pervasively upheld in Canada. This 

cultural conflict with standard tech staffing hours and breaks has often been a locus for cultural 

conflict with MT Space since its inception, resulting in people refusing to continue to work for 

the company. With complexity and growth, inclusion of local venues and seasonally hired staff, 

the MT Space core value and culture of “all hands on deck” no matter what is required to get the 

performances at IMPACT 19 up and running no longer had the buy in and momentum required 

to keep that aspect of the company culture going. This, among other factors, resulted in an unu-

sual last minute cancellation of shows. 

 Minimization, characterized by a monocultural mindset and belief that people are all the 

same, and everyone is “just like me” is a stage of IC orientation that is awakening to the reality 

of intercultural connection. However, it is a reductionist perception, lacks nuance, and is still 

weak in the area of both perceiving difference, and seeing things from the perspective of others. 

The data showed this orientation in the way that MT Space leadership assumed value alignment 
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in the newly hired staff. Leadership assumed the newly hired staff would take an approach that 

would be sufficient - with minimal need for mentorship, oversight or checking in beyond fielding 

direct update-oriented questions which may have been interpreted differently by the parties in-

volved. A minimization orientation also showed in the way newly hired staff assumed their ap-

proaches did not need explanation or engagement with seasoned staff and volunteers. In the data 

related to the IMPACT 19 conference, there was a demonstration of minimization in respondents 

who felt pushed out of their comfort zone by the activity and conversations at the IMPACT con-

ference. They openly expressed discomfort with the room arrangement, being invited to share 

responses in the group, the simultaneous translation, the open discussion of ongoing issues re-

lated to the festival and the conference topics in real time. This desire for simplification, and 

avoidance of discomfort is a sign of a minimization IC orientation. MT Spacers, on the other 

hand, value the process of discomfort and reflection, ensuing collective processing and building 

of collective trust. Another aspect of minimization IC orientation that emerged in the data is a 

lack of understanding and appreciation for the depth of process that MT Space artists pursue in 

co-creating performance art. These devised processes are profound and engaging for both con-

text and people. Further, the data indicated a general sense that fine art in Canada is often mini-

mized to Eurocentric art forms and companies. This notion of minimization was echoed in many 

of the spaces and by a range of artists. Finally, a respondent who has served as a funding agent 

for many years shared aspects of a minimization IC orientation that, in her experience, occurs 

frequently throughout the funding process. 

 An acceptance IC orientation reflects a capacity for perceiving complexity in worldviews 

occuring simultaneously. This developmental shift into a more ethnorelative perception em-

braces complexity, though is still unable to comfortably navigate and bridge between differing 
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worldviews. The IMPACT conference is a good example of an acceptance orientation in prac-

tice, where space is consciously held for exploration of relevant issues around inclusion and di-

versity with real-time discussion of concurrent events. Similarly, the youth forum audience mem-

bers recognized that the MT Space youth program and performance sharing adds value by sup-

porting a process for newcomer youth stories to be added to an unfolding local narrative in 

schools and public community spaces. The biennial IMPACT festival is a concrete framework 

for similar sharing. An acceptance orientation is also demonstrated by MT Space embarking on a 

journey to finding a new culture of administrative efficiency that leverages arts management best 

practices alongside MT Space vision and goals of inclusion, equity and centralizing marginalized 

citizens. This acceptance orientation also permeates some funding agencies long-term commit-

ment to support MT Space as they all learn how to do this well. 

 An adaptation IC orientation was apparent in the long-term commitment to dramatic pro-

cesses which deepen awareness of the nuanced complexity of intercultural realities. MT Spacers 

generally demonstrated an action-oriented approach to taking risks in an exploration of what may 

be possible in building intercultural relationships, beyond what is already known and comforta-

ble. There was, in general, a wholehearted embrace of unknown approaches, keeping the vision 

and mission of the company in mind. This aspect of MT Space culture seemed to become part of 

the identity of long standing participants in the company network. 

 The predominantly constructivist approaches of MT Space culture demonstrate an overall 

integration IC orientation. This culture of integration illuminates that my research is a temporary 

historical glimpse into some of the intimate and short-term relational dynamics observed with the 

company. However, given the strong patterns of integration (which include being intentionally 

flexible, embracing a wide and diverse palette of globally diverse experience, encouraging risks, 
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learning through reflective and adaptive collaborative action) and the skill that committed staff 

and volunteers bring to this process, there is every indication that the future trajectory of the 

company has the potential to foster an integration IC in its members. 
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CHAPTER 6 
 

DISCUSSION 
 

 The MT Space mapping process shows organizational growth reflecting the culture es-

poused by its Founder, Majdi Bou-Matar which developed from 2004 until 2020. Specifically, 

Bou-Matar invited volunteers to join his project with little to no resources, ensuring that all who 

joined were aligned with his vision of arts and performance, and his sense of creative explora-

tion. That is, they had no other benefit for being involved other than some experience with an or-

ganization that held attractive values for their personal interest. Eventually, this grew with con-

tacts of influence (Educators, Community Leaders), resulting in seed funding and connections 

with local organizations who could infuse the organization with business, marketing and artistic 

expertise. As grants and growth ensued, informal social activities played an important role in cre-

ating the MT Space culture, especially growing through TELL - monthly social events with food, 

music and storytelling. There were no formal preparations, but rather, the holding of a space to 

which all were invited to share in the vision Majdi held of inclusion, arts and community build-

ing with a view of elevating the social status of newcomer citizens.  

 Touring continued to expand the professional network of MT Space and a Board of Di-

rectors joined its organizational framework. Majdi’s vision was always to groom a woman of 

colour as his successor. This gradual mentorship resulted in his passing along the leadership to 

Pam Patel, while he continued in a role of curating the biennial IMPACT Festival and staying 

connected with his own artistic work. Pam has continued to build on this cultural vision, expand-

ing it to prioritize the work of female artists, build on current relationships, expand to embrace 

new opportunities for collaboration, and strengthen the organizational culture and administrative 
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capacity. Majdi and Pam are currently working on a collaborative project to share at IMPACT 

2021.  

 The growth of the community network around MT Space includes artists, funders, schol-

ars, local businesses, social service agencies, government agencies, not-for-profits, and interna-

tional collaborators. The mission statement, list of collaborators, visiting artists, and shows, the 

topics and workshops at the biennial symposia, and retention of like-minded company members 

all attest to the vibrant and transformative evolving culture of MT Space as a community net-

work.  

 According to the DMIS description, this evolution of MT Space as a professional theatre 

company mirrors the description of an organization that demonstrates an IC orientation of Inte-

gration: Truly multicultural and global; Policies, issues, actions examined for strengths and limi-

tations within their cultural context; Accommodations and rewards in place for leveraging the 

value of diversity; Little emphasis on the ethnicity or national identity of the organization. 

Interviewees & IDI survey respondents 

 The IDI is intended to measure a moment along an IC development continuum which is 

captured and analysed through reflective discussion with the survey respondent. As such, the 

power of this tool is to provide material for increased mindfulness, reflection and a personal re-

alignment with an individual’s IC development goals (or, if conducted as a group exercise fol-

lowed by a collective debriefing session, it can assist in developing collective organizational 

goals). For this reason, I don’t feel that strong conclusions may be derived from this limited sam-

ple and one-time measurement of IC development with individual respondents. However, it is 

interesting to note that those who are closely embedded in the MT Space Network and who have 

been engaged in this company’s work for the longest periods of time score highest on the IDI 

scale. There is also a predominance amongst these high scoring respondents of a clear estimation 
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of their IC development. That is, their intention for demonstrating high IC (PO score) is accu-

rately aligned with their actual demonstration of high IC (DO score). To find three respondents 

in such a small sample of individuals with heightened self-awareness and ability to demonstrate a 

highly developed capacity for IC is not what I had expected or what I have experienced with this 

tool to date. 

Denial 

One of the reasons that MT Space exists is to provide an avenue of escape from general 

settler denial of socio-economic oppression related to immigration and colonization. The name 

“Multicultural Theatre Space” or “Empty Space” denotes erasure that is being addressed through 

embodiment of stories and engagement of those who are ignored or relegated to outdated policies 

and social structures that would isolate and oppress them as inferior. By manifesting co-created 

stories through theatre and by creating this theatre work through inclusive collaborative pro-

cesses, MT Space validates the “real”ness and value of marginalized peoples. This validation 

transcends performance or tokenism by supporting professional employment and partnerships 

within an evolving intercultural economy and by ensuring inclusion of marginalized people in 

positions of power within MT Space. Building a reputation for channeling the voices of the voi-

celess, social service agencies recognize the value of these skills and hire MT Space to share this 

strength in support of progress in their respective organizations. MT Space actively recruits di-

versity and holds space for exploring the implications of social justice work in conversation with 

a wide array of community builders. This company does not avoid the transformational chal-

lenges of change. One example of this is the public resignation and ensuing public processing of 

the cultural clash of values which undermined the staging of IMPACT 19. 
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Polarization: Defense/Reversal 

 

An IC orientation of polarization was experienced, but only temporarily. The clash of 

cultures during the IMPACT 19 Festival was fleeting. It provided experience upon which to re-

flect and learn. Generally, MT Space seems to be interested in transformative evolution in col-

laboration with a network of interested parties. That is, MT Space is transparent with its mission 

statement, welcomes individuals and organizations to learn about issues related to its mandate 

and serve the community together, and is comfortable with admitting mistakes and taking steps 

towards internal and external change. Those who engage with MT Space and are unwilling to 

progress beyond the IC orientation of Polarization appear to leave the network.  

Minimization 

 

Exposure of an IC orientation of minimization can result in movement towards greater 

awareness or continued simplification of nuanced reality in order to preserve a comfortable and 

unchanging worldview. In the data gathered from this inquiry, it is important to note that it was a 

brief engagement with the community, and any claims of long-term IC status from these obser-

vations would be unfair. However, one item of note that seems relevant is the capacity for trans-

formative learning that comes with age and experience. As noted in the literature review: 

Merriam shares a body of research that points to both education and age (specifically, 

over the age of 30) coinciding with the requisite developmental maturity that is required 

to engage fruitfully in “Dialectic thinking (which) allows for acceptance of inherent con-

tradictions and ambiguities, alternative truths, and different worldviews “(Merriam, 2004, 

p. 65). 

 

It seems that the type of transformational learning required on a path towards increased IC devel-

opment demands dialectic thinking (on the part of an individual) and organizational leadership to 

provide space for discussions that can explore alternative worldviews. With a lack of conscien-

tious leadership providing a formal reflective practice framework at MT Space to this end, and 



 

102 

the reality of having new young staff members (under 30 years old) whose values did not always 

coincide with the core values of MT Space, its culture, or the need for holding space for cultural 

ambiguity in teamwork, expressions of IC orientation of minimization were disruptive to the suc-

cessful operation of MT Space activities while I was conducting my research. This was mainly 

observed in the work of the IMPACT 19 Festival, during the months I was a participant observer 

in the company’s activities. 

Of course, age and experience are not the only elements related to an IC orientation of 

minimization. Expressions of minimization were also evident in those who had little patience for 

the challenging of their assumptions. This was observed with those in the IMPACT 19 Festival 

who expected more flexibility and heightened responsiveness from Canadian theatre tech crews 

than is typical for these employees in Canada. It was also observed in a Board Chair whose as-

sumptions about the role were based on traditional corporate structures and Eurocentric leader-

ship patterns, without the necessary sensitivity to MT Space culture and vision. These assump-

tions and gradual awakening to the reality of the circumstances resulted in two actions: It led to 

change and negotiations for some and a decision to leave the network for others. 

Acceptance 

 

An acceptance IC orientation embodies appreciation for the complexity of diverse beliefs, 

values and behaviours without equating such an appreciation with an idea that others will share 

their worldview if they could. In this way, it is ethnorelative (intercultural) and not monocultural 

(centred on one’s own culture). The challenge at this stage of IC development is to learn how to 

hold one’s own values without imposing on the values of others. In order to advance along the 

DMIS continuum there is a need to strengthen the capacity to assess a broader context which in-

fluences relationships, rather than seeing difference in terms of a rigid dualism. This capacity is 
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referred to in the DMIS as contextual relativism. As one’s capacity for contextual relativism 

strengthens, so does the ability to navigate power relationships and maintain one’s own values 

amidst a complex array of diverse values within a group. 

Several respondents shared attitudes and anecdotes that reflect a growing acceptance IC 

orientation. These respondents shared experiences where co-existence in form and collaboration 

with others included a description of differing worldviews and a desire to respect and value dif-

fering worldviews. There was not an attempt to seek conformity but an attitude towards seeking 

a more broadened understanding. For example, the audience members at the youth forum perfor-

mance event at the Kitchener Public Library generally noted that they appreciated the MT Space 

program for several reasons: newcomer students were respectfully given space to share stories in 

their own words and languages; ongoing sharing of these stories in public, at school and with 

their peers assisted with their transition into local community; public sharing of these stories cre-

ated opportunities for the local community to broaden their appreciation of the diversity of cir-

cumstances surrounding these new citizens; new relationships with newcomer youth in the com-

munity could be stronger as space is held for new stories. 

The IMPACT 19 conference provided a space in which an acceptance IC orientation 

seemed to be demonstrated. The culture of the conference embodied an attempt to hold a safe 

space for exploring a diversity of worldviews. Some aspects of this space included: simultaneous 

translation from English into Arabic, French, and Spanish; movement and writing exercises to 

engage and embrace a multitude of participant contributions; a declared intention of pursuing a 

greater collective understanding through deep listening to all who attended the conference. 
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Another example of an acceptance IC orientation was the launching of a new relationship 

within the organization of MT Space with respect to its administrative functioning. It can be ar-

gued that this was a forced choice that pleased the funding agencies. This is also true. However, 

the process of valuing the contribution of the new hires and allowing them great autonomy and 

authority demonstrates a level of trust and a valuing of diversity. This acceptance orientation not 

only resulted in hiring new team members with differing perspectives (regardless of the reason 

for doing so) but a level of organizational inclusion where the new staff were treated with equal 

status in leading the organization forward. They were, in a brief time span, given the reins to lead 

the team.  

While this quick and open inclusion of new ways of organizational processes led to some 

challenges in their functioning, it has also led to reflection and learning and a continued effort to 

find ways to become more administratively efficient. A desire to collaborate and learn was the 

chosen attitude with which the leadership at MT Space embarked on this administrative learning 

process, since it is unrealistic to ignore the need for strengthened corporate processes and organi-

zational efficiency. This, however, is done through greater awareness of the need for leadership, 

consultative oversight and attention to preserving the culture of inclusion and artistic vision of 

MT Space. There was also mention of a staff retreat with a desire to engage in intercultural skills 

training. This recognition that value alignment is a nuanced reality and requires conscious exami-

nation and skill development is a step towards greater levels of IC development for the company 

as a whole.  

Another notable demonstration of an Acceptance IC orientation has been expressed by 

the funding agencies who support the development of MT Space. The ongoing funding with a 

view to strengthening the organization requires trust, collaboration and an attitude of learning in 
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process. MT Space, as a company, checks a lot of the boxes when it comes to a funding agency’s 

inclusion goals. As such, there is a committed investment in ensuring support for MT Space as it 

evolves and continues to build on community development through theatre. 

Adaptation 

 

The IC orientation of Adaptation moves beyond what one “knows to be right” into the 

realm of action because it “feels right”. This kind of sophisticated knowing takes time and inten-

tional practice. It indicates a deep internalization of IC development which transcends thinking 

and theory and becomes second nature. The data shows that those who have aligned themselves 

with the mission of the MT Space, travelled with the company, and shared in the devised story 

creation processes, have a sophisticated understanding of what needs to be done. They also 

demonstrate a willingness to break traditional practices in order to support the overall vision of 

the company.  

The radical welcoming of international artists, marginalized peoples, so that they are 

served well beyond what is practical, is a norm for MT Space culture. The evidence of “all 

hands-on deck” in order to mount a performance in the rain demonstrated this unity of intention 

and an adaptive orientation towards achieving the goals of the company. Those who were less 

embedded in MT Space culture may have perceived the power of this collaboration, while strug-

gling to participate themselves.  

Only through post-mortem reflection about IMPACT 19 was there insight into the clash 

of cultures that has undermined the teamwork required for a successful Festival. These reflec-

tions helped to articulate what was only felt on some level by the long-time MT Space members. 

They had set aside their expectations and embraced the more corporate approaches of new staff 
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to satisfy the request of funding agencies to become increasingly efficient in administrative pro-

cesses.  

This wholehearted embrace of unknown approaches (a choice that reflects an adaptive IC 

orientation towards diverse worldviews), was met with a monocultural response from both the 

Board Chair and the newly hired staff amidst the backing off of the ADs to leave room for a new 

way of doing things. As a result, the monocultural imposition of corporate culture did not include 

the unique nature of MT Space culture, its mandate, the unique pressures and circumstances un-

der which it required flexibility, or the need for inclusion of diverse perspectives in decision 

making. As such, there were no team meetings, inclusive and active listening, or adjustments 

based on evolving circumstances with attention to relationships and contextual history at MT 

Space. Given these contextual circumstances the ensuing conflict at IMPACT 19 was inevitable. 

Of course, this is only a reflection on the brief window of time when I was engaged in research-

ing MT Space. Afterwards, more collaborative patterns were reinstated, and the ensuing trans-

formative learning processes continued to advance. 

Integration 

 

MT Space culture embraces all the elements of an Integration IC orientation: moving eas-

ily in and out of cultural contexts; intentionally flexible; multicultural worldview encompassing a 

wide experience; global; reflective evolution of the company built on strengths and examined 

limitations; leveraging the value of diversity, etc. As such, it is constantly in flux as it evolves 

and adjusts to growth and relationships. This collaborative process requires commitment to chal-

lenging processes of change. The requisite honesty and vulnerability is demanding on many lev-

els. This leads to attrition and criticism, and misunderstandings by those who might assess from 

limited viewpoints and distant observation.  
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MT Space Founder Bou-Matar set the culture in motion with his willingness to forge new 

paths of artistic engagement that did not prioritize self-preservation, personal gain or the politi-

cal-cultural status quo of the region over the company’s mission statement. This commitment led 

to his resignation in the months of my research. His action is one indicator of what was at stake 

as a result of this approach. Commitment to a vision of social change has left a legacy of self-

sacrifice, effort, and consistent learning in the service of building increased justice through the 

work of MT Space. The multifaceted embodiment of this vision in the artistic work, the biennial 

festival, the touring choices, collaborations with social service agencies, the room for a wide 

range of professional and amateur artists, the support of immigrant artists in finding their em-

ployment in Canada, the symposia dedicated to deep examination and implementation of new 

and increasingly equitable practices throughout the theatre community — all are elements of an 

Integration IC orientation which has emanated from MT Space efforts. 

LIMITATIONS 

 

Data collection was limited by the number of respondents who agreed to participate in the 

research. Several key respondents declared their interest and intention to participate without fol-

lowing through with agreement to the REB informed consent and subsequent interviews. Further, 

those who may have represented broader perspectives about the topic were not willing to engage 

in interviews. Also, having two younger participants in the study ghost me after the initial inter-

view was challenging, as it prevented clarification of responses and further depth in learning 

about their contributions.  

Language barriers were an additional layer of limitation as I attempted to meet possible 

key informants in MT Space activity venues: I speak English fluently and have a working 

knowledge of French, Spanish, some knowledge of German and Russian. However, I was unable 
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to conduct interviews in these languages, and completely unable to reach out to those of other 

linguistic communities. 

Another limitation that was significant in this study was the requirement to navigate the 

realities of the COVID 19 pandemic which closed public spaces, challenged everyone with new 

restrictions, employment and economic challenges and general uncertainty. This reality contrib-

uted to the final limitation I wish to include here which is limited time. Not only was I unable to 

dedicate full-time immersion in research processes throughout the MSc program (due to family, 

work and volunteer obligations), but the isolation of working on this project alone was not con-

ducive to a robust process of ongoing momentum which might otherwise be fostered through a 

longer term design with a team of researchers. This kind of collaboration would have refined the 

categorization of data through the lens of the DMIS continuum. 

CONCLUSIONS 
 

At a conference in Norway in 2015, Dr. Milton Bennett shared Thomas Kuhn’s notion of 

the evolution of epistemologies. This concept has influenced my research. The idea I’m referring 

to is that paradigms transition into new ones when their usefulness has run out. In the DMIS, 

Bennett shares that the first three stages (Denial, Defense and Minimization) of monocultural IC 

development are underpinned by a positivist epistemology or paradigm that is influenced by 

Newtonian assumptions. This type of orientation to reality has implications for social systems in 

that they can become hierarchical and oppressive from a dominant cultural lens that is considered 

to be an objective and singular truth. The second stage of moving into a more ethnocultural IC 

developmental orientation reflects an underlying epistemology that is reflective of cultural rela-

tivism, more akin to Einsteinian physics, where there is respect for a diversity of wordviews that 

exist separately from one another. This cultural relativism is a paradigm that expands social de-

velopment beyond the scope of a more monocultural orientation. While it is more advanced and 



 

109 

complex by assuming a diversity of worldviews and holding space for multiple realities to co-

exist, it also creates division and limitation between those worldviews. That is, there is an as-

sumption that there can be no bridging or understanding between the various worldviews. It is a 

paradigm of respected, equal, different, yet siloed cultures. If one is not part of a particular com-

munity or cultural group, one cannot possibly understand it. The lack of ability to communicate 

and bridge between diverse cultural groups in this paradigm is a limitation of cultural relativism. 

Moving beyond this paralysis of separation which arises from the perception of fragmented so-

cial groups is the DMIS category of integration. The integration stage of IC development is 

founded on a constructivist paradigm, more akin to quantum physics. In this advanced stage of 

development, there is an assumption that reality is co-constructed and intercultural communica-

tion can lead to new cultures being born from existing ones. In this process, the diversity of ex-

isting cultures can be leveraged and preserved and a new culture (that cannot be bounded or pre-

dicted by the contributing cultures) can emerge. With integration (the highest level of IC devel-

opment identified in the DMIS) there is a balance of unity and diversity (Bennett, 2016). A sum-

mation of these thoughts appears in a report in which Bennett shares ideas about society’s move-

ment towards a collective culture that increasingly demonstrates an integration IC orientation. In 

this summation he suggests a minimum foundation upon which an emerging culture can better 

embrace the value of cultural diversity in the following six conditions: 

1. A relativist understanding of cultural context that is clearly differentiated from 

positivism. 

2. An avoidance of the political correctness extremes of relativism, while preserv-

ing the idea that cultural groupings and identities are inherently respectable. 

3. A reconciliation of critical and descriptive worldview approaches to diversity, 

so that we can talk about power/oppression and worldview differences in a sepa-

rate but complementary way. 

4. An understanding of the role of leadership in establishing a climate of respect 

for cultural diversity. 
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5. A constructivist understanding of “cultural experience” and “intercultural rela-

tions” that allows us to empathize deeply with others while preserving our own 

identities and ethical commitments. 

6. A recognition of the developmental aspect of intercultural sensitivity and ethi-

cality, so that we can approach living together in multicultural societies and the 

global village as an ongoing adaptation to the social environment we are creating. 

(Bennett, 2016, p.13) 

 

The DMIS is intended to assist individuals and groups in their efforts to bring patterns of 

thought, attitudes and behaviours from the realm of unconscious choice to conscious awareness. 

What became evident to me through the data gathered in this study was that Intercultural Compe-

tence (IC) development at its highest level (Integration) could be a general individual orientation, 

but in the absence of collective IC development processes, may not result in the kind of IC-ma-

ture culture that an organization intends to cultivate. That is, even if a leader is highly mature 

with a strong IC orientation (according to the DMIS), there needs to be ongoing attention to 

building a learning framework for organizational manifestation of strong IC.  

It also appears that the notion of IC as a capacity which manifests itself along a contin-

uum, is a helpful concept: IC is not a static ability that remains constant over time and with shift-

ing circumstances. For that reason, any serious attempt to cultivate and foster IC in a network 

would do well to consider what structural framework will optimize efforts to support ongoing de-

velopment of IC in its members as individuals. Supporting a collective progression of IC devel-

opment also merits time and attention, recognizing that group progress can benefit from specific 

interventions. 

In this regard, adult learning theory and processes of conscientization are relevant. Imple-

menting processes of communication with team meetings that maintain clear vision and mission 

statement alignment could have served this purpose well for MT Space in preparation for IM-

PACT 19. Leadership support that allows space for full and unhindered expression of ongoing 
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learning, while respecting the experience of elders in a community, broadens the foundation of 

strength and insight into new frontiers of practice. Of course, equity and power sharing require 

trust which is developed over time and requires humility and commitment: Willingness to learn 

through discomfort and conflict is an essential capacity required for this kind of long-term suc-

cess.  

From the accounts shared by interviewees, dramatic improvisation through the devised 

theatre practices of MT Space is a fertile environment in which to engage in learning about eq-

uity and power sharing and aspects of IC in general. Of course, this is a small sampling of inter-

viewees, and it is also evident that from the outset, some people who entered the MT Space com-

munity network do not stay. They may even actively oppose its culture. This highlights that will-

ingness and participation are required to leverage the benefits of what MT Space seeks to offer. 

Even the few examples of first-time audience members (IDI participant 1, Amalie, Dylla) 

demonstrated a range of responses to the MT Space offerings: One found it interesting; another 

strove to dive in fully and arranged to participate in IMPACT 19 as an arts funder from another 

province; another found it surprisingly high quality for a suburban theatre company even if she 

did not enjoy the intensity of the transformative discussion spaces. It may be noteworthy that of 

these three, the person who found it the most valuable and engaging had a lot of theatre experi-

ence and was of a mature age, compared to two audience members under 30.  

One aspect of the DMIS became apparent to me through this research: there is no ac-

counting for choice. So, for example, when a culture is under oppressive circumstances and there 

is a need for assertion of minority voices, an orientation of Defense/Polarization may be chosen, 

even if the practitioners are capable of higher levels of IC. This makes complete sense, given the 

nature of conflict and oppression.  
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In general, the DMIS is helpful in considering a developmental spectrum of conscious-

ness around matters related to IC, but there is a lacking complexity related to how context can 

impact the expression of IC. For this reason, I believe the DMIS is valuable, as is the IDI, as one 

tool for a larger effort of conscious, reflective practice in an ongoing quest for increased IC, but 

incomplete as a holistic approach to addressing any lack of IC which may appear in a social net-

work. Now, in all fairness, the developers of these tools have not claimed otherwise. It is simply 

a reminder of the complexity and long-term investment required for long-term behavioural 

change and institutional, systemic evolution in IC development. 

The lack of IC (on the part of MT Space members) when it came to embracing business-

savvy approaches as recommended by funding agencies could also be perceived differently from 

a wider perspective. It is true that initially, there was a definite orientation of Denial, Defense 

and Minimization at play: Leaving matters to a newly hired “expert” in that field neglects the re-

ality of MT Space’s collaborative approach to learning. It also neglects the need for all adminis-

trators to absorb and learn from the expertise of these new hires. There wasn’t a systemic ap-

proach to incorporating this new style of management into the already established MT Space 

way of managing the IMPACT festival.  

MT Space leadership could have benefited from stronger accompanying insights from 

funders, the Board of Directors, regular and informal communication amongst all those required 

to be mindful of the newly shifting protocols, etc. The dismantling of the regular and consistent 

all-team meetings, the dissolution of the role of Logistics Coordinator, the siloed communication 

between the PM and visiting theatre companies all led to the cancellation of shows and sabotage 

of long-standing and important relationships. What’s more, the MT Space cultural approach to 
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solving problems with an “all-hands on deck” commitment led to a fragmentation of the com-

pany and the tech team abandoning the festival before it was completed. However, the space of 

one year and one festival is only a starting point and perhaps more reflective of the limitations of 

my research than the capacity of MT Space as a company. The experiences described were a first 

step along this journey and have provided a rich resource for further evolution. It may be unfair 

to isolate these experiences without acknowledging the fact that MT Space has used it as a 

springboard for continued development.  

Extending from analysis according to the DMIS categories and the IDI survey results, 

patterns in the data relating to Willingness & Intentionality, Learning Processes, Theatre for So-

cial Change, and Empowerment of Immigrants and Racialized citizens were also noted. In gen-

eral, those who enter the MT Space social network and who are not aligned with the MT Space 

cultural approach in these areas migrated to the fringes of the network, or left it altogether. It 

seems that strong buy-in to the goals of fostering social change through their work with commu-

nity, especially in the area of challenging social norms when it comes to empowerment of racial-

ized minorities, requires a high level of willingness, intentionality, humility and flexibility. It 

also requires a high level of being comfortable with uncomfortable situations. It necessitates trust 

that by diving into those situations with openness and collective reflection, new insights will be 

gained and progress will be made.  

There is also a recognition that “it takes a village” to achieve some goals. In this sense, 

group dynamics play a role in how progress unfolds. Structures established and evolving, such as 

regular meetings, communication portals, leadership style, administrative efficiency, and spaces 

for reflection and adjustment are all valuable as these social dynamics (relationships) are given 

space to flourish. It seems the more embedded individuals are in the learning processes which 
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may or may not include inclusion in the dramatic work of the company, the more likely they are 

to be on a path towards developing increased IC. 

MT Space has progressed far beyond the simplistic anecdotes shared in this case study. 

Since the pandemic lockdown, the Board of Directors has significantly changed in membership 

and it has taken on a more active role in the processes of leadership. Preparation for IMPACT 21 

began almost immediately, with efforts to cultivate human resources aligned with the vision and 

culture of the organization. All this took place concurrently with funder support about how best 

to take lessons learned and push forward with strengthening the administrative efficiency of the 

organization. The home of MT Space has increased its focus on building relationships with or-

ganizations, arts colleagues and political infrastructure in Waterloo (rather than Kitchener), 

where there is stronger support from city officials and ongoing collaboration with social service 

agencies which has only increased during the conditions of pandemic restrictions.  

Recommendations & Further Research 

 

 From this analysis of observations through a small window into MT Space, a few insights 

may be summarized which may be of benefit to the company as it pursues its mission. Since the 

company is focused primarily on transformation and social change, leadership can take on the 

task of allowing their strengths to permeate all aspects of their organizational culture. For exam-

ple, their creative work process involves profound collaborative communication and reflection. 

Each performance piece is a result of diverse input and micro targeted engagement and reflective 

practice. This kind of comprehensive communication in the work of administration and organiza-

tional functioning may be a natural and helpful step in solidifying the co-created culture of the 

company in service to its mandate. It can bring cohesiveness to the team, whether newcomers or 
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veterans. Training and overt reminders of the need for a culture of learning is also a helpful as-

pect of strong organizations. For the purpose of developing greater IC the qualities of willingness 

to be transformed, open-mindedness, resilience, adaptability, and willingness to assume responsi-

bility for change can contribute to a fertile learning community. To foster consciousness and 

building of these qualities in the membership, organizational training and spaces for reflection 

can provide essential loci for negotiation of meaning and consolidation of learning, not unlike 

the IMPACT conference space. If such an element were to be infused throughout the administra-

tive team’s functioning, it may enrich and strengthen the overall capacity of the company. Rather 

than imposing external patterns and structures on the company, it can integrate a diversity of 

knowledge and skill from new staff that aligns with and is embraced within the ongoing evolu-

tion of the MT Space culture. This approach may help to ensure an alignment of shared values 

embedded in a healthy praxis of reflection, with leadership keeping the intentionality of the com-

pany in the forefront of its vision as an evolving learning community. The training, sharing, re-

flection, embodiment pattern that already exists in the artistic processes of MT Space culture can 

be leveraged to consolidate its administrative culture. There need not be a dichotomy of artists 

and administrators. 

On another note, I recommend additional study of the role in the arts in developing IC, par-

ticularly devised theatre approaches. 

Art engages us in ways that are emotional, sensory, and embodied, as well as intellectu-

ally and cognitively. Art seems to have a unique capacity to generate complex, nuanced, 

and empathic understandings that are, potentially linked to social solidarity (Sinding and 

Barnes 2015). It has the potential to interrupt our habits of seeing and to challenge and 

alter what and how we know, thus undoing dominant and oppressive ways of knowing 

and instigating acts of resistance. (Capous-Desyllas, M., & Morgaine, K., 2018, Preface.) 
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I also recommend an inquiry into the role of religion on the development of IC. Since culture 

embraces spirituality (UNESCO definition) and IC competencies require a demonstration of hu-

man rights, equity and empathy, the role of religion in IC development is a possible ally (Jan-

kowski, P.J., Sandage, S.J. 2014). 

As a new researcher, this inquiry articulates its offerings honestly, if meekly. In order to 

attempt to uncover more profound insights, I recommend a combination study with both individ-

uals and groups. In the design of such a study, I would suggest combining the conceptual ap-

proaches outlined by Blackmore which includes The Hawkesbury Group and Wenger and associ-

ates (Blackmore, 2010) about Critical Social Learning Systems and Communities of Practice 

(alongside the DMIS and IDI). In addition, I would approach the inquiry with greater preparation 

in the way of engagement of respondents. Specifically, having the informed consent, exchange of 

contact information and follow up meetings scheduled immediately upon receiving interest. I 

would also confirm organizational leadership support in having pre and post intervention com-

mitment to IDI survey completion. In this way, a group IDI process is possible, and with more 

time to apply workshops and collective goal adoption in between first and second survey com-

pletion, a more helpful use of the IDI tool could be imagined. 

 That being said, development of Intercultural Competence is a valuable capacity for any 

organization, and any action taken towards this end might be of use. If a group wishes to pro-

gress along this IC continuum, it seems there may be some noteworthy insights gained from this 

study: 

First, clearly articulated values and mission of the organization can assist in keeping the 

vision in the forefront of every collaborator’s consciousness. This can provide a reference point 

for collective reflection and goal setting, planning and other discussions. 
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Second, vetting collaborators in terms of their alignment with the organizational mission 

statement is crucial to assess buy-in, willingness, and intention of each participant. Without these 

attitudes, there may not be the kind of commitment and ability to learn that is required for organ-

izational growth. 

Third, leadership must embody the mission and lead by example. Leadership must also 

ensure that formal structures exist within the processes of communication and decision-making 

that allow for ongoing reflective practice. The frequency and breadth of these structures can di-

rectly impact the ease with which the organization can navigate the dynamic process of change 

and development towards increased levels of IC. Further, the inclusion of a diversity of perspec-

tives in these reflective and decision-making spaces would predispose the organization to an ex-

panded vision. 

Fourth, an expectation of unexpected circumstances and challenges would be a helpful 

capacity to build. This could free an organization from being overly challenged by a disruption 

of form and help it to strengthen a reliance on processes. When this capacity is developed, 

greater flexibility and response to dynamic change can help it to evolve and transform as the vi-

sion dictates. 
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APPENDICES 

 

APPENDIX A 

Sample Interview Questions 

(Open-ended interviews) 

1) When did you interest in MT Space Theatre begin? 

2) Can you please describe the nature of your relationship with the MT Space community? 

3) Have you participated in the MT Space IMPACT Festival or Conference before? 

4) What do you value about your participation with the activities of MT Space? 

5) Do you collaborate with MT Space throughout the year? 

6) Can you please share any insights you may have gained through your participation with MT 

Space about community building? 

7) Do you plan to continue to participate within the MT Space network? If so, do you have any 

specific goals for this participation? 

8) Are you building relationships with people who hold different points of view and live life-

styles different from your own? 

9) In your opinion, does involvement with MT Space offer opportunities for you to build rela-

tionships with people who hold points of view and live lifestyles that are different from your 

own? 
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APPENDIX B 

Sample IDI Individual Profile Report 

Go to https://idiinventory.com/wp-content/uploads/2019/05/Sample-IDI-Individual-Profile-Re-

port.pdf 
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APPENDIX C 

Sample Conference Notes, Day 1: IMPACT 19 symposium 

 

• Access to synthesized information data, the big picture, where we are  

• The public’s understanding of why this is important  

• Integration of culture and education  

• Access to people in distant/remote positions of power, Access to closed parts of the sys-

tem  

• Human Resources - pooling funding for someone to help across borders  

• Support and allyship  

• challenge biases that are fostered in training institutes  

• workshop and learn more about the role of conflict in building sustainable learning com-

munities  

• public relations/marketing to communicate the value of the process (not just the product)  

• Family and relationships are most important  

• I wish I could convey the feeling that I get watching a curtain call. Tears well in my eyes 

as I watch performers thank me fo listening  

• Raw stories and the chance to gain new insights  

• Generosity of shared knowledge  

• Translators  

• Connected experiences  
 

• flexibility to reframe, confidence that it is safe to fail  

• talking real talk and listening  
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• care, trust, respect, room for failure for learning to begin again  

• slowing down and connecting internally; getting to your soul  

• cultural tolerance  

• learning from each other in an open and supportive way  

• real listening  

• understanding “the other”  

• international artist passport  

• how I talk about my parents/roots  

• flexibility and willingness to adapt on all levels of creating and producing art  

• for things to be borderless we have to understand the border to break them  

• listening  

• a curiosity about our work then isn’t only about an idea than it is “other”, “culturally di-

verse”, “marginalized”  

• time to mess up  

• that difference within each of us makes deeper theatre. This is the strength behind “diver-

sity” and “multiculturalism”. Talk about this deeper  

• compassion, flexibility, respect  

• finding/establishing common ground  

• use digital landscape/access for everyone to digital communication  

• one which connects to the land as a way of knowing  

• Write new/better/personalized contracts  

• creer redes culturales  

• partir de ofrecer lo que somos y aspiramos a ser  

• talk to our leaders/representatives/institutes collectively  

• let the mice into the kitchen  

• create more access  

• call leaders to account  

• create space for voices unheard  
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• claim the space that is inherently mine to to hold  

• showing your audience art that is cross-culturally collaborative: educate the significance  

• give time to process mistakes  

• eat together  

• articulate the principles of our learning culture so that we can share it regularly in our 

team  

• accountability  

• learn the different between positive discomfort and destructive discomfort  

• interrogate the compulsion to fill space  

• educate to reframe  

• challenge our personal assumptions  

• learn, grow  

• identify and be honest about my own limitations  

• stop using words like “normal” or “standard”  

• learn how to be (live - respect, listen) together  

• establish or found a communication network to report progress; to ask advice  

• I felt so heard - I use the word storytelling a lot  

• support the next generation of leadership  

• learn about the fears and emotions of technical teams  

• call each other out  

• educate ourselves  

• I grew up in a racist, misogynist country that sometimes speaks through me. The arts (thea-

tre) can make me realize some of this.  

• knowledge  

• stories/knowledge/experience/wisdom  

• deeply aligned values around connecting cultures  

• ability to change and transform  

• our humanity  
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• passion, anger, desire  

• creative thinking  

• the arts can open a connection to the divine - the mystery of existence or the one mystery  

• remove “correct” “external approval” “external validation”  

• return to intimacy, be vulnerable, be at peace  

• willingness, trust, capacity for change  

• I would like to be able to use simpler language when I talk about the arts  

• that I was changed  

• biases  

• I learned that I forgot to describe that my passion for art is about love  

• skills - communication, leadership, intercultural communication  

• knowledge, network, contacts  

• empathy  

• roots  

• examples of other ways to do it  

• funds: pool money together to make projects happen  

• spaces: share workspace/rehearsal space  

• a sharing mindset  

• universal inexpensive simultaneous translations technology  

• time for meaningful relationships to develop  

• I need to revisit and review my standard responses to certain questions  

• politicas culturales de integracion  

• I have trouble expressing myself with verbal language - I am better conversing and jam-

ming others than making statements about my beliefs because they are always changing  

• An agreed on arrangement when meeting that includes mutual respect; listening by talking 

turns to speak; sharing knowledge  

• I thought I got justice  

• educational processes  
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• create a culture where the whole team including techs and producers are equally invested 

in the art and the people  

• respect and resources (time & money)  

• biology is not me. how to transmit - my root, I am a mover. my way to communicate, con-

nect together. Present, presence. Dance is how to be with myself with love.  

• history  

• I’m terrified that I don’t actually know what I’m doing (need courage, support)  

• connecting softly in movement  

• the ability to move between perspectives  

• humility  

• listening  

• learn more about each other’s dreams, styles, processes  

• understanding our own biases  

• conocer otros procesos e integrar lo functional flexibilidad  

• art is about intimacy, care, being surprised, moved, changed, that is to me about justice 

recognition  

• introduce a way of working that allows meaningful collaboration  

• arts = impact  

• time  

• I felt heard  

• I feel like I’ve grown to know who I am through vulnerability  

• negotiation between the conscious and the unconscious  

• know that different cultures exists in the safe organisation projects  

• safety is considered  

• chill out  

• on apprend  

• do your best simply not more not less  

• pas de jugement  

• inviter toutes les voix  

• tendresses  
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• ouverture  

• bold space within a safe space  

• mistakes are welcome we are here to learn  

• listen  

• no blaming  

• no judging  

• invite every voice to speak  

• be tender  

• be vulnerable  

• open up  

• share movement, not just the language of the colonizer  

• oui au silence  

• rest  

• let yourself move from your brain to your heart  

• speak out of truth and love  

• try to come  

• raw (wrong) respect people’s boundaries  

• silence is productive and okay  

• rest is also productive  

• let yourself move from your brain and go to your heart  

• speak out of truth and love  

• it’s okay not to share  

• to come from a place of honesty  

• say the RAW thing that you are afraid somebody else will hear  
 


