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Abstract 

Unions exist to advocate for fair wages, equality, safe work environments, and professional 

practice supports on behalf of workers.  This case study engaged union members in a 

collaborative participatory action research process that explored how one union’s capacity 

development could be supported by digital technology, and established an action plan to 

operationalize an increased use of technology within their specific environment.  Using 

constructivism and complexity theory as frameworks to explore the participant interactions and 

research outcomes, this study also provided context and recommendations for further actions.  

Other unions may gain perspective and inspiration to use technology to improve service to their 

members, extend their political and public influence, and contribute to the general betterment of 

society through policy or procedural changes. 

Keywords: union capacity, participatory action research, digital technology, case study, 

constructivism, complexity theory 
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Chapter One:  The study 

At work, home, or play, technology influences the interactions we have with each other 

and our environment, yet we generally don’t purposefully think about the role of technology in 

our lives.  What is my relationship to technology?  What can I learn from reflecting on the 

impact technology has played in my personal successes and challenges?  Are there ways 

technology can support achieving my current and future goals?  The foundation of this research 

is to consider these types of questions, from the perspective of an organization representing the 

interests of workers.  This first chapter considers the need for, and benefits of, the research.  It 

also specifies the theoretical frameworks, limitations, and delimitations of the study, as well as 

the research questions.  To position the study within relevant literature, chapter two explores the 

current state of unionism within Canada, the practice of capacity development, and the use of 

technology within unions.  Chapter three describes the methodology and specific methods, while 

chapter four details the analysis used to arrive at the findings.  The fifth and final chapter of this 

document recommends areas of further study and lessons learned, and a fulsome appendix 

provides additional documentation and resources. 

Unions exist to advocate for fair wages, equality, safe work environments, and 

professional practice supports on behalf of workers.  By being active in community, political, 

and media arenas, they also influence business actions, affect government policy, and lobby for 

broader social changes.  Establishing and operationalizing a future vision for technology use, 

after reflecting on the effectiveness of previous and existing efforts, can provide a union with 

improved member services, extend their political and public influence, and contribute to the 

general betterment of society through policy or procedural change.  In their analysis of ways to 

increase participation in local union meetings, Lund and Taylor (2010) found that “technology, 
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such as video or Web conferences, was embraced by nearly 40 percent of respondents” (p. 570), 

and recommended that unions “continue to experiment with technology” (p. 571).  Similarly, 

Fiorito, Jarley, Delaney and Kolodinsky, (2000) propose that  

a major challenge for unions is to envision nonstandard uses of IT – uses that connect 

organized labor with current and potential members, and uses that create and enhance a 

positive image of unions in the minds of the public.  A key ingredient in such a visioning 

process is improved understanding of relationships between IT use, organizational and 

environmental conditions, and union outcomes (p. 33). 

This research seeks to explore how digital technology can be used to support capacity 

development within a union environment. 

Capacity development is an approach to sustainable change that involves community 

members building their knowledge, skills, and abilities so they can effectively achieve their 

goals.  This participatory action research (PAR) project seeks to analyze past and current 

technology use of the partner union in order to create future opportunities for capacity 

development.  “Effective use of IT offers potential for unions to improve their services to 

members, their political and public relations efforts, their performance in bargaining, and their 

ability to organize new members” (Fiorito, Jarley, Delaney & Kolodinsky, 2000, p. 5).  By using 

the perspectives of those within a specific union organization, and through the lens of capacity 

development, this research will determine how digital technology can support desired union 

outcomes.   

The core of capacity development is individual growth and learning for the betterment of 

an entire community.  PAR methodology complements the concept of community improvement 

because, as Pain, Whitman, and Milledge (2011) describe, it is “collaborative research, education 
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and action used to gather information to use for change… [that] involves people who are 

concerned about or affected by an issue taking a leading role in producing and using knowledge” 

(p. 1).  Thus, participants are not bystanders, instead they are engaged in decisions, actions, and 

reflections throughout the process.  PAR “enables co-researchers to step back cognitively from 

familiar routines, forms of interaction, and power relationships in order to fundamentally 

question and rethink established interpretations of situations and strategies” (Bergold & Thomas, 

2012, p. 1).  By using this approach, the research will benefit participants by offering personal 

learning and development while engaging with others within their community.  The result will be 

an operational and strategic direction for using digital technology designed by those from within 

the union community.  

There are also benefits from this research outside the union environment for as 

Baskerville (1999) describes, “the type of learning created by action research represents [an] 

enhanced understanding of a complex social-organizational problem” (p. 11).  When looking at 

the broader community of society, this research can be of benefit by (a) contributing a new piece 

of knowledge to academia, (b) inspiring other unions to better serve their members and society 

by undertaking research projects or establishing their own strategies for digital technology use, 

and (c) offering a new understanding of a specific union environment. 

Theoretical Framework 

Constructivist learning theory and complexity theory each provide a theoretical 

framework to guide this research.  While constructivist learning theory is generally used to 

describe how individuals learn, and complexity theory is more organizationally focused, each 

recognizes that knowledge is distributed or scaffolded through connections to others in an  
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emergent, non-linear, experiential process.  This section describes each framework, and links 

them to my research. 

Constructivist learning theory. 

Constructivist learning theory, or constructivism, is guided by the belief that knowledge 

is subjectively applied and based on experience.  By actively interpreting information and 

incorporating it into personal constructs, individuals make meaning applicable to their world 

(Tam, 2000; Li, Clark, & Winchester, 2010).  In order to link prior knowledge with new 

information, constructivist learning philosophy encourages reflection and the solving of real-

world problems.  The use of social collaboration to solve relevant and meaningful problems 

(Jonassen & Rohrer-Murphy, 1999; Tam 2000; Sullivan, 2009) is an important aspect of 

constructivism, as the personal knowledge, experience, and interest of each individual can enrich 

the learning of others.   

Sahin (2009) advocates that “to cope with the demands of the 21
st
 century, people need to 

know…how to use their knowledge and skills – by thinking critically, applying knowledge to 

new situations, analyzing information, comprehending new ideas, communicating, collaborating, 

solving problems, [and] making decisions” (p. 1465).  Constructivist learning, like PAR, creates 

new ways of knowing resulting in actions that demonstrate increased knowledge, skills, and 

abilities.  PAR seeks to enable participants as co-researchers and the importance PAR places on 

experiential learning and reflection aligns with constructivist theory.    

While conducting the research, I used constructivism as a way to explore similar or 

divergent experiences amongst participants.  When analyzing the data, I used it to view how 

participant interactions and reflections contribute to the learning of others, and influence the 

conclusions of the group.   
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Complexity theory. 

Complexity theory is an approach used to make sense of how systems or organizations 

are created.  It highlights self-organization, distributed knowledge, autopoiesis
1
, emergence, and 

bifurcation as concepts to help frame an understanding of factors that influence change and allow 

organizations to evolve (Phelps & Hayes, 2002; Varney, 2007; Wheatley & Kellner-Rogers, 

1996a). 

Unions form because those involved believe that linking together provides the structure 

necessary to become a powerful force for creating collective change.  Complexity theory reflects 

this concept by highlighting that organizations emerge and self-organize, and, through this 

process, new properties, patterns, and structures appear.  As Wheatley & Kellner-Rogers (1996a) 

describe, “once individuals link together they become something different” (p. 67).  In complex 

organizations, agents (e.g. people, processes, and technology) “modify the system as they 

interact with it” (Snowden, 2013, 10:17) yet “no single component dictates the collective 

behaviour of the system” (Anderson, 1999, p. 220).  Agents exchange information with their 

environment as they learn and grow, and ultimately use this knowledge to adapt the organization 

itself.  In complexity theory, this ongoing exchange of information between agents, distributed 

knowledge, is an understanding held by the collective group (Morrison, 2006; Foss & Foss, 

2002; Phelps & Hase, 2005), and shared within networks (i.e. long-term associations) or nodes 

(i.e. short-term associations) (Reilly & Linds, 2010).  Knowledge can be distributed through 

connections, and emerges in a non-linear fashion through continuous creativity (Morrison, 2006).  

                                                 

1
 Derived from the Greek, ‘auto’ meaning self, and ‘poiesis’ meaning creation, autopoiesis is the ability of an 

organization to create and recreate itself based on its unique identity and experiences.  
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An example of distributed knowledge in a union environment can be found in Zullo & Gates 

(2008) who point to the historical importance of peer-led education and leadership within union 

environments.  As Worthen (2013) describes, “a few years as a union activist and you see things 

differently because you have been shown things differently and you’ve learned things 

differently” (p. 615).  The sharing of knowledge from these individual experiences within a 

union builds its particular culture. 

While one union has a similar purpose to other unions, it also has a unique identity and 

nature created by its particular history.  It is “uniqueness [that] provides their niche in the world, 

and that unique situation contributes to their survival” (Morrison, 2006, p. 2).  Change may also 

result from interactions with external environments as environments do not operate in isolation, 

they influence each other to create change.  In complexity theory, the ability of an organization to 

create and recreate, through the lens of its own unique experience and identity, is referred to as 

autopoiesis (Wheatley, 1999).  Addressing needs that arise from ongoing change often requires 

actions that could not be predicted in previous states.  This non-linear adaption to change is 

known as emergence.   

Emergence is an unpredictable, natural state resulting from the past actions, relationships, 

and experiences of agents (Snowden & Boone, 2007; Reilly & Linds, 2010).  Change can be 

incremental and ongoing, or can erupt in “spontaneous and dramatic reorganizations…into an 

entirely new state where new forms of order may emerge” (Reilly and Linds, 2010, p. 381).  

These dramatic emergences are called points of bifurcation.  Varney (2007) suggests that after 

bifurcation, organizations may not have the option to revert to previous states, and will begin to 

recreate itself from this transformed state of existence.      
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In the data analysis, I looked to the elements of complexity theory as a way to explain 

how relationships, behaviours, and actions between agents have influenced past and present 

digital technology use within the union.  I also used complexity theory as a lens to explore how 

technology can support the capacity development needs of the union in the future. 

Research Questions 

As described by Malterud (2001), “a researcher's background and position will affect what 

they choose to investigate” (p. 283).  My interest in examining the role of digital technology 

within a union environment emerged from my experiences as a learning and technology graduate 

student.  One of the earliest requirements of my coursework was to identify my personal 

ontological and epistemological perspectives.  I discovered that I was clearly a criticalist as the 

pragmatic focus of the paradigm immediately resonated.  I knew primary research was in my 

future and that it would involve “challenge[ing] the status quo and create [ing] immediate, 

positive, self-directed change” (Israel, n.d., p. 3).  Further reflection connected me to the years I 

was involved as a union activist and to childhood recollections of my mother’s experiences 

within her unionized workplace; I knew I wanted my learning journey to give back to the labour 

movement.  As I began reviewing existing literature, I was frustrated to find only a small amount 

of content about Canadian unions within academic journals.  A pivotal moment of inspiration and 

connection occurred when a conversation with one of my instructors brought the concept of 

capacity development forward, and I was able to connect thoughts from three article I had read.  

The first “argue[d] for an action research agenda for work with unions that entails the researcher 

assuming the role of change agent to facilitate union capacity building” (Huzzard & Björkman, 

2012, p. 161).  The second situated participatory designs as having historical roots in 

Scandinavia where this research approached was used “to form partnerships with labor unions 
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that would allow workers to determine the shape and scope of new technologies introduced into 

the workplace” (Spinuzzi, 2005, p. 164).  The third described action research as resulting in 

“knowledge production…of three general kinds:  knowledge developed by workers, knowledge 

shared by the group, and knowledge developed by academics” (McTaggart, 1991, p. 176).  This 

solidified a case for action research in a union environment that involved digital technology and 

capacity building, while contributing to the field of academic knowledge.   

The purpose of my research was to engage union stakeholders in a collaborative process 

to explore how the use of digital technology can support their values, goals, and actions while 

using a capacity development approach to build the knowledge, skills, and abilities of those 

involved.  By gathering and analyzing participant perspectives on technology use, I aspired to 

achieve a strategic vision that the union could operationalize to support their learning, 

organizing, mobilization, and social activism needs.  The main research question was: 

How can digital technology be used to support capacity development in a union environment? 

Sub questions were: 

1. What are the current roles of digital technologies in supporting the capacity 

development in this union? 

2. What ways could digital technology better support the capacity development in 

this union? 

Reflexivity  

During the early development of this research, I did not have a specific partner union in 

mind, nor did I approach unions to seek their input on design.  It was not until I neared 

completion of my research proposal and ethical review that I began actively seeking a partner 

union.  Using personal and professional acquaintances, I supplied an overview of my research, 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     19 

and for those outside a union environment, asked for referrals.  In some instances I was in direct 

communication with gatekeepers who were unable to commit to the project, in other instances I 

had no response.  Through the course of a casual conversation, a former colleague suggested that 

I contact the union within my workplace, Canadian Union of Public Employees (CUPE) 1767.  

Although this seemed a perfectly obvious connection to explore, I had not previously given it 

consideration.  I had a personal conversation with one member (who subsequently became my 

key Local contact), and supplied a research overview.  After the Local Executive reviewed and 

discussed by the overview, the key Local contact informed me of their decision to become my 

research partner.    

For the purposes of reflexivity, I clarify that I work at BC Assessment as a Learning and 

Development Coordinator but I am excluded from the bargaining unit; I am not a member of the 

CUPE 1767.  There are no conflicts of interest as I have no supervisory capacity over union 

members nor anyone who may influence participants, and have no influence or special 

knowledge related to union or union/employer interactions.   

An ethical concern for researchers is real or perceived power over participants, as this 

may result in data biased towards what the participants believe the researcher wants them to say 

or do.  Although I hold no positional power over any of the participants because I am external to 

the union, my status as a graduate studies researcher may lead to perceived power or expertise.  

However, the use of PAR methodology situates both participants and researcher in a 

collaborative environment and greatly reduces perceptions of unequal power (Bergold & 

Thomas, 2012; Pain, Whitman, & Milledge, 2011).  Other authors also uphold the view that the 

iterative and reflective approach of PAR and participant involvement in the development of the 

research mitigates power imbalances (Baskerville, 1999; Baum, MacDougall & Smith, 2006; 
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Burns, Hyde, Killett, Poland, & Gray, 2014; Grant, Nelson & Mitchell, 2008; Löfman, Pelkonen, 

& Pietilä, 2004).  Openly sharing that I have previously belonged to and actively participated in a 

union also served to establish a sense of parallel knowledge and shared experience.   

Delimitations and Limitations  

In any study, decisions are necessary to define the scope of the project (delimitations) and 

factors that are beyond the control of the researcher that may affect the research outcome 

(limitations).  Addressing delimitations and limitations provides an opportunity for transparency 

about practical boundaries and challenges within the research environment.   

Delimitations. 

The first delimitation to this study was the selection of one Canadian union within a 

specific sector, as this excludes views from other nations or sectors.  Real-world matters of 

timeframes associated with my master’s studies program and travel cost restraints were 

influences in this decision.  An additional factor was my desire to contribute to the body of 

knowledge from the perspective of a Canadian union. 

The second delimitation was the size of the participant sample.  In order to maintain a 

practical number of focus group participants and to use the multiple session questioning format 

(see Appendix A), the sample size was restricted to a maximum of ten.  Having a single group of 

no more than ten participants engaged in the multiple discussion sessions allowed them to each 

experience a reflective PAR process as subjects, learners, and co-researchers.   

Limitations.  

The first limitation to this research is the limited replicability due to the use of a semi-

structured questioning format.  Exact duplication, even with the same questions and same 

participants, would be unlikely as “a study conducted over a certain interval of time is a snapshot 
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dependent on conditions occurring during that time” (Simon, 2011, p. 2).  As Fahmi (2007) 

states, “a key methodological feature distinguishing PAR from other social research is dialogue” 

(p. 26).  It this research, limited replicability was overshadowed by the need for dialogue that 

allows conversation to emerge based on participant interactions, and that reflect the unique 

history and current circumstances of the union.   

A second limitation is the lack of generalizability due to the single case study approach 

within a PAR methodology.  In PAR, the intent is to have specific findings that address specific 

needs within the community.  In this instance, the success of the project will be determined by 

operationalization of the findings, and research goals will be “set by the community under study, 

and the results …made available to the community to use as they see fit” (Kiefer, 2007, p. 200).  

Thus, the expectation is that findings are not generalizable.  This does not mean that the work 

will not contribute to the general knowledge base within the field.  Industry journals may be 

interested in publishing study findings, and other union organizations can use the study as a 

catalyst for their own unique needs.   

A third limitation is the degree to which participants may or may not have be truthful and 

fully engaged in sharing their perspectives.  Participants have varying roles within the union as 

members and elected leaders.  While this offers a cross section of views and experiences, 

hierarchal reporting and responsibilities involved between segments of the population may 

involve unknown cultural or interpersonal relationships.  For example, members may be 

reluctant to voice opinions contrary to Executive for fear of reduced representation or support in 

future workplace issues, or may be concerned about having their personal opinions become 

public.  To mitigate these potential concerns, within each session and the participant consent 
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form (see Appendix D), participants agreed to maintain confidentiality of each other’s direct 

statements outside of the focus group setting.   

Additionally, the use of reflective journaling may have increased participant self-

awareness and assisted them in forming thoughts for sharing within the larger group setting.  It 

also provided an alternative data stream analysis based on private thoughts.  Examination of 

participant reflections can serve as respondent validation, and can provide evidence to ensure 

participant views are not misunderstood (Maxwell, 2009).  Actively involving participants to 

setting clear behaviour agreements that were used throughout the discussions, and emphasizing 

their right to withdraw from the process at any time during the research were other components 

of addressing this limitation.   

The fourth limitation is that the focus group format may allow more vocal participants to 

dominate conversation and disproportionally influence findings.  Fahmi (2007) suggests that 

promoting an attitude of activism, consciousness and mobilization amongst PAR participants is a 

common way of achieving full involvement.  The use of reflective journals allowed less vocal 

participants representation within the data, and engaging the participants to establish group 

behaviour expectations established an open and trusting environment that accepted all points of 

view.  Specifically soliciting input from those who do not speak up during discussion was also a 

technique used to mitigate this concern.   

Definition of Key Terms 

Learning terms. 

Constructivist Learning (also referred to a constructivism): The theory of learning that 

states individuals build (or construct) meaning by interpreting information, and applying it to 

their personal experiences and environments. 
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Scaffolding: In learning theory, the linking of processes and materials to build knowledge 

and skills faster or deeper than the individual could unassisted. 

Research terms. 

Case Study: An in-depth research project that focuses on a single person or organization. 

Focus Group: A small group of people, usually 6-10, gathered for the specific purpose of 

sharing their personal ideas, values, and opinions about a particular topic. 

Key Local Contact: The member who acted as liaison between the Local Executive and 

myself. 

Participatory Action Research (PAR): A research approach (methodology) used to gather 

information and produce knowledge in a particular community.  Key distinctions of PAR are the 

collaborative and reflective involvement of participants, and the intent to produce change or 

action because of the efforts. 

Population: A defined unit of individuals who are the focus of a research study. 

Sample:  A subset of the population who are the participants in a research study.  

Union terms. 

Bargaining (aka collective bargaining): Process of negotiation between the union(s) 

representing the workers and their employer(s) to achieve a collective agreement. 

Collective Agreement: A written legal agreement between the employer and the union that 

outline the terms and conditions of employment for union members.  A collective agreement 

addresses such issues as wages, seniority, benefits, hours of work, and outlines procedures for 

handling differences of opinions between the parties.  

CUPE BC: A provincial division of the Canadian Union of Public Employees made up of 

CUPE locals who choose to affiliate in order to gain a larger political voice.  



TECHNOLOGY FOR CAPACITY DEVELOPMENT     24 

CUPE National (aka National): The Canadian Union of Public Employees, Canada’s 

largest union. 

Local
2
: A specific group of members within a union, often defined by their specific 

location, employer, or collective agreement.  

Executive: Within CUPE 1767 and this paper, Executive are members elected to govern 

the day-to-day operations of the Local. 

Member: An individual person belonging to a union. 

Mobilization: Processes and strategies used to bring people together to participate in 

actions.   

Social Activism:  Intentional actions taken to bring about change in a specific 

environment. 

Organizing: The process by which individual workers and a union collectively agree to 

be legally bound for the purposes of collective bargaining. 

Union: An organization formed for the purposes of advancing and protecting its members  

working environment, wages, benefits et cetera. 

                                                 

2
 Throughout this document, Local (capitalized) refers specifically to CUPE 1767 while local (not capitalized) refers 

to the general definition  



TECHNOLOGY FOR CAPACITY DEVELOPMENT     25 

Chapter Two: Literature review 

This chapter reviews relevant academic literature in order to explore the current state of 

unionism within Canada, union renewal, the practice of capacity development, and technology 

use within unions.  This information establishes a need and situates this research project within 

the context of existing literature.  

Current State 

People who believe their collective actions can positively affect their work environment 

form unions.  “Primarily concerned with empowering workers, by increasing their resources and 

capabilities and thus their capacity to act…[unions] represent worker’s interests, regulate work 

and…effect social change” (Lévesque & Murray, 2010, p. 335).  “In short, unions add an 

element of democracy in the workplace as workers have a say over wages, working conditions, 

benefits, schedules, and arbitrary employer behaviour” (Kumar & Schenk, 2006, p. 17).  Many 

countries (e.g. U.K., New Zealand, Australia, and U.S.) are currently experiencing a  state of 

reduced union membership due to influences such as an increase in skilled, self-employed, or 

contractor workers, workplace restructuring, legislation, globalization, and economic demands 

(Chaison, 2005; Grenier, 2006; Hall, Fiorito, Horn, & Langford, 2011; Haiven, 2006; Munck, 

2010; Orfald, 2006).  While it is not the intent to provide a detailed historical overview of the 

increase or decrease in unionism, it is contextually relevant to note fluctuations in union 

popularity and influence have always occurred.  Dibben and Wood (2011) describe these 

fluctuations as long waves that are either (a) strong periods of unionism occurring during 

prosperous economic times when skilled labour is in demand and strong collective bargaining is 

favoured, or (b) weaker periods of unionism occurring in times of economic downturn when 

reduced profitability can result in layoffs, concession demands and wage freezes.  While “labour 
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movements in Canada and the United States have much in common and close historical ties” 

(Kumar, 1987), “unions in Canada have not undergone the same dramatic losses as unions in 

some other countries“ (Kumar & Schenk, 2006, p. 15).  As shown in Table 1, unionization rates 

over the last three decades show some remarkable differences between the U.S. and Canada. 

Table 1 

Percentage of Unionized Workforce 

 U.S. Canada 

1983 20.1 34 
1997 14.1 33.5 
2012 11.3 31.5 

Note: Data from Akyeampong (2004) and US Department of Labor (2014). 

To view the data another way, Canada’s unionization rate declined 9%, while nearby U.S. saw a 

56% decline.  Beyond differences in economic and legislative factors, political and value systems 

continue to be a root cause of this phenomenon (Frangi, Hennebert & Memoli, 2014; Kumar, 

1987; Lipset, 1987; Turner, 2011).  Social democratic traditions based on a balance of 

individualism and collectivism prevail in Canada, while U.S. libertarian values favour interests 

of capital (ownership and property) over collective and freedom over equality (Frangi, Hennebert 

& Memoli, 2014).  Simply put, Canadian values favour collective bargaining and the shifting 

some degree of wealth and power to the workers (Gall, Wilkinson & Hurd, 2011). 

Looking specifically at unionism in Canada, there are some interesting trends related to 

gender and age factors.  From 1981 to 2012, the unionization rate of men decreased from 42% to 

29%, while unionization of women remained stable at about 31% (Galarneau & Sohn, 2014, p. 

1).  Over the same period, the decline in younger worker representation rates was notably higher 

than more mature workers, see Table 2. 
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Table 2  

Percentage of Canadian Unionization Rate by Age 

 1981 2012 Change 

17-24 26.4 14.8 -11.6 
25-34 39.8 28.4 -11.4 
35-44 42.0 31.2 -10.8 
45-54 41.7 35.9 -5.8 
55-64 41.9 36.0 -5.9 

Note: Adapted from Galarneau & Sohn (2014). 

Galarneau & Sohn (2014) summarize other trends and note 

unionization rates also varied across various occupations and other job characteristics.  

For instance, full-time work, longer job tenure, large firms, higher educational 

attainment, and better wages were all associated with higher unionization rates.  Workers 

with higher educational attainment are also more likely to be unionized (p. 4). 

The data indicates that unionism is a changing environment.  As a result of globalization, 

demographics, changing professional and social identities, and weakening links with political 

parties, there are important shifts in the foundations of union practice in Canada and other 

nations (Lévesque & Murray, 2010) that have led to a general call for union renewal (Dörre, 

Holst & Nachtwey, 2009; Fiorito & Gallagher, 2006; Hall et al., 2011; Kumar & Schenk, 2006).   

Union Renewal  

Renewal, in these times of declining unionism, is a quest for reinvention to acquire new 

members and to increase services for existing members.  Kumar (2012) summarizes union 

renewal as a 

process of change to rebuild the organizational and institutional strength of the labor 

movement, [so it is] capable of defending and advancing the interests and rights of 
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workers.  It refer[s] to a variety of actions/initiatives by labor organizations, individually 

or collectively, to strengthen their power/capacity and resources (p. 2).   

In individual unions who are looking inwardly for renewal, two strategies have been prevalent: 

the servicing model (SM) and the organizing model (OM).  Sometimes referred to as business 

unionism, the SM de-emphasizes rank-and-file involvement in solving workplace issues.  There 

is a high priority on grievance settlement and bargaining, and union staff spend the majority of 

time engaged in these activities in service of their members (Fletcher & Hurd, 1998; Roberts, 

1999).  In Canada, the SM “has historically tended to be more conflictual than cooperative [as 

the focus is on]…primarily economic objectives” (Kumar & Murray, 2006, p. 82).  In contrast to 

the SM, “the organizing model emphasizes the need for member mobilization, collective action, 

and militancy” (Fletcher & Hurd, 1998, p. 38), and often empowers members to deal with 

grievance issues as the local level.  In its quest to mobilize workers, the OM also seeks to 

connect union members to external communities by being relevant to community issues and by 

participating in matters of social justice (Roberts, 1999).  In his study of why members leave a 

union, Waddington (2008) acknowledges “advocates of the organizing model suggest that 

commitment to the union may be generated by involvement” (p. 30).  Contrary to the beliefs of 

those who support the OM model, his study found that “dissatisfied leavers were more likely to 

have held a representative position and were more likely to have attended union 

education/training” (p. 30).   Thus, a higher instance of involvement in union activities does not 

necessarily mean that members are satisfied enough with their experience to remain.  In 

summary, while there are advocates of each model, neither SM nor OM has proved to be a 

definitive answer for labour renewal (Fetcher & Hurd, 1998; Hall, Fiorito, Horn & Lanford, 

2011).   
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A third model, social movement unionism, “has become the new buzzword for both the 

academic left and union reformers” (Schiavone, 2007).  Social movement unionism is based on 

the concepts of mobilizing rank-and-file members, political activation, and coalitions between 

unions and community/social movement groups (Clawson, 2008; Dibben & Wood, 2011; 

Fairbrother, 2008).  It looks beyond the boundaries of a specific union to connect on a global and 

community level.  As Clawson (2008) suggests, “connecting unions fighting a common 

employer, or by connecting consumers (or environmentalists) in one country to workers in 

another” (p. 211) is an increasingly important union countermeasure to globalization.  Another 

aspect of social movement unionism is labour’s role in supporting environmental groups.  

“Global warming and sustainable energy alternatives are union issues” (Dibben & Wood, 2011, 

p. 36), and these alliances are influential in the areas of social and environmental justice.  Citing 

the 1999 World Trade Organization’s conference ‘Battle in Seattle’ protests as a specific example 

of coalition success, Turner (2011) also suggests the future lies in building “alliances with 

community organisations, immigrant rights and ethnic groups, faith-based organisations, youth 

groups, advocates of same-sex marriage, and more” (p. 322).  From a Canadian perspective, as 

Baines (2013) believes, social movement unionism “likely underlies some of Canada’s relative 

success in holding its overall union density at [about] 30%” (p. 110).  She elaborates to 

acknowledge public sector, non-profit sector, and hospitality unions, with their high ratio of 

female and immigrant workers, have “been at the forefront of struggles for universal child care, 

as well as for fair trade, shelters for victims of domestic abuse, and expanded services for 

homeless people” (p. 110).  Similarly, Kumar & Murray (2006) note Canadian unions “have long 

been very innovative on social wage issues such as unemployment assistance, health care, public 

education and other public services...[including] health and safety “ (p. 83).  If social movement 
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unionism has been the reason for a relatively stable union membership, perhaps the approach 

would be useful for other countries.  Fletcher and Hurd (1998) suggest  

that by learning from the experiences of innovative best-practices locals that are willing 

to take risks, we will be able to develop a clear picture of what unionism should look like 

in the twenty-first century.  Through this transformation of local unions, we expect to 

advance toward a new model of unionism based on social and economic justice (p. 53).   

In order for renewal to take place, unions will need to experiment and innovate to “reinvent 

themselves in such a way as to secure and expand their role and invent new ones” (Dibben & 

Wood, 2011, p. 39).  The renewal “processes of involvement and engagement are potentially 

transformative…[and can be important factors in] developing union capacity” (Fairbrother, 2008, 

p. 218).  The practice of capacity development, is the subject of the next section. 

Capacity Development 

The purpose of capacity development (CD) is to increase the ability of a community or 

organization to meet their goals.  It is used “to achieve…specific outcomes within the targeted 

community – better services, greater influence on policy, increased economic well-being, and so 

forth” (Chaskin, Brown, Verkatesh, & Vidal, 2001, p. 26).  A key aspect of capacity development 

is the high level of involvement by community members, although an outside partner, consultant, 

or coach often facilitates the process (Chaskin et al., 2001; Frank & Smith, 1999; Motes & Hess, 

2007; OECD, 2006).  Motes & Hess (2007) emphasize that capacity development is a planned 

process that requires resources and social capital; it is evolving and dynamic, and results in 

personal and collective empowerment.   

The CD process must take into consideration the specific community environment, and 

“organizational readiness is essential when new initiatives are undertaken.…Readiness includes 
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taking steps to secure or having previously established several commitments among 

stakeholders...include[ing] commitments to long-term involvement, shared activity, shared 

decision making, and respectful dialogue” (Motes & Hess, 2007, p. 122).  Proposing a five-step 

process the consists of (1) getting ready; (2) articulating purpose; (3) taking stock; (4) developing 

strategies; and (5) reviewing process and outcomes, Motes & Hess (2007) also offer suggestions 

for success.  They believe organizational and community capacity building requires: 

• clarity of expectations and role; 

• individualization of the goals and processes; 

• understanding and ability to address the complexity of the effort; 

• achieving a balance between ideal and real; 

• maintaining ethical practice in the midst of politics and divergent agendas; and 

• recognition of the demands associated with the process of coaching (p. 188). 

With a similar emphasis on taking time to prepare followed by a process review, Frank & 

Smith (1999) propose a four-step process encompassing (1) building support; (2) making plans; 

(3) implementing and adjusting; (4) maintaining momentum.  As a suggestion to those 

undertaking CD initiatives, Frank and Smith (1999) highlight the need to focus on  

• participant knowledge of community, partnerships, vested interests and political 

links, social, economic and environmental awareness, and decision making 

processes;  

• the skills required by the participants, such as communication, problem solving, 

conflict resolution, team-building, planning, and evaluation; and  
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• the attitudes of the individuals and the organization, such as respect, 

responsibility, empathy, trust, patience, perseverance, and endurance.  

Brinkerhoff & Morgan (2010) offer another perspective by suggesting that the five core 

capabilities required for achieving CD are (1) commitment to engage in the process, (2) technical 

and logistical abilities, (3) a need to interact and attract support from stakeholders, (4) 

adaptability to deal with change, and (5) the ability to balance diverse needs for short-term and 

long-term vision.  Commonalities amongst authors recognize that people and process are both 

important, and that the committed, ongoing involvement of community members is vital to the 

success of any CD undertaking.  There is also recognition that while there are lessons to be 

learned from previous or ongoing projects, CD is an iterative, complex process with diverse 

stakeholders who have varied needs, expectations, and abilities.  Setting clear goals and actions 

with realistic timelines and imbedding an evaluation process helps to balance the ideal against 

the complex realities that often emerge as the process unfolds.  Brinkerhoff & Morgan (2010) 

suggest that capacity development suffers from a “vagueness and multiplicity of definitions and 

approaches” (p. 2).  Similarly, Chaskin et al. (2001) concede “analysts and practitioners are still 

searching for frameworks and tools that can help with capacity assessment, development, and 

monitoring and evaluation” (p. 2).  Despite differences in approaches and frameworks, what lies 

at the heart of CD is desire by members of a community to be part of a change that provides 

benefit to the greater community, that offers opportunities for participation and individual 

growth, and in some instances also benefits community partners or networks.   

An example of a community seeking change is a union undergoing renewal.  Lévesque & 

Murray (2010) observe that “globalization, …changing professional and social identities, and 

weakening links with political parties are all part of a more encompassing explanation of 
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important shifts in the foundations of prevailing union practice” (p. 334).  Calling for a re-

examination of union power to “better represent worker’s interests” (p. 335), they provide a 

framework based on power resources and strategic capabilities that link the practice of capacity 

development to union renewal efforts, see Figure 1.  One aspect of the framework focuses on 

infrastructural resources, which includes programmes and processes for membership engagement 

(communications, education and training, methods of servicing), use of new technologies 

(websites, computer networks, polling, staff and activist training, development of videos, etc.) 

and new methods of recruitment (training, dedicated allocation of resources, etc.)” (Lévesque & 

Murray, 2010, p. 340).  As Kumar & Murray (2006) acknowledge, “in the information age, the 

use of new technologies is increasingly important” (p. 89).  A union’s capacity to innovate and 

renew will require thoughtful examination and strategic use of their technology resources.   

Technology Use in Union Environments 

     Little more than a decade ago, Greer (2002) reported that U.S. national unions “found nearly 

universal use of some IT and almost universal agreement that the technology has a positive 

impact on their efficiency” (p. 219).  In the same era, Fiorito, Jarley & Delaney (2002) provide 

insight on one reason why unions may have been adopting technology in their conclusion that 

“visible use of the state-of-the-art IT may also give worker the impression that the union is 

competently administered and able to employ the same technology used by management to 

achieve different ends” (p. 631).  More recently and from the employer’s perspective, DeMaria 

(2012) emphasizes that “it is essential for employers to “out-tech” the new union techs and to be 

sure that management is on top of all [union] activity” (p. 4).  Clearly, the use of technology can 

be an important factor in a union’s attempts to equalize power and perceptions in order to better 

represent the interests of their members.  
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Figure 1. Resources and Capabilities Required for Union Capacity
3
 

 

 

 

 

 

 

                                                 

3
 Note.  From “Understanding union power: Resources and capabilities for renewing union capacity,” by C. Lévesque and G. Murray, 

2010, Transfer: European Review of Labour and Research, 16(3), p. 346. Copyright 2010 by the authors.  Reprinted with 

permission. 
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Strikes are a unique feature of unionism, and technology use has supported striking 

members in many ways.  Barnett (2003) details how technology proficient members of a 

newspaper union introduced email to many of their members for the purposes of “bargaining 

updates, picket line duty times, interview sharing, general information and advice sharing and 

moral boosting” (p. 65).  The subject union also created a vibrant website to complement the 

traditional paper leaflets they were distributing and found technology became a “vital public 

relations tool for the union” (p. 59).  The website was used to encourage boycott of newspaper 

advertisers, to encourage letters or emails of support be sent to the employer or important 

political figures, and to expose replacement workers who crossed picket lines.  Providing 

evidence that technology use during a strike had become a strategic tool for unions, Vielhaber & 

Waltman (2008) found “technology used to communicate crisis messages…was essentially the 

same for both the…[employer] and the union” (p. 321), and that technology “levels the playing 

field between the organization’s leadership team and its unions” (p. 314).  In addition, Vielhaber 

& Waltman (2008) suggest that technology can benefit union goals by supporting them to supply 

“accurate, credible information to key stakeholders and the public in times of crisis” (p. 327).  

Similarly, Stevens & Greer (2005) report that “IT provides a venue, previously unavailable, for 

conveying a message to the public that is different from the one commonly conveyed through the 

traditional media” (p. 10).  As Fairbrother (2008) notes, strikes are but one activity undertaken by 

unions and there are other areas where “union identity may be forged and promoted” (p. 213).   

Other authors report technology supporting union educational endeavors (Bélanger 2008; 

Sawchuk, Gawron & Taylor, 2002; Zullo & Gates, 2008), playing a role in fostering internal 

union democracy and solidarity (Fiorito, Jarley & Delaney, 2002; Greer, 2002; Stevens & Greer, 

2005; Zullo & Gates, 2008), and organizing and mobilization efforts (Fiorito & Gallagher, 2006; 
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Grenier, 2006; Hara & Estrada, 2005).  Turner (2011) suggests strategically building local, 

national and global alliances is the future of unionism, and as Fowler & Hagar (2013) note,  

social media technology “can play a key role in union renewal and coalition building between 

unions and other progressive social movements” (p. 223).  Technology can foster global 

connections, and as Lee (2013) reminds us, “the Internet's greatest power is the fact that, unlike 

almost any other communications medium, it ignores national borders” (p. 2). 

In contrast to these views, Chaison (2005) argues that “as unions react to employers’ 

intranets by further building their own Web pages, they may change their relationship with their 

members” (p. 395).  He further cautions that  

the Web page will become the primary means of communicating with members and 

regular meetings might even be held online.  Organizing will simply become a matter of 

developing a website to attract potential members, connecting them with online 

organizers who can answer their questions, and collecting digital signatures on union 

authorization cards (p. 399).  

Chaison’s view is that a primary online relationship between members and unions may hamper 

member satisfaction is not well supported.  For instance, Waddington (2006) reports that 

dissatisfied members will leave unions when they feel that representatives do not provide enough 

assistance, and are not in frequent enough contact to provide adequate information.  Similarly, 

Gahan (2012) suggests “unions able to cultivate a shared sense of openness and 

accessibility…can provide for a revitalized relationship with members” (p. 50).  While 

Waddington (2006) and Gahan (2012) do not specifically address how technology could enhance 

member satisfaction, other authors believe technology offers enhanced opportunities for member 

engagement, communication, and interaction (Fiorito & Gallagher, 2006; Lee, 2012; Kumar & 
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Schenk, 2006; Vielhaber & Waltman, 2008; Panagioutopoulos, 2012).  As Fowler & Hagar 

(2013) argue, technology in the form of the new social media (NSM) can 

give trade unions an excellent opportunity to connect with their rank-and-file members, 

to work and communicate with other unions and other progressive movements, and to 

allow fast communication to both members and the public.  Besides short messages, 

innovative unions can create cohesive political action campaigns, drawing on 

components of traditional media and NSM (p. 224). 

For unions seeking to engage young workers, social media seems a natural avenue to 

pursue.  “By embarking on networking opportunities, younger employees can become gradually 

introduced to the ideas of unionism, which can significantly increase their possibility to engage 

in further activities such as industrial actions or social events” (Panagiotopoulos, 2012, p. 187).  

As Frangi, Hennebert & Memoli (2014) report, “it is a positive finding for unions that young 

people express greater confidence in unions, as this trust could substantially contribute to their 

future actions and to enhancing union renewal” (p. 183).  Noting that unions are increasingly 

utilizing Facebook, YouTube, and blogs in organizing campaigns, DeMaria (2013) advises 

employers who seek union-free environments to use the same technology for counter-campaigns.   

Whether a union is active in organizing, mobilizing, fostering internal or external solidarity, or in 

a strike situation, the literature points to a many opportunities for technology to support their 

goals. 

Summary 

There is little doubt that unions are in the midst of an era of change.  Kumar and Murray 

(2006) elaborate by highlighting  
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while the pursuit of dignity at work through actions in the workplace and beyond remains 

the core mission of the labour movement, it is argued that existing structures and policies 

must change, that the status quo is not a viable option to secure the future (p. 79).  

Globalization, legislation, part-time and contract workers are but of a few of the changes 

emerging as a new style of workplace evolves that challenges unions to find new ways to better 

represent existing and potential members.  Fortunately for Canadian unions, “despite a small 

decline in the overall level of unionization and the many challenges inherent to the unionization 

of less organized sectors, particularly in private services, support for unions remains quite 

vibrant” (Lévesque & Murray, 2006b, p. 118).  This does not mean that Canadian unions can be 

complacent, and as Kumar and Murray (2006) suggest, “the labour organizations best able to 

innovate on the basis of the lessons that they can draw from their experience and then to diffuse 

those innovations within their organizations are likely to prosper” (p. 79).  Unions need to look 

inwardly and examine innovative ways to alter “existing structures, policies and practices” 

(Kumar & Murray, 2006, p. 101) in order to increase their capacity for renewal and to achieve 

their goals.  As Lévesque & Murray (2006a) conclude, “there is clearly a huge need for research 

on the development and mobilization of union resources” (p. 11).  Furthermore, as Fiorito et al. 

(2000) suggest, “in-depth case studies of nationals, central bodies, and locals could provide more 

insight on how the various pieces of the IT puzzle are being fit together by unions” (p. 32).  

While “it can be argued that union leaders, staff and activists know what needs to be done…the 

question then becomes how to structure their efforts” (Kumar & Murray, 2006, p. 80).  Noting 

the capacity development literature highlights that an outside partner is often an important part of 

the process of change, this literature review perfectly positions my collaborative research project 

as a gap within the existing literature. 
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Chapter Three: Methodology and methods 

Social science research methodology is categorized as quantitative, qualitative, or a 

mixed-methods (use of both quantitative and qualitative).  I find a white coat clad scientist in a 

laboratory a helpful visual to describe quantitative research as it brings to mind measuring, 

counting, hypotheses, closed-ended questions, and an arms-length objectivity on the part of the 

researcher.  Qualitative on the other hand, full of descriptors, open-ended questions, personal 

experiences, and relationships, I visualize as people engaged in conversation around a campfire.  

Here, each story leads to another and by the time the flames become glowing embers, the 

researcher has subjectively observed the actions and narratives, and is able to thematically 

interpret and describe.  Looking at the type of information gathered during the data collection 

process is also a helpful perspective to understanding research methodology categorizations.  

Although numerical parameters can be used to describe non-numerical information (e.g., by 

counting the number times a word reoccurs), broadly speaking, numerical data is quantitative, 

while non-numerical data is qualitative (Bickman & Rog, 2009; Punch, 2009).  This chapter 

describes the methodology and methods (tools and processes) for gathering and analysis of data 

in this qualitative study. 

As described by Malterud (2001), “contemporary theory of knowledge acknowledges the 

effect of a researchers’ position and perspectives, and disputes the belief of a neutral observer” 

(p. 484).  Personal paradigms are something that every researcher brings to their work, and 

accordingly, my views have influenced my research design.  PAR and case study are not only 

suitable methodologies for the topic, they also reflect my preference for achieving practical 

outcomes within a collaborative environment.  PAR collaboratively involves members of the 

subject community as co-researchers who examine existing situations to generate knowledge that 
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will effect change within that community (Coghlan & Brannick, 2005; Pain, Whitman & 

Milledge, 2011; Bergold & Thomas, 2012).  McTaggart (1991) suggests PAR methodology 

builds knowledge within the individual, knowledge that shared within the group, and knowledge 

that subsequently benefits the academic community.  In contrast to these views, Acosta and Goltz 

(2014) summarize a variety of critiques about action research methodologies from within the 

research community including non-standardized definitions, evaluation criteria and procedures; 

limitations of generalizability; and challenges of balancing expected traditional research 

outcomes against a problem-solving orientation.  This research does not assume generalizability 

as it is a collaborative examination of one specific union local at one point in time and does not 

represent all similar groups in different times.  However, documentation of the research process 

and context will allow readers in other settings to decide to what degree the research is relevant 

and transferrable to their particular situation (Barnes et al., 2015; Rodon & Sesé, 2008).   

All research is “a tool to bring about change” (Acosta & Glotz, 2014, p. 468), and 

creating change is a foundational aspect of this research.  Spinuzzi (2005) explains that 

participatory research design began as a partnership between Scandinavian academics and trade 

unions in the 1970’s, as a way to give the workers collaborative input on new technology designs 

that were entering the workplace.  As a thesis project, this research returns to the historical 

connection between the academic world, unions, and technology by using a PAR case study  

as a way to collaboratively build new knowledge that can lead to change within this one specific 

environment. 

Case study and PAR are complementary methodologies as both assist researchers to gain 

in-depth contextual knowledge in a real world setting, and add elements of experience to the 

overall understanding gained through the research (Blichfeldt & Anderson, 2006; Stake 1978).  
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Case study research gathers and analyzes data from a specific group at a given point in time, 

often uses multiple sources of information (Creswell, Hanson, Plano & Morales, 2007; Stake, 

1978; Yin, 2009), and involves researcher interaction with participants (Hyett, Kenny, Dickson-

Swift, 2014).  In this instance, case study is well aligned with the constructivist learning and 

complexity theory theoretical frameworks of the research as both recognize knowledge is 

distributed or scaffolded through connections to others in an emergent, non-linear, experiential 

process (Morrison, 2006), and use social collaboration to solve relevant and meaningful 

problems (Jonassen & Rohrer-Murphy, 1999; Tam 2000; Sullivan, 2009).  Social collaboration 

and experiential learning are also features of focus groups, the data collection methodology used 

in this research.   

Morgan (1996) identifies focus groups as a data collection technique based on group 

interaction that is well suited to PAR approaches.  Focus groups offer a flexible and socially 

orientated research procedure where “group members… interact with each other, to discuss 

matters between themselves” (Sheppard, 2004, p. 153) and “elicit a rich body of data expressed 

through [the] respondents own words and activities” (Stewart, Shamdasani & Rook, 2009, p. 

592).  In this research, the use of semi-structured questioning (see Appendix A) within a focus 

group format to guide inquiry of topic areas is a flexible approach that accommodates 

exploration of emergent ideas (Harrison, 2009).  Audio recordings of each focus group session 

were transcribed to permit analysis after the conclusion of the data gathering phase.  Each 

session was also video recorded, and the video used to verify transcription accuracy prior to 

analysis. 
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Establishing the Participant Sample 

Using a purposive sampling approach, where participant selection is based on their 

interest in the study topic and willingness to participate (Oliver, 2006), sample selection was an 

iterative process involving the Local Executive, my key Local contact, and myself.  The initial 

strategy was to connect the data gathering sessions to one or more planned union meetings.  This 

would serve to maximize participation from each of the seven geographical regions represented 

by the Local (see Figure 2) while minimizing additional travel costs.  However, when the 

Executive became aware of larger than anticipated costs associated with their recent collective 

bargaining, they elected to eliminate all financial expenditures associated with the research.  

They did this by limiting participation to volunteer members from within their South Vancouver 

Island region, where both the key Local contact and myself are located.  This was mutually 

agreeable as it met the Local’s need of zero expenditures on the research, while keeping the data 

gathering process within a timeframe that allowed me to meet externally set deadlines associated 

with my studies.  As Robinson (2014) explains, researchers must decide for themselves if the 

sample is “coherent with their research aims and questions and with the research resources they 

have at their disposal” (p. 28).  While the original purposive sampling approach was intact, 

drawing participants from one location resulted in unanticipated geographical homogeneity.  

However, I did not feel it diminished the overall goal of establishing and operationalizing a 

future vision for technology use within the Local.   

Using an existing email tree, members within the selected region received an introduction 

to the research and an invitation to participate from the Local.  Two members expressed interest 

by the response deadline.  The key Local contact and I decided that he would use his familiarity 

with the members of the region to undertake personal conversations about the research, with the 
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goal of gathering additional participants.  Through the course of these conversations, he 

discovered some members who had not received the initial email, and several who were 

interested in participating.  In all, eight members expressed interest and agreed to supply their 

personal email addresses so that I could establish initial contact and provide a consent to 

participate form (see Appendix C and D).   

The next step was to involve the participants in selecting the actual dates and times of the 

focus group sessions, and to gather their input on a tentatively booked venue.  Each participant 

received an email (see Appendix E) with a link to a private online scheduling poll.  The poll 

offered 13 dates, each date with up to five 2-hour potential meeting times, and an area for 

comments.  Six members participated in the poll, and I was able to select four suitable 2-hour 

timeframes based on their input.  I emailed these timeframes to the potential participants (see 

Appendix F), asking for responses indicating if they: 

• no longer wished to participate; 

• were not able to attend the dates; or 

• found the meeting location unacceptable.  

No members found the meeting location unacceptable.  Due to personal circumstances, one 

member was unable to attend three of the sessions and withdrew.  Three members indicated they 

each had a single date conflict, but would like to participate.  One member who did not complete 

the poll, but had previously expressed interest, contacted me indicating her desire to participate.  

The result was seven Local members who expressed a commitment to participating in the 

research.   
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One week prior to the first session, all participants received an email (see Appendix G) 

reconfirming the dates and times, and requesting signed research consent forms from those who 

had not already submitted.  Additional requests within the email were:  

• to review and reflect on the sessions outlines (see Appendix A and B); 

• to write a very short (one or two short paragraphs maximum) micro narrative 

using the theme ‘imagine you are telling a respected peer a story about a time 

when digital technology was linked to union capacity’; and 

• to assign a title and note key word(s) they felt best described their micro narrative 

(for convenience, a micro-narrative template was provided, see Appendix H). 

To best accommodate the participant availability indicated within the poll, the four 2-hour 

sessions took place over the span of a five-day period.  Two of the participants were Local 

Executive.  The remaining five were members, two of whom had previously fulfilled the role of 

Alternate Representative.  Participants had been members of CUPE 1767 for varying lengths of 

time, from less than one year to more than sixteen years, and none had previously belonged to 

other unions.  The participant sample consisted of three women and four men, ranging in age 

from 30 to 55, all of whom worked within one of the two physical office locations within the 

selected region.  Through both workplace and union interactions, all members were familiar with 

each other before the research began.  Although each participant held a difference job 

classification, none were from the two major classifications (appraisers and appraisal assistants) 

the union represented, and all were from the Head Office location.  As a researcher, participant 

availability was an element beyond my control, and the homogeneity of voice due to participant 

representation that excluded appraisers and appraisal assistants is noted here as new limitation to 

the study.  Reducing the implications of this unplanned practical boundary by providing 
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opportunities for a broader membership evaluation of the research outcomes was self-identified 

by the participants within their action plan, as is further noted in the recommendations section of 

this paper.   

Preparing for Conversations 

I reviewed the CUPE 1767 website prior to the first session.  While I did not have nor did 

I request access to the private ‘members only’ portion of the site, a review of publicly available 

information served as an opportunity to familiarize myself with Local structure (see Figure 2), 

and allowed me to situate myself to contextual and operational matters of the Local.  As Olesen, 

Droes, Hatton, Chico and Schatzman (1994) note, this is an important step in deepening a 

researcher’s understanding of the terminology used by the participants, and assists in 

appropriately analyzing the data. 

Figure 2. Elected Governance Structure of CUPE 1767 

 

Adapted from CUPE 1767 Constitution (CUPE 1767, 2013) 
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The website home page prominently featured a space for Local news (at the time of 

review, this was devoted to ratification votes on the most recently negotiated collective 

agreement), a calendar of upcoming Local events (e.g. Executive and committee meetings), the 

existing collective agreement, and Local Twitter posts with pictures from a CUPE National 

convention the previous month.  In the Executive Board area, each elected member of the 

governance structure (see Figure 2) was personalized by use of varying combinations of photo, 

biography, and email contact information.   

Navigation links allowed access to president’s, committee, and area reports that required 

a username and password to access.  However, persistent scrolling and clicking uncovered 

accessible President’s Reports dated between 2008 and 2011, and a variety of committee reports.  

This was clarified within a series of Communications Committee posts from 2013 indicating a 

website redesign with intent to implement ‘members only’ area was underway, predominately 

because of recent success with a private members area in their Facebook site.  The reports I had 

access to outlined point in time issues and opinions related to Local and employer relations, or 

news items. 

Two directive documents, policy resolutions and the CUPE 1767 constitution, were 

accessible.  Listing the year of policy adoption at the annual general meeting (AGM) and the 

formal format used at the AGM (i.e. whereas…therefore be it resolved…), the policy resolution 

document outlined items such as honorariums for union officers and parameters associated with 

travel expenses for union business.  A notable exception was the section entitled ‘A Maturing 

Local’ that was a policy statement submitted by the Executive in 1978.  Citing a lack of union 

presence to the membership and within the workplace, apathetic attitudes towards officer 

nomination, and officer role ambiguity, the statement called for improved two-way 
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communication flow between the Executive to the general membership.  Interestingly, the 

formation of a membership information booklet for coordinating and storing Local information 

was the subject of a policy adopted at the 1979 AGM and was presumably an action resulting 

from the 1978 policy statement. 

The constitution identified September 4, 1974 as the Local charter date and had 15 

articles addressing the overall conduct of union affairs such as:  

• the democratic process by which governance structure is elected, including their 

roles and accountabilities; 

• protocol relating to financial reporting and scrutiny; 

• behaviour expectations in such areas as meeting rules of order and convention 

protocol; and 

• the powers of committees. 

Given this research seeks to enhance the capacity of the Local through use of digital technology 

and capacity development is about meeting goals, I noted the principles and objectives within the 

constitution.  They were: 

1. to obtain and maintain just a reasonable working conditions, salaries and benefits for 

all employees of the British Columbia Assessment Authority;  

2. to attain and maintain a just tenure and security of employment for all its members; 

3. to improve the standards of assessment practice for the employees within the British 

Columbia Assessment Authority;  
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4. to co-operate with the Assessment Authority to promote assessment legislation to 

meet changing conditions within the Province;  

5. to educate those members who hold key positions as officers or committee members 

and ensure they have such educational material available to them that will prepare 

them to effectively represent the membership; and  

6. to educate and ensure the entire membership is knowledgeable concerning the Union 

structure, its function, and the Collective Agreement to be able to maintain their rights 

in the workplace and have an effect on CUPE Local 1767. 

In my website review, I noticed the amount of website presence dedicated to ‘members 

only’ information pointed to an emphasis on rank-and-file involvement that positioned the Local 

as a being within the organizing model of unionism.  However, a notable lack of information 

positioning the Local within the broader labour movement or displaying connections to 

community or social movement organizations suggests there may be opportunity to strengthen 

capacity in this area.  While this information may be visible to members with full site access, 

public depiction of connections to other unions or organizations could facilitate external 

relationships that would assist in furthering the assessment practice and legislation objectives 

within the constitution.   

I also noticed that demographic information or depiction of the history and traditions of 

the Local were not available on the website.  I entered the data gathering discussions with a sense 

of curiosity about how participants perceived their Local, and an outlook that fostering 

discussions about cultural context may contribute to the investigation of technology and capacity 

development. 
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The Conversations   

As outlined in Appendix B, group behaviour expectations and confidentiality agreements 

were set within the initial session.  I also provided an overview of the research, including how 

my union experience influenced my interest in the topic and a summation of the literature review.  

Participants had opportunities to discuss the research proposal, and no changes to the format 

were proposed.  I emailed my speaking notes for the session to all, including the two participants 

not present, so that all would have opportunity to read, reflect, and bring any questions they may 

have to the next session.  Reflection is a key component of PAR and deepens understanding of 

the perspectives held by individuals, as well as the group as a whole (Baum, MacDougall & 

Smith, 2006; Bergold, 2012; Coghlan & Brannick, 2005; Kidd & Kral, 2005; McTaggart, 1991; 

Spinuzzi, 2006).  As well as providing written reflections to me at the conclusion of the research, 

participants were invited to share their insights at the beginning of each session. 

When planning my approach to data gathering and analysis, I was moved and motivated 

by the authentic practices suggested by Charmaz (2004) as they seem particularly relevant to 

those who choose PAR methodology.  She suggests qualitative researchers should “bring 

passion, curiosity, and care to your work” (p. 991) while being open to the emergent nature of the 

experience by “create[ing] a space where the unexpected can occur” (p. 987).  Having provided 

the questioning format in advance, I was able to apply this approach.  Sessions began based on 

the predetermined format, however, I did not ask each question in linear structure.  In referencing 

the pre-supplied questions, one participant stated, “I’ve read them before we came here”, and 

other participants nodded or verbally assented.  Mirroring my own experiences as well as the 

literature (Lévesque & Murray, 2010; Zullo & Gates, 2008 ), story is a common component of 

union culture as way to learn and connect, so I elected to let the conversation flow from the 
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experiences and queries shared between the participants.  I felt this approach was less successful 

in the third session, and as one participant noted it their reflections, “it’s starting to feel a bit like 

the sessions are not staying on topic; however, there is some great discussion”.  While I did not 

have this participant’s reflection at the time, my own instinct and an explicit request from the 

participants to provide direction on how to solidify the conversation into goals and actions 

prompted me to adapt my approach for the final session.  I reviewed the original questioning 

format within the proposal, and condensed the key questions into a table format with headings.  I 

brought this template to the final session, and the group agreed the tool would be a practical way 

to guide and capture the discussion, and would result in a useful outcome.  Throughout the 

remainder of the session, I carefully summarized the unfolding discussions within appropriate 

sections of the table, and continually sought participant clarification on my noted interpretations.  

The concluding decision of the session was that I email each participant the completed table (see 

Appendix I) so they could review the document to ensure it was an accurate reflection of the 

discussions.  This is reflective of Maxwell (2009) who suggests that respondent validation is  

the single most important way of ruling out the possibility of misinterpreting the meaning 

of what participants say and do and the perspective they have on what is going on, as well 

as being an important way of identifying your own biases and misunderstandings of what 

…[is] observed (p. 244).   

Participants were invited to share their thoughts back with the larger group, or directly with me, 

within the next ten days.  I also indicated that their comments and corrections would result in an 

updated document.  Six responses were received, and there were no errors, omissions, or 

suggested alterations.  I had arrived at the juncture where the Local had their action plan to 

implement, and my focus transitioned from data gathering to analysis.  
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Chapter Four:  Findings and analysis 

Before beginning the data review and analysis, I reread my literature review and 

theoretical frameworks to reemerge myself in the foundations of the research.  Then I viewed the 

video recordings to verify the accuracy of the transcripts and made minor changes, where 

required.  Corrections were usually in areas that the transcriptionist had already highlighted, 

where she was unsure of a word or phrase, predominately arising from Local lexicon.  Viewing 

the video recordings found me again considering Charmaz’s (2004) suggestions to look below 

the surface at language, tacit actions, and implicit meanings.  As Edwards (2001) suggests, this 

steps helps to ensure “significant but subtle factors are not left out” (p. 322).  Using a discourse 

analysis approach while I viewed the video recordings entailed reviewing text, social 

interactions, and social construction surrounding the information gathering (Heller, 2001; 

Phillips and Hardy, 2002a; Phillips and Hardy, 2002b; Lichtman, 2010), and I noted initial 

themes, body language, and participant interactions that seemed pertinent or influential to the 

participant experience.   

The time spent watching the video recordings made me appreciate that, from a capacity 

development perspective, I was both (a) an internal member of the community who was able to 

understand contextual, historical and vernacular aspects of the conversations, and (b) an external 

member of the community who brought different experiences to the discussion.  As one 

participant corroborated, “I think it’s good to have your reflection and outside perspective to 

compare and contrast what we’re saying, so I think that’s important and you shouldn’t hold that 

back”.   

The next step of my analysis was to code the participant reflections, micro narratives, and 

transcripts to cross reference (triangulate) interpretations arising from the focus group 
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discussions and consider them as one comprehensive data set (Turner & Turner, 2009).  As 

suggested by DeCuir-Gunby, Marshall, and McCulloch (2011), this is a two-step process.  First 

the data is simplified by exploring ideas and meaning (open coding), and then connections are 

explored to allow the emergence of linked ideas and concepts (axial coding, or theming).  While 

some researches choose codes before undertaking the analysis, like Lichtman (2010), I believe it 

is more appropriate to let the codes “emerge from the data via a process of reading and thinking 

about the…material” (p. 248).  As I reread the data the second and third time, I discovered both 

individual participant statements and entire sections of interactive dialogue demonstrated 

concepts from the theoretical frameworks and the literature review emerged, and these are 

discussed further in subsequent sections of this chapter.  I also found myself returning to the 

transcripts multiple times as I engaged in the process of writing.  The review of the video had 

solidified images of conversational context that would surface when I was reflecting or writing, 

and returning to the transcripts allowed me to select particular quotes that emphasized findings or 

supported or challenged my forming judgments.   

CUPE 1767 Context 

As establishing the context of the Local will enhance the understanding of current and 

future roles of technology to support capacity development and help readers to establish 

transferability potential to other situations, I provide this summation of relevant details that 

emerged within the research.   

Currently representing 545 members, CUPE 1767 is sole bargaining unit of the BC 

Assessment (BCA) and the only CUPE local representing a British Columbia crown corporation 

(Rogers, 2014).  This geographically disperse Local is divided into seven regions, and members 

work in 16 BCA offices throughout the province.  As previously noted, appraisers and appraisal 
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assistants are the predominate occupation of members in all except the Head Office location.  

While detailed demographic information was not publicly available, the current Executive Board 

representation of seven members who are appraisers, one representative of the appraisal assistant 

group, and two members from the Head Office location seems to provide a nearly balanced 

representation of member occupations.  This evaluation is based on tacit participant dialogue and 

my pre-existing knowledge of the community.  Participant dialogue also implied that, 

historically, the Executive was predominately comprised of members within the appraisal job 

family.  One participant acknowledged that having Head Office represented at the Executive 

Board level had been a valuable addition in recent years as it ensured “different viewpoints 

[were] brought to the table” and built understanding and relationships between the various 

groups.   

The Local bargains directly with the employer (and the Provincial Government through 

the Public Sector Employers’ Association), and “is [currently] faced with a government mandate 

that restricts the wage increases that can be negotiated” (Rogers, 2014, p. 2).  As bargaining has 

traditionally been a time of strong member participation and the newly ratified collective 

agreement has a 5-year term, there is uncertainty about what types of communications might be 

required to encourage ongoing member interactions.  Bargaining, as one participant highlighted 

is when “everyone wants to put in their ideas…and we’re not going to be in that position again 

‘til 2018”.  The ‘business’ of the Local is predominately managed by the elected Executive 

members, supported by one part-time administrative position, and a CUPE National staff 

representative. 

The participants positioned the Local as rather progressive.  As one participant stated, 

CUPE 1767 may be atypical “because…we’re more knowledge workers.  We’re…highly 
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educated, highly trained on many different facets and we take a very different approach to 

things” and they believed that this was evidence by their “good collaborative relationship with 

the employer”.  Based on personal experience and networking at a CUPE conference, two 

specific stories were shared to demonstrate the operational functionality of CUPE 1767.  The 

first was of a Local where member apathy was to such a degree that an area representative 

position was vacant for at least two years.  The second story described a Local in such a state of 

disarray that one uninformed member “actually went to management and asked them why they 

hadn’t called the union meeting”.  In this instance, not only was there no structure in place to 

carry on the day-to-day business, such as meetings, this Local found themselves without an 

elected bargaining committee when their collective agreement expired.  Without the structure in 

place to elect a bargaining committee, three members sharing a meal in a restaurant unilaterally 

appointed themselves to these positions.  Based on these (and presumably other) stories, “I could 

honestly say we’re quite advanced” was how one participant summarized his views, and the 

participants generally conveyed a sense of pride in their Local.  One participant voiced this by 

saying “based on conversations with my friends who work at other provincial government 

[locals]…we’re actually in quite good shape.  I think we have a pretty good relationship with the 

employer, for one thing”.  There was satisfaction that their Local displayed higher standards of 

operational functionality than they perceived many other locals had been able to obtain.   

Another distinctive feature raised during discussions was the age demographic and levels 

of comfort with using digital technology within the Local membership.  “There’s been a huge 

shift in the age of the union members…most…have grown up with technology”, and the 

expectation was that “in 3 years, 50% of our union membership will be Gen Y”.  Participants all 

expressed a great deal of personal comfort using digital technology and agreed “that pretty much 
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all the jobs at our company require at least some experience with digital technology”.  

Participants recognized there may be members with contrasting technological abilities and 

acknowledged there may be “geographic pockets across the province” where comfort levels 

would differ.  There was also recognition that despite the high level of comfort with technology, 

members did not want to be “force fed information”, and there was a strong tendency for 

members to want to shut off or temporarily disconnect technology within their personal and their 

union lives. 

Current Digital Technology Use in CUPE 1767 

We began our exploration of the current role of digital technology at CUPE 1767 by 

trying to create a common understanding and definition of digital technology, and the discussions 

established that they used the terms technology and digital technology interchangeably (as is 

done throughout this paper).  They also established that they viewed all modern communications, 

from phone calls to computer generated or printed documents, as digital technology, and that 

they wanted to focus on specific tools being used, or that could be used.  This section is a 

summary of the existing tool usage.   

While the participants identified that many other locals chose to use a website template 

that ‘pushed’ content from National, two years ago this Local had chosen to leverage the talents 

of one of their own members by custom building their website using WordPress.  In a clear 

display of autonomy over convenience, it was believed that the membership preferred 

customized content specific to their Local, and that functionality options available within 

WordPress, some not yet fully explored, provided a superior communication tool.   

With over one-third of the membership signed up for the closed (CUPE 1767 members 

only) Facebook group, it was viewed as a good way to ‘pull’ information, whereas the website’s 
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main function was to ‘push’ information.  A participant elaborated that “one good thing about 

Facebook [is] that there’s so much functionality that’s built into it, and it enables the two-way 

conversation too”.  The closed group functionality was a specific choice made to keep all 

information and discussions accessible to only CUPE 1767 members.  One participant noted that 

there was risk involved as the sometimes pointed, confidential discussions could be disengaging 

to some if a topic or project they believed in was considered in a negative light.  However, 

Facebook’s ease of use outweighed any perceived risks, and in one participant’s view, other 

locals often envied the rate of uptake by the membership.   

Although the Local has had a Twitter account for about two years, it had been used 

“rather haphazardly”, and its availability had not been well communicated to the general 

membership.  Primarily used by Executive members during the AGM or other union conferences 

to send photos and updates, not many members were following the account.  It was 

acknowledged that more attention to sharing event hashtags in advance could build a greater 

following and be useful in generating event enthusiasm.   

At one point, the Local used a phone tree to “disperse information, if there was important 

stuff going on, like bargaining”.  This has now been replaced by the use of email, “but it’s only 

been very, very recently, like the last couple of years, that we’ve really been trying to get all of 

our area reps to get [personal] emails from people so we can contact them”.  It was estimated that 

about 90% of members could be contacted by email, generally a task delegated to Area 

Representatives, but bounce backs from incorrect addresses was an ongoing problem.  The 

Executive, however, were identified as a subset that use email extensively, often exchanging five 

to ten emails a night.  One participant proposed this could become “a burden” if tenure was 

lengthy, but the value of keeping each other informed and participating in decision making 
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processes was of greater importance to the functioning of the Local.  Executives mitigated the 

issues by having union specific email addresses, using filtering techniques, and responding only 

when they could provide further input or new information. 

As a supplement to their regularly scheduled in-person meetings, the readily available 

and free virtual meeting environment provided by Google Hangouts was used by the Executive.  

For non-confidential document creation, collaboration, and editing, the Executive favoured using 

Google Drive because “for collaborative stuff and ease of access, it [has] huge benefits”.  

Another online tool, Box.com, was specifically used for the storage of current and historical 

bargaining documents, and was valued for the ease that new bargaining committee members 

could be granted access to the secured documents.  The Local had also utilized online survey 

tools to connect with members to identify and quickly prioritize issues during bargaining.    

One participant summarized that “the few tools that the Union is using right now are 

probably the right tools. I think it’s not about expanding the toolkit, as much as making better use 

of the tools we have now”.  The group concurred, and this perspective was later established as an 

actionable goal (see Appendix I). 

Technology to Better Support Capacity Development in Local 1767 

Initial discussions that positioned capacity development as a way to meet union goals 

revealed the participants did not overtly understand the goals of the Local.  As one participant 

stated 

I started thinking about well, what are the goals of our union?  And although we do try to 

achieve many, many things and our Executive is doing a lot of stuff, I don’t know if it’s 

explicit what our goals are – I don’t think we put that out there. 

Another participant elaborated  
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I would second.  I wouldn’t say that we’ve articulated a goal amongst ourselves…I 

wouldn’t say we’ve devoted - it’s a copout but it’s also the reality when the majority of us 

are volunteering a lot of our time - …additional time having sessions to sit down, 

facilitate and…be like a business and list our strategic goals for our Union.  And our 

Vision.  And our Mission.  We should.  But anytime where its volunteers, it becomes 

difficult. 

I proposed the principles and objectives within the Local constitution were the union goals 

however, with varying degrees of embarrassment, the majority of the participants had never read 

the document.  While participant discussions did not succinctly describe how their current use of 

digital technology supported capacity development, there was a very strong common 

communication-centric perspective that gathering and disseminating different types of 

information was critical to member participation, member satisfaction, and subsequently, Local 

success.  During analysis, I concluded the constitutional principle “to educate and ensure the 

entire membership is knowledgeable concerning the Union structure, its function, and the 

collective agreement to be able to maintain their rights in the workplace and have an effect on 

CUPE Local 1676” (CUPE 1767, 2013, p. 2) was the predominate ‘goal’ of the discussion 

sessions.  This echoed the emphasis participants placed on information and knowledge sharing as 

the prevailing reason to use digital technology, and was the link between current technology use 

and capacity development. 

Continued discussion defined how the group saw technology supporting capacity 

development in the future, and as one participant summarized 
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I would say we have strong alignment around what we think our goals would be…Our 

goal is to increase awareness and engage members in the union movement and our union 

and people taking ownership about their job, their union…and what is in it for [them]. 

The goals and actions outlined in Appendix I summarize how participants viewed technology 

could be used to support capacity development at the Local.  As part of my analysis of these 

outcomes, I found myself once again considering the union capacity model outlined in Figure 1, 

this time as a way to evaluate the proposed interventions through the lens of capacity 

development.  Summarizing the model components from Lévesque & Murray (2010), I 

categorized each of the goals (see Appendix J) using the following guiding descriptors: 

1. framing: ability to alter actions and define proactive and inclusive 

agenda/goals/strategy that reach beyond workplace labour relations issues; 

2. intermediating: ability to reconcile competing interests outside of workplace, as 

part of external networks and communities; 

3. articulating: ability to express and differentiate short and long term actions for 

both local and external network relationships; 

4. learning: ability to reflect and adapt on the past in order to anticipate future or 

changing needs and implement adaptive actions; 

5. narrative resources: the shared values, understanding, and stories used within the 

union that provide historical context for motives and actions; 

6. internal solidarity: member participation in the union in both day to day 

operations as well as strategic direction; 

7. network embeddedness: the degree of linkage to own union, other unions, and 

community groups; and 
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8. infrastructural resources: people resources, material resources, and organizational 

practices within the particular union environment. 

This exercise revealed resources, in the form of internal solidarity and infrastructure, and the 

capability of learning as part of every goal the participants identified.  This aligned my data 

coding categories of communication and member mobilization.  As one participant expressed, 

“very few people will get involved until they have enough knowledge to be interested.  It’s a 

natural transition”.  The expectation of participants was that technology could enhance 

communication and information dissemination, and would result in increased member 

participation, input, and satisfaction with Local function and the value perceptions of members. 

The capability of framing was the next most frequent component of the action plan goals.  

Lévesque & Murray (2010) describe framing capabilities as a characterization of “a union’s 

ability to define a proactive and autonomous agenda” (p. 343).  This emphasis on framing is a 

statement of a high degree of autonomy desired by CUPE 1767, as was demonstrated by the 

Local’s decision to use WordPress instead of a CUPE National website template.  Emphasizing 

this strong desire to self-sufficiency, “we really are in…[an] organization where we’re looking 

after our members”, said one participant.  This sense of autonomy was historically reflected in 

the decision to not replace a retiring paid staff member (the position of business agent) to oversee 

the ‘business’ of the Local.  Seeing an opportunity to strengthen their internal resources and 

knowledge base by redeploying these responsibilities, the Local decided to have Executive more 

involved instead of deferring to paid ‘experts’.  This example also strongly identifies to the 

strategic capability of learning.  A focus on learning is not surprising as previously identified by 

a participant, the membership self-identify as “knowledge workers” and ‘hardworking 

professionals”, most of who have some level of post-secondary education. 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     61 

The goal of utilizing existing digital technology ‘content’ associated with the labour 

movement was the only item that characterized all eight components of the Lévesque & Murray 

(2010) model, and the requirement of external influence is noteworthy.  As the website review 

revealed an apparent lack of connection to other union organizations and the previous findings 

characterize the Local as having a strong desire for autonomy, this suggests the need for the 

Local to connect externally could be both a potential struggle and an emerging opportunity.  

However, when considered within the general framework of unionism, this dichotomy is not 

unsurprising.  As a collective bargaining agent, the Local seeks to attain, maintain and improve 

salaries, benefits, employment security, working conditions, etc. for its members.  In order gain 

the power of the collective, individuals must relinquish certain elements of their personal power 

and identity to the collective body of the Local.  This is a core principle of unionism that, in this 

instance, is demonstrated within a different frame.  Here, the power shift becomes a 

relinquishment of Local self-sufficiency in order to gain access the resources available from the 

external labour movement. 

Beyond leveraging existing technological resources expanding the Local’s connection to 

other union environments, and potentially other community or social networks, could mature the 

Local from its existing status as falling within the organizational model to a connected social 

movement model of unionism.  While this was not identified or prioritized as an immediate need 

within the action plan (Appendix I), the topics of political activism and public perception were 

raised within the participant discussions.  There was recognition that as government employees 

“we’re paid from tax dollars…taxation is what generates revenue to pay us our salaries so we’re 

very cognizant…[that] there are strong correlations to the people we elect”.   An element of 

caution towards political activism was also evident in the group, and as one participant 
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underscored, “we’re careful of [political activism]…we don’t want to alienate anyone”.  This is 

not to say that the Local is politically voiceless, and as the participant summarized, “that being 

said we do get involved politically where we’re trying to support people who support unions, 

because the viability of our own is at stake”.  Another participant shared that the Local is “really 

trying to reach out more and get more involvement and more collaboration with other locals and 

with CUPE BC and CUPE National”.  While the specific activities and choices made in regards 

to political actions did not emerge through the discussions, there was reference to an AGM guest 

who was very well received when they spoke “strongly in support of…[unionism] and why it’s 

important in our social fabric and the role we should be playing, and how we can do more.  It 

was quite influential – almost more than we had hoped for”.  This recent success that touched 

“people that typically…were a bit ambivalent and were on the fence” is indicative of a shift in 

member attitudes.  When referencing the use of technology in the Local, one participant 

commented “we really try to shift with our demographics to reflect peoples’ desires”, and it 

would be worthwhile for the Local to apply this attitude to the emerging acceptance of political 

activism.   

Establishing better community connections was a topic of interest to one participant who 

wondered if the union had considered establishing a greater public profile.  Although prefaced as 

an aside because he thought the topic was not relevant to a technology-based discussion, his 

suggestion was to have a booth at public events (e.g. Canada Day celebrations) in order to raise 

the profile of the members’ work in relation to taxation, and the value and importance of their 

work as a benefit to the general public.  While not discussed further during the sessions, the 

Local’s consideration of these types of actions would be strongly aligned to the constitutional 

principles objectives of improving and promoting the standards and practice of assessment 
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within the province.  That public/community involvement and political activism were raised 

within the discussions indicates that are some members who have interest or see value in these 

types of pursuits, and this area could be an opportunity for Local growth and a way to increase 

member mobilization.  

Constructivist Learning Theory 

Constructivism is a way to interpret how people use their real-life experiences, 

observations, and reflections to construct new knowledge and understanding that is personally 

relevant.  During data analysis and video review, the respectful manner in which participants 

interacted and connect to each other drew my attention.  Individually held points of view were 

contributed, as demonstrated by participant comments such as “Can I be a bit of a naysayer?”, 

and “Can I ask a question about”.  These types of comments were always responded to in an 

affirmative manner.  I noted heads attentively tilted towards the speaker and a comfortable 

camaraderie amongst participants.  This was evidenced by shared laughter and the development 

of group defined witticisms, such as the prefacing of particularly sensitive topics as something 

that needed to remain within ‘the dome’ of confidentiality.  One participant highlighted that the 

group was so deeply engaged in the topics that he and three others continued dialogue in the 

parking lot after the conclusion of the second session. In his written reflections, he stated that 

“there was excellent communication and afterwards [naming three other participants] and I all 

felt this is a really good, excellent project”.  While it was nice to find evidence of participant 

satisfaction with the project, it is the high level of socially collaborative interactions, both within 

and outside of the sessions, that indicated this was a constructivist-learning environment.  The 

relationships deepened as the members interacted, and by the concluding session, I noticed that 

when one participant would trail off into silence after sharing a thought, others would readily 
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expand on the idea.  This elaboration of the original thought or statement would commonly result 

in a nodding of assent or vocalized agreement by more members of the group.  This was not just 

a group of agreeable people; comments such as “just from my personal experience”, “you just 

triggered something for me”, and “while you were talking I thought of” demonstrated 

participants were listening attentively while applying their own personal meaning and cognitive 

constructs.  In one participant’s reflections, the statement “I think back to [name]’s point” 

displayed that interpretation of emerging ideas was scaffolded to construct new and shared 

knowledge.  From a constructivism perspective, participants used the sessions as an authentic 

task to solve a real-world problem.  They improved their learning as the sessions unfolded by (1) 

incorporating each other’s feedback (formative evaluation), (2) reviewing the action plan as a 

way of self-assessing their work, and (3) planning to take the action plan forward to the 

Executive and membership for adoption (summative evaluation).  At the conclusion of sessions, 

one participant commented 

I wasn’t really surprised by anything other than my lack of knowledge, but it was quite 

enlightening! I mean I actually learned a whole lot stepping through this stuff, which 

makes me want to go on and learn more.  It has really inspired me.  

While this individual was certain he had increased his knowledge, the full demonstration of a 

constructivist learning environment was best demonstrated by the subjectively applied 

experiences of the group that culminated in the development of their action plan for using 

technology to increase Local capacity. 

Complexity Theory 

The emerging physical and social science of complexity theory was the second pillar of 

my analysis.  As sense-making framework of natural and organizational systems, it seeks to 
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understand how self-organized order emerges from interactions between agents (e.g. people, 

processes, technology) and how systems evolve.  In this section, I turn my analysis to findings 

related to two reoccurring themes within this research, the complexity theory characteristics of  

emergence and bifurcation.  

 The decision to reallocate the work of the retiring business agent was described by the 

participants as an opportunity to reduce financial expenditures while increasing internal 

knowledge.  The Local saw “greater value in bringing the exec up to a higher level - to have 

everybody be more involved in the decisions and understand why decisions are made”.  As one 

participant revealed, “the changes in our union have definitely put a lot more of the work onto 

our union Exec…a lot of that work [is] being offloaded, mostly onto the president, but also to the 

Exec”.  However, this additional work has provided beneficial learning opportunities and there is 

now “a tremendous amount of knowledge that sits at our Exec table”.  By not having “decisions 

being deferred to experts…a business agent [and] a CUPE National rep”, the ‘bottom up’ 

approach adopted by the Local found it entering into a new pattern of relationship within the 

hierarchy of CUPE.  From a complexity theory stand point this particular type of emergence 

reflects both individualization and integration within the boundaries of its operation, and 

demonstrates a state of stratified autonomy wherein the Local is “simultaneously autonomous 

and integrated with the systems at its level, below it, and above it” (Cleveland, 1994. para. 22).  

As a visible point in time change from one state of operation to another, the decision to annul the 

business agent position is also a notable point of bifurcation for the Local. 

 As the beginning of electronic communications at the Local, the first use of a website to 

post meeting notices and minutes (as opposed to the previous practice of printing documents and 

posting on physical bulletin boards), can be considered a historical point of bifurcation as the 
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website is now an integral component of the Local.  While that point of change was only lightly 

referenced within participant discussions and it was unclear how the website came into being, the 

more recent adoption of Facebook as a technological tool is something that  

happened very quickly.  I think it was just brought up at one exec meting and everyone 

said: “Yup, that’s a good idea!” and within a day or two it was up and running.  Just 

because Facebook is so easy to use and again, everyone is on it.  There was some 

challenges, I think, after it was out there….how do we manage this?  What do we need to 

do; what are the boundaries around it?  But other than that it ran itself. 

Arising “from activities that are messy, unplanned, and non-directed” (Wheatley & Kellner-

Rogers, 1996a, p. 68), the use of Facebook at CUPE 1767 is also another demonstration of 

emergence.  As the Local moves forward and continues to integrate Facebook as one piece of 

technology within the greater whole of technology use, stratified autonomy can give them “ a 

way to think about the building of layers of complexity and integration without the need to 

‘design’ the system from the top down” (Cleveland, 1994, para 22).  One participant spoke of 

needing “to talk about what you are going to build, then decide what tools you need”, however 

remembering the rather sudden occurrence of Facebook adoption may provide the Local with 

permission to proceed implementing other technological tools with a similar sense of active 

experimentation. 

The Executive, when viewed as set of agents with long-term associations (networks) 

were distinctly involved in the emergence of Facebook as an important shift in the way the 

membership used technology.  Looking more from the perspective of short-term associations 

(nodes), one participant characterized the focus group members as entering into a personal 

bifurcation point where 
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we can walk away knowing a little bit more information, share that with our peers in the 

workplace…have the courage to step up and say ’I participated in this thing’ and share 

[our knowledge]…that’s the least we can take away [from these sessions]. 

Acknowledging complexity exists and creating an environment where things can and are 

expected to change while being alert to emerging opportunities will allow the Local to continue 

to adapt as the agents within its environment interact within the unfolding future. 
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Chapter Five: Recommendations and further research  

As a concluding question to the final session, I asked what concerns existed arising from 

the project.  Generally, there was an air of optimism, and as one participant summarized “I think 

we will get it done.  It will just be a couple of people probably pushing more than others.  But 

we’ll encourage and it will happen”.  One participant expressed fears that the action plan “dies; 

that it doesn’t gain legs” and indicated that he would be vocal if his efforts did not result in 

actions.  Reviewing this comment caused me to ponder (1) how monitoring and evaluation of the 

project could ensure that both the fears and optimism led to future success, (2) critiques of 

capacity development that emerged in my literature review (see Chasking et al., 2001), and (3) 

how the new awareness of capacity development could continue to spread within the Local.  As I 

considered the cycles of planning, action, and reflection used within PAR methodology and its 

similarity to the Kolb’s experiential learning cycle (see Figure 3), I concluded a sage position 

would be to view this project as the first step to exploring technology and capacity by adopting a 

philosophy of experiential learning.  Adopting Kolb’s (1984) position that “learning is a 

continuous process grounded in experience” (p. 9) would mean continuing with the actions 

outlined in Appendix I and as they are completed or adjusted, incorporating reflective 

discussions, at a minimum within the Executive but ideally with member input.  After using this 

reflective process to identify successes, failures, and lessons learned, (conceptualization), 

returning to states of active experimentation and concrete experience to continue to grow and 

adapt.  When viewed as an ongoing cycle where new or continuing needs lead to subsequent 
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actions, this process would further the goal of engaging members between bargaining years, and 

become a Local practice.
4
 

Figure 3. Kolb’s Experiential Learning Cycle
5
 

 

 

Using this PAR research as the initial step to build capacity, existing knowledge and 

experience could be leveraged into other topic avenues.  One example may be looking to the 

goals found within the principles and objectives of the constitution, such as improving the 

standards of assessment practice, and using a similar process to identify how to focus on that 

                                                 

4
  The purpose of highlighting Kolb’s model is to bring forth a graphic representation to frame 

learning as an ongoing process of observation and reflection that corresponds with the 

experiences of the research participants, and is in no way meant to direct the Local to delve into 

the somewhat controversial area of learning styles (see Bergsteiner, Avery, & Neumann, 2010). 

 
5
 Note. From “The process of experiential learning,” by D. A. Kolb, 1984, The experiential 

learning: Experience as the source of learning and development, Prentice-Hall, Inc., pp. 20-38.  

Copyright 1984 by the author.  Reprinted with permission. 

Concrete 
Experience  

(having an 
experience) 

Reflective 
Observation 

(reviewing the 
experience) 

Abstract 
Conceptulization 

(drawing 
conclusions from 
the experience) 

Active 
Experimentation 

(finding new 
ways to apply the 

learning) 

Adapted from Kolb 1984 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     70 

goal.  While the scope of a master’s research project does not permit a longitudinal study, 

documenting potential future actions and measures of success contributes to both the Local and 

the academic knowledge base.  Preserving the PAR mindset that the participants should decide 

what is meaningful to them, I present suggestions for additional accountability mechanisms, 

measures, and potential actions at the Local level, as well as ideas for other unions to leverage 

this project, and areas for future research. 

Recommendations for Supporting Capacity Development in Local 1767 

Communicating the research project to the full membership was important to the 

participants, both to validate the proposed actions by those not represented in the focus group, 

and as an accountability measure to ensure the plan is implemented.  While the specific means of 

communication were not discussed within the sessions, website and Facebook postings seem 

logical starting points given they were positioned as technological tools whose use should 

continue.  I propose the annual general meeting (AGM) can also be an important component of 

accountability.  As a constitutionally mandated gathering of elected officers and those members 

who choose to attend as delegates, the AGM is an opportunity for information dissemination as 

well as a time to gather input and commitment from a spectrum of members who are actively 

participating in making governance decisions for the Local.  Setting aside time in the AGM 

agenda specifically for this discussion and incorporating mechanisms for members to volunteer 

to undertake actions will emphasize the importance of member participation to achieve goals, 

and build an environment of reciprocal accountability between union Executive and members.  

Discussions with the broader membership will also offer opportunities for input from the job 

families and geographical areas that were not available to participate in the research.  With the 

knowledge that all participants found it challenging to verbalize the goals of the Local, the AGM 
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is also an opportunity to explore the constitutional principles and objectives.  Whether 

discussions indicate they are current and relevant or that they require updating, goal clarity will 

enhance ongoing efforts and future capacity development.  Reilly and Linds (2010) tell us that 

“niches are created when an individual or population defines itself” (p. 42), and “find[ing] new 

ways of living together” (p. 43) contributes to the evolution of all.  Given the Local’s sense of 

autonomy, attention to their principles and objectives is an opportunity to continue supporting the 

unique and evolving needs of the membership, or in complexity theory terminology, supporting  

autopoiesis. 

In order to sustain ongoing resource allocation to newly prioritized activities, a 

demonstration of the efficacy of those actions is in order.  I suggest changes in participation 

levels are monitored on an ongoing basis by first establishing baseline metrics such as the 

number of members: 

a. in attendance at area, regional, and committee meetings; 

b. running for elected positions; 

c. volunteering for committee or other positions; 

d. registered for the Local Facebook site; 

e. actively contributing posts (at least once per quarter) to the Local 

Facebook site; 

f. registered for the Local website; and 

g. actively signing in (at least once per quarter) to the Local website.  

Using these suggested metrics as an ongoing accountability measure would be a new concept at 

the Local.  However, member day-to-day work in the property assessment field is rather 
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numerically and metric focused and I suggest most members would be very familiar the resulting 

data as indicators of success. 

Although identified as medium priority within the action plan, I next propose that the use 

of member surveys can and should be an important ongoing aspect of measuring success and 

enhancing accountability.  Within one year of adopting the action plan, I suggest a 

comprehensive survey to gauge satisfaction with the technology changes implemented because 

of the action plan, and suggestions for further improvements.  Sharing the survey results with all 

members will encourage accountability for the initial actions as well as subsequent adjustments, 

if indicated as necessary.  Continuing with surveys on an annual, bi-annual, or other cycle will 

ensure that adaptive measures occur as a new technology or needs emerge.  Demographic items 

such as age, workplace location, and broad job family categorizations should be included to 

provide a more detailed analysis of the results that could uncover hidden pockets of capacity or 

areas that a require specialized supports.  For example, there may be regions who are highly 

technologically adept that could lead future developments or provided support to other areas who 

are faltering.   

Another longer-term approach to using surveys is to segment groups of members by 

length of Local membership.  This would require gathering information from current members in 

order to compare to future surveys of those who joined the Local after action plan 

implementation.  This would document the experiences, perceptions, and satisfaction with the 

Local as effective, efficient, and necessary at different points in time, and be a long-term 

indication of accomplishment.  In recognition that development of these surveys may be a 

considerable resource draw and an area where member expertise is not available, collaborating 

with other unions or students/faculty of post-secondary institutions would provide the support 
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and guidance necessary to ensure the instruments developed provide information of a high 

standard.   

With appreciation that increasing member involvement is not only a desired outcome, it 

is also necessary if the action plan is to be implemented, I also recommend examining 

opportunities to create new positions requiring small amounts of discretionary effort.  Removing 

real and perceived barriers of substantial time commitments could permit a wider spectrum of 

involvement to ensure actions unfold as planned.  This can be a secondary action set in place 

after the initial defining of the roles, responsibilities, and duties of existing Local elected 

representative and committee positions the participants included in the action plan.  My 

recommendation is to establish supporting positions from existing or retired members to assist 

with a variety of tasks such as:  

a. posting meeting minutes;  

b. updating the website/ Facebook with pre-determined content on a bi-

weekly or monthly basis,  

c. video, audio or text documentation of Local history as told by members;  

d. compiling data from member surveys; or 

e. gathering Local metrics. 

One participant noted “we acknowledge that we have heard people want to be involved, but we 

weren’t sure what we would have them do”.  I envision the creation of these new opportunities to 

be in alignment with the action plan goals and additional ways to increase internal solidarity and 

member mobilization.  I also see opportunity for elected members to dedicate less time to routine 

activities (such as posting meeting minutes) as a way for them focus on other duties. 
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 Building on the idea that some operational activities transition to the new positions 

(above), I would further suggest that Executive, Regional and Area Representatives be 

encouraged and supported to attend workshops, meetings, and events of other unions or union 

organizations (e.g. regional Labour Councils).  While the initial goal would be to gain insight on 

how other organizations are using technology and to share how CUPE 1767 is using technology, 

a secondary driver is building external networks that can continue to bring new ideas and 

experiences into the Local.  Reporting on the number of external activities participated in would 

be simple metric for this suggestion.  However, this measure would miss the perspective of 

creating capacity in areas that Lévesque & Murray (2010) describe as network embeddeness, 

intermediating, and articulating.  I suggest these as areas for future development as the existing 

action plan places low emphasis on these capabilities (see Appendix J).   

Lastly, I suggest building a consistent evaluation into the Local’s reporting structure to 

chart the progress of ongoing attention and intent towards the process of building capacity.  

Irrespective of individual actions, changing environments or specific goal achievements, by 

keeping focused on the path there will always be, at minimum, a sense of moving forward.  To 

conclude this section, I offer the contemplative point that “there are things that can be measured 

and things that can be observed and described narratively” (D. Kerr, personal communication, 

February 02, 2015).  As Wheatley & Kellner-Rogers (1996a) ask, “what learning is available 

from all the things we decided not to measure” (p. 26)?  What information, thoughts, processes, 

and habits within the Local can or should be noticed, released, personalized, or celebrated?  I 

suggest paying attention to new narratives and ways of being or doing that may not be fully 

captured in membership surveys or metrics.  Wheatley & Kellner-Rogers (1996b) propose, “an 

organization’s identity includes current interpretations of its history, present decisions and 
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activities, and its sense of its future [emphasis added]” (p. 4).  I suggest an ongoing attitude of 

attentiveness toward capacity development within the Local will position interacting agents to 

sense if the vision of leveraging digital technology to increase the capacity of its members to 

participate in and value union activities as effective, efficient, and necessary is emerging.   

Recommendations for Supporting Capacity Development in Other Union Environments 

Another area to explore within a longitudinal study would be to use this research as the 

first of a series of case studies within the broader context of CUPE National.  As one participant 

aptly observed, “if someone was participating that had been in other unions, [they] could tell us 

where we are at in comparison”.  The diverse experiences, perceptions, and sectors represented 

by CUPE locals would provide a unique view into on the relationship between technology and 

union capacity within Canada.  Establishing and deploying a research proposal across or within 

defined sectors and regions would require at least short-term allocation of resources.  However, 

internal resources could be supplemented by grants and by partnering with educational facilities 

that support technology, education or labour studies research.  There are two benefits to this 

approach.  First, each participating local would gain an action plan unique to their environment 

that they could implement and monitor to suit their evolving needs.  Second, a comprehensive 

analysis of the larger data set could result in additional knowledge that could be shared.  For 

example, compiled results could function as ‘lessons learned’ to help support smaller or less 

sophisticated locals who are not actively engaging in technology use.  Another outcome could be 

customizable templates for locals to use to digitally capture their unique historical narrative, 

convey the particulars of their collective agreements, or suggest ways that members can connect 

to leverage existing resources.  Use of the metric recommendations for CUPE 1767 in the 

preceding section could provide the basis for gathering statistics on technology use in 
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participating locals.  Examples could include the number of locals who utilize websites or social 

media tools (e.g. Facebook).  It would also be interesting to correlate technology use to measures 

of member activity (e.g. percentage of attendees at annual conventions or who volunteer for 

elected or committee positions). 

Research across multiple sectors and regions could also provide valuable insights of the 

perspective front-line members hold about national level operations.  Given one participant’s 

view that 

CUPE is so massive, that CUPE’s goals are not any of our goals. Their goal is to 

maintain union membership. That’s their goal. Personally, I don’t have much of a stake in 

that.  I could care less…I don’t understand our Local’s connection to CUPE national, and 

where we sit in the scale of all of that 

further research could reveal member needs that are not being met and suggest ways to refine 

existing strategies.  For instance, another participant stated that  

one of the reasons why I think we’ve been successful [in gathering member emails] is we 

don’t share it with CUPE, ironically.  CUPE would like all of our member’s emails, and 

we’ve told them that we won’t because our members want to know information about 

their job, but if they want to know more about the larger social movement, people will 

usually go and seek that out themselves.  When it comes from us, people have told us 

they want information pertaining to their job or what’s important about their work, and 

they want to keep it at that. 

Confirming a low desire for receiving information directly from CUPE National was further 

detailed by a third participant who expressed “I have had personal experience with that being 

negative – negative feelings in some previous communications.  I have felt it was almost 
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propaganda-ish and it turned me off of the communications”.  While it is possible that these 

views are an anomaly within this particular case study, only further evaluation would reveal if 

similar sentiments were widespread.  Local 1767 culture cultivates and celebrates its stratified 

autonomy, and if CUPE National were to find similar cultures exist in other locals, it will be 

important for their future success to find respectful ways of altering existing practices or policies 

in a manner that supports these groups.  As one participant raised, CUPE National has “a United 

in Fairness campaign…trying to show that there is this sort of spectrum of engagement in the 

union” and the goals are “to listen to our members, strengthen our union and improve 

communications with our members” (CUPE, n.d., para 2).  This recommendation would align 

with the stated goals of this existing campaign.   

As one of my personal motivations in embarking on this study was to give back to the 

labour movement, it is my hope that other unions and union related environments (e.g. Labour 

Councils or Federations) review this case study and previously stated recommendations to gain 

insights applicable to their situation, or as a springboard to inspire their own research projects.  

An additional resource to explore is available in Appendix K, a compilation of possible use 

technology uses that CUPE 1767 identified but did not prioritized to use at this time.  I 

encourage unions to follow the suggestion of Wheatley & Kellner-Rogers (1996a) who guide us 

to build an environment where “errors are expected, explored, welcomed.  More errors create 

more information that results in greater capacity to solve problems” (p. 23).  The world of 

technology changes rapidly, and one misstep in technology adoption will not hinder overall 

advances in capacity development, it will build learning experiences to draw upon for the future.   
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Areas for Future Research 

My first recommendation is for other academic researchers to expand the scope of this 

case study by further collaborating with CUPE 1767 to expand their technology strategy.  

Focusing on encompassing the constitutional principles and objectives that were not addressed at 

this phase, namely: 

• to improve the standards of assessment practice for the employees within the 

British Columbia Assessment Authority; and 

• to co-operate with the Assessment Authority to promote assessment legislation to 

meet changing conditions within the Province.  

A subsequent study could begin to shift the Local towards a social movement unionism model.  

This would be of long-term benefit to the Local as the literature suggests SM is the future of 

successful and progressive labour environments.  Furthermore, rigorous documentation of the 

process, implementation, and outcomes of a union local as it purposefully seeks to use 

technology to move into another model of unionism would contribute new academic knowledge, 

and be a valuable example other locals could leverage for learning and inspiration.  

My second recommendation is to enhance the academic knowledge base by using the 

methods and methodology of this case study in other OM union locals to expand these findings 

into a comparative case study.  Having data sets from multiple cases would establish 

commonalities that could be leveraged by servicing model locals seeking to empower rank-and-

file members to be more involved in solving workplace issues.  Similarly, exploring relationships 

between capacity and technology in social movement unionism locals could provide inspiration 

and tactics for both OM and SM unions to expand their capabilities.  
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 My final suggestion for further research stems from applying the Lévesque & Murray 

(2010) union capacity model (see Figure 1) as a tool to analyze findings in this project.  There is 

opportunity for the labour movement to enhance union capacity by placing “a strong emphasis 

on opportunities for diffusing and exchanging information and learning from these exchanges” 

(Lévesque & Murray, 2010, p. 345).  Exploring instances of technology use within each of the 

power resource and strategic capabilities identified by Lévesque & Murray could provide 

specific technological tool recommendations and illuminate underlying strategies for labour 

leaders and activists to adopt in their ongoing quest to better represent workers.  I would further 

submit that technology itself could be a tool that would facilitate information exchanges.  For 

example, a social collaboration tool that facilitated various unions submitting how they have 

used technology to enhance their capacity could be both a research data gathering method and a 

resource for the users. 

Personal Lessons Learned 

It would be an act of hypocrisy to ask the Local to note their lessons learned without 

doing so myself.  This section is a reflection of my own personal learning in hopes that others 

embarking on research projects, as part of graduate studies or within their personal or workplace 

environments, find some degree of comfort or inspiration from my humble learning experiences. 

I learned that research is a process of experiencing the unexpected.  Despite diligent 

studies of academic literature to arrive at what I (and thankfully my instructors) believed to be a 

sound research proposal, there were in-the-moment decisions that required adapting my carefully 

strategized plans.  Where the research would be done, who would participate, and the timelines 

for data gathering all shifted as the realities of human interactions brought research in to an 

applied experience instead of a theoretical field.  My recommendation to others is to spend time 
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figuring out your ideal process as solidifying your knowledge base will allow you to make sound 

and rapid decisions when faced with changing circumstances.  Accept and anticipate change 

because research is a wonderfully messy undertaking. 

I learned to be accepting of my reoccurring cognitive dissonance.  These periods of 

struggle as I tried to assimilate new concepts into my personal constructs were uncomfortable 

and frustrating.  For example, establishing a theoretical framework was an agonizing process for 

me, and I am truly grateful for the inspiration offered by one instructor who told me poor 

frameworks was the number one reason academic research proposals are returned to faculty for 

revision.  That knowledge helped me to put my struggles into context, and kept me moving 

forward.  It was worth the time as the frameworks had tremendous value in guiding my thoughts 

throughout the data collection and analysis phases.  The effort to establish an understanding of 

complexity theory in particular, has refined my self-perception and world-views.  It has helped 

me to be more accepting.  There are many things beyond my control, and if I am patient, a self-

organizing state will emerge and the cognitive dissonance will disappear.  My advice is to notice 

your areas of discomfort and fear.  Those are the areas calling out for time and effort, and have 

the greatest potential for deep and satisfying learning. 

I learned that my need to prove myself as capable in the world of academia led me to 

focus all my time to coursework without considering the networking I could have been doing to 

find a partner union for the research.  I found myself in envy of cohort members who came to 

their studies with sponsor organizations and clear research intentions already in place, as I had to 

consider the possibilities of working with all sizes, types, and locations of unions.  It wasn’t until 

I solidified my research proposal that I set out to establish and refine networks in the union 

community.  Finding a partner union was a stressful time for me, and in reflection, I think I 
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would have liked the opportunity to custom design questions based on a clearer knowledge of the 

environment where I would collaborate.  While I focused where I had to in order to get the 

matters of the moment completed, those seemingly never-ending individual course assignments, 

next time I will remember to look up from the computer sooner and extend myself into other 

environments earlier.     

Learning is a personal experience, and the greatest lessons have been about myself.  I 

learned that I organize information in bullets, headings, and tables, and once I organize the basic 

information that way, I can enter into a creative writing process that leads me to conclusions I 

had not imagined.  I learned that inviting others to share in learning journeys is better than trying 

to find the answers myself.  In coursework, the outcomes from group projects always ended in a 

better product than I could have produced alone, and the input from the participants, dear friends, 

and my thesis supervisor shaped my work in a wonderfully unanticipated manner.  I learned to 

trust my instincts and take calculated risks.  In the research, despite my vision of facilitating the 

group through the semi-structured questions, encouraging the participants to converse freely 

seemed the right thing to do in the moment.  They led the conversation where it needed to go, 

and along the way I believe they learned a lot more about each other and their Local than linearly 

answering the questions would have.  I also learned that not rushing the process and nurturing 

myself is important for long-term success.  Thinking and learning take time, and my greatest 

lesson was to embrace the guilt of not ‘doing’ and embrace non-school time for finding fabulous 

new shoes, watching movies and appreciating camaraderie with a glass of something red, fruity, 

and robust.  As her works have provided much inspiration in my learning journey, it seems 

befitting to echo the concluding remarks of Wheatley (1999) where she reminds us “to stay the 

course, we need patience, compassion, and forgiveness” (p. 174).  Research and learning will 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     82 

take you down unexpected paths of frustration and joy, and provide many opportunities to 

embrace humbling and empowering experiences of self-discovery. 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     83 

References 

Acosta, S. & Goltz, H. H. (2014). Transforming practices: A primer on action research. Health 

Promotion Practice, 15(4), 465-470. doi:10.1177/1524839914527591 

Anderson, P. (1999). Complexity theory and organization science. [Special Issue]. Organization 

Science, 10(3), 216-232. Retrieved from 

http://www.jstor.org.ezproxy.royalroads.ca/stable/2640328 

Akyeampong, E. B. (2004). The union movement in transitions. Perspectives on Labour and 

Income, 5, (8). Retrieved from http://www.statcan.gc.ca/pub/75-001-x/10804/7011-

eng.htm#data 

Baines, D. (2013). Labour studies, social unionism and engaged academics: strategies and 

struggles in Canada. Labor & Industry: A Journal of the Social and Economic Relations 

of Work, 19(1-2), 107-119. doi:10.1080/10301763.2008.10669380 

Barnes, J., Conrad, K., Demont-Heinrich, C., Graziano, M., Kowalski, D. Neufeld, J., Zamora, 

J., and Palmquist, M. (2015). Generalizability and transferability. Writing@CSU. 

Colorado State University. Retrieved from 

http://writing.colostate.edu/guides/guide.cfm?guideid=65. 

Barnett, V. (2003). The Use of Information Technology in a Strike. Journal of Labor Research, 

24(1), 55-72. Retrieved from 

http://web.b.ebscohost.com.ezproxy.royalroads.ca/ehost/detail?sid=bd89401c-6a81-44ee-

93e8-

c8e5e75c3f30%40sessionmgr110&vid=1&hid=121&bdata=#db=buh&AN=9004351 

 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     84 

Baskerville, R., L. (1999). Investigating information systems with action research. 

Communications of the Associations for Information Systems, 2(19). Retrieved from 

http://www.uio.no/studier/emner/matnat/ifi/INF9930/v12/undervisningsmateriale/Basker

ville-1999-IS-Action-Research.pdf  

Bickman, L., & Rog, D. J. (Eds.). (2009). The SAGE handbook of applied social research 

methods. Thousand Oaks, CA: Sage Publications, Inc. 

Blichfeldt, B. S., & Andersen, J. R. (2006). Creating a wider audience for action research: 

Learning from case-study research. Journal of Research Practice, 2(1), Article D2. 

Retrieved from http://jrp.icaap.org/index.php/jrp/article/view/23/43 

Coghlan, D., & Brannick, T. (2005). Doing action research in your own organization. Retrieved 

from http://www.sarwar.info/books/David%Coghlan_%20Teresa%20Brannick-

Doing%20Actions%20Research%20in%20Your%20Own%20Organizations-

Sage%20Publications%20(2005).pfd  

Bergsteiner, H., Avery, G. C., & Neumann, R. (2010). Kolb’s experiential learning model: 

critique from a modelling perspective. Studies in Continuing Education, 32(1), 29-46. 

doi:10.1080/01580370903534355 

Brinerhoff, D. W., & Morgan, P.J. (2010). Capacity and capacity development: Coping with 

complexity. Public Administration and Development, 3-10. doi:10.1002/pad.55 

Burns, D., Hyde, P., Killett, A., Poland, F., & Gray, R. (2014). Participatory organizational 

research: Examining voice in the co-production of knowledge. British Journal of 

Management, 25, 133-144. doi:10.1111/j.1467-8551.2012.00841.x 

Chaison, G. (2005). The dark side of information technology for unions. Working USA: The 

Journal of Labor and Society, 8, 395-402. Retrieved from 

http://www.qualitative-research.net/index.php/fqs/article/view/1801/3335


TECHNOLOGY FOR CAPACITY DEVELOPMENT     85 

http://search.proquest.com.ezproxy.royalroads.ca/docview/236494841?pq-

origsite=summon 

Charmaz, K. (2004). Premises, principles, and practices in qualitative research: Revisiting the 

foundations. Qualitative Health Research, 14(7), 976-993. 

doi:10.1177/1049732304266795 

Chaskin, R. J., Brown, P., Venkatesh, S., Vidal, A. (2001). Building Community Capacity. Walter 

deGruyer, Inc., New York.  Retrieved from 

http://books.google.ca/books?id=JbsNKmcfCBYC&printsec=frontcover&source=gbs_ge

_summary_r&cad=0#v=onepage&q&f=false 

Clawson, D. (2008). Neo-liberalism guarantees social movement unionism. Employee 

Responsibilities and Rights Journal, 20(3), 207-212. doi:10.1007/s10672-008-9082-2 

Cleveland, J. (1994). Complexity theory basic concepts and application to systems thinking. 

Retrieved from http://www.slideshare.net/johncleveland/complexity-theory-basic-

concepts  

Coghlan, D., & Brannick, T. (2005). Doing action research in your own organization.  Retrieved 

from http://www.sarwar.info/books/David%20Coghlan_%20Teresa%20Brannick-

Doing%20Action%20Research%20in%20Your%20Own%20Organization-

Sage%20Publications%20(2005).pdf 

Creswell, J. W., Hanson, W. E., Plano, V. L.C., & Morales, A. (2007). Qualitative research 

designs: Selection and implementation. The Counseling Psychologist, 35(2), 236-264. 

doi:10.1177/0011000006287390   

CUPE. (n.d.). Unite for fairness project. Retrieved March 5, 2013 from http://cupe.ca/unite-

fairness-project 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     86 

CUPE 1767. (2013) Canadian Union of Public Employees local 1767 constitution.  Retrieved 

from http://www.cupe1767.ca/about/cupe-1767-constitution/ 

DeCuir-Gunby, J. T., Marshall, P. L., & McCulloch, A. W. (2011). Developing and using a 

codebook for the analysis of interview data: An example from a professional 

development research project. Field Methods, 23(2), 136-155. doi: 

10.1177/1525822X10388468 

DeMaria, A. T. (2012). Latest union tactics: Social media. Management Report, 35(9), 1-8. doi: 

10.1002/mare 

Dibben, P., & Wood, G. (2011). Union renewal: Objective circumstances and social actions. In 

G. Gall, A. Wilkinson, & R. Hurd (Eds.). The international handbook of labour unions 

(pp. 29-43). doi:10.4337/9780857938053 

Dörre, K., Holst, H., & Nachtwey, O. (2009). Organising – A strategic option for trade union 

renewal? International Journal of Action Research, 5(1), 33-67. Retrieved from 

https://ezproxy.royalroads.ca/login?url=http://search.proquest.com/docview/221924178?a

ccountid=8056 

Edwards, J. A. (2001). The transcription of discourse. In D. Schiffrin, D. Tannen, & H. E. 

Hamilton (Eds.), The handbook of discourse analysis (pp. 321-348). Retrieved from 

http://occupytampa.org/files/wcom/The%20Handbook%20of%20Discourse%20Analysis.

pdf  

Fairbrother, P. (2008). Social movement unionism or trade unions as social movements. 

Employee Responsibilities and Rights Journal, 20, 213-220. doi:10.1007/s10672-008-

9080-4 

 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     87 

 

Fiorito, J., & Gallagher V. C. (2006). Renewal in the united faculty of Florida: class war in 

paradise? Labor Studies Journal, 31(3), 39-64. Retrieved from 

http://web.b.ebscohost.com.ezproxy.royalroads.ca/ehost/pdfviewer/pdfviewer?sid=2e412

996-900e-4b89-9940-51842125ea5b%40sessionmgr198&vid=1&hid=122 

Fiorito, J., Jarley, P., & Delaney, J. T. (2002). Information technology, US union organizing and 

union effectiveness. British Journal of Industrial Relations, 40(4), 627-658. doi: 

10.1111/1467-8543.00250 

Fiorito, J., Jarley, P., Delaney, J. T., & Kolodinsky, R., W. (2000). Unions and information 

technology: From luddites to cyberunions? Labor Studies Journal, 24(3). 

doi:10.1177/0160449X0002400401 

Fahmi, K. (2007). Participatory action research. In Beyond the victim: The politics and ethics of 

empowering Cairo's street children. doi: 10.5743/cairo/9789774160639.003.0002 

Fletcher, B., Jr., & Hurd, R. W. (1998). Beyond the organizing model: The transformation 

process in local unions [Electronic version]. In K. Bronfenbrenner, S. Friedman, R. W. 

Hurd, R. A. Oswald & R. L. Seeber (Eds.), Organizing to win: New research on union 

strategies (pp. 37-53). Ithaca, NY: ILR Press.  

http://digitalcommons.ilr.cornell.edu/articles/322/ 

Foss, K., & Foss, N., J. (2002). Authority in the context of distributed knowledge. Danish 

Research Unit for Industrial Dynamics, Working Paper No 03-08. Retrieved from 

http://www3.druid.dk/wp/20030008.pdf 

Fowler, T., & Hagar, D. (2013). Liking you union: Unions and new social media during election 

campaigns. Labor Studies Journal, 38, 201-228. doi:10.1177/0160449X13506061 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     88 

Frangi, L., Hennebert, M., & Memoli, V. (2014). Social confidence in unions: A U.S.-Canada 

comparison. The Canadian review of sociology, 51(2), 170-188. doi: 10.1111/cars.12041 

Frank, F., & Smith, A. (1999). The community development handbook: A tool to build 

community capacity. Ministry of Public Works and Government Services Canada. 

Retrieved from http://publications.gc.ca/collections/Collection/MP33-13-1999E.pdf 

Gahan, P. (2012). Voice within voice: Members’ voice responses to dissatisfaction with their 

union. Industrial Relations, 51(1), 29-56. doi:10.1111/j.1468-232X.2011.00663.x 

Gall, G., Hurd, R., & Wilkinson, A. (2011). Responses to neo-liberalism. In G. Gall, A. 

Wilkinson, & R. Hurd (Eds.), The international handbook of labour unions (pp. 1-12). 

doi: 10.4337/9780857938053.00005 

Galarneau, D., Sohn, T. (2014). Long term trends in unionization. Statistics Canada [Press 

release]. Retrieved from http://www.statcan.gc.ca/pub/75-006-x/2013001/article/11878-

eng.htm  

Grant, J., Nelson, G., & Mitchell, T. (2008). Negotiating the challenges of participatory action 

research: Relationships, power, participation, change and credibility. In P. Reason, & H. 

Bradbury (Eds.), The SAGE Handbook of Action Research, (pp. 588-602). London, 

England: SAGE Publications Ltd. doi: 

http://dx.doi.org.ezproxy.royalroads.ca/10.4135/9781848607934.d52 

Greer, C. R. (2002). E-Voice: How information technology is shaping life within unions. Journal 

Of Labor Research, 23(2), 215-235. Retrieved from 

http://web.b.ebscohost.com.ezproxy.royalroads.ca/ehost/pdfviewer/pdfviewer?sid=915ca

434-d840-4545-b4e7-37ee3cda4bbd%40sessionmgr114&vid=2&hid=121 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     89 

Grenier, J. N. (2006). Local unions and the restructuring of work within the multinational 

company: Internal solidarity and local context. Labor Studies Journal, 31(3), 65-84. 

Retrieved from 

http://web.b.ebscohost.com.ezproxy.royalroads.ca/ehost/pdfviewer/pdfviewer?sid=2e412

996-900e-4b89-9940-51842125ea5b%40sessionmgr198&vid=1&hid=122 

Hall, A. T., Fiorito, J., Horn, M., & Langford, C. R. (2011). Unions as organizations: Strategy 

versus environment. WorkingUSA: The Journal of Labor and Society, 14(4), 571-587. 

doi:10.1111/j.1743-4580.2011.00362.x 

Haiven, L. (2006). Expanding the union zone: Union renewal through alternative forms of 

worker organization. Labor Studies Journal, 31(3), 85-116. 

doi:10.1177/0160449X0603100305 

Hara, N., & Estrada, Z. (2005). Analyzing the mobilization of grassroots activities via the 

internet: A case study. Journal of Information Science, 31, 503-514. doi: 

10.1177/0165551505057013 

Harrison, M. I. (2009). Organizational diagnoses.  In L. Bickman & D. J. Rog, (Eds.).  The 

SAGE handbook of applied social research methods (pp. 589-616). Thousand Oaks, CA: 

SAGE Publications, Inc. 

Heller, M. (2001). Discourse and interaction. In D. Schiffrin, D. Tannen & H. E. Hamilton 

(Eds.), The handbook of discourse analysis (pp. 250-264). Retrieved from 

http://occupytampa.org/files/wcom/The%20Handbook%20of%20Discourse%20Analysis.

pdf 

Huzzard, T., & Björkman, H. (2012). Trade unions and action research. Work, Employment and 

Society, 26, 161-173. doi:10.1177/0950017011426314.  



TECHNOLOGY FOR CAPACITY DEVELOPMENT     90 

Hyett, N., Kenny, A. & Dickson-Swift, V. (2014). Method or methodology? A critical review of 

qualitative case study reports. International Journal of Qualitative Studies on Health and 

Well-being, 9, 1-12. doi:10.3402/qhw.v9.23606 

Israel, R. R. (n.d.). Three styles of social inquiry: Positivist interpretivist and critical research.  

Retrieved from http://faculty.metrostate.edu/BELLASAL/600/dpasocinquirystyles.doc 

Jonassen, D., H. & Rohrer-Murphy, L. (1999). Activity theory as a framework for designing 

constructivist learning environments.  Educational Technology Researach and 

Development, 47(1), 61-79. doi:10.1007/BF02299477 

Kidd, S. A., & Kral, M. (2005). Journal of Counseling Psychology, 52(2), 187-195. doi: 

10.1037/0022-0167.52.2.187 

Kiefer, C. W. (2007). Doing health anthropology : Research methods for community assessment 

and change. Retrieved from 

http://site.ebrary.com.ezproxy.royalroads.ca/lib/royalroads/docDetail.action?docID=1026

5342 

Kolb, D., A. (1984). The process of experiential learning. In D. A. Kolb, The experiential 

learning: Experience as the source of learning and development. NJ: Prentice-Hall, Inc. 

Retrieved from http://learningfromexperience.com/media/2010/08/process-of-

experiential-learning.pdf 

Kumar, P. (1987). Organized labour in Canada and the United States: Similarities and 

differences. (Queen's University IRC Archive Document). Retrieved from 

http://irc.queensu.ca/sites/default/files/articles/QPIR-kumar-organized-labour-in-canada-

and-the-united-states-similarities-and-differences.pdf 

http://faculty.metrostate.edu/BELLASAL/600/dpasocinquirystyles.doc
https://ezproxy.royalroads.ca/login?url=http://site.ebrary.com/lib/royalroads/docDetail.action?docID=10265342
https://ezproxy.royalroads.ca/login?url=http://site.ebrary.com/lib/royalroads/docDetail.action?docID=10265342


TECHNOLOGY FOR CAPACITY DEVELOPMENT     91 

Kumar, P. (2012). Union renewal: Meaning, rationale, strategies and experience. Presentation at 

the CAW-CEP workshop, Feb 25, 2012.  Retrieved http://www.newunionproject.ca/wp-

content/uploads/2012/03/Pradeep-Kumar-Feb-25-English-final.pdf 

Kumar, P. & Murray, G. (2006). Innovation in Canadian Unions: Patterns, causes, and 

consequences. In P. Kumar & C. Schenk (Eds.), Paths to union renewal (pp. 113-126). 

Peterborough, Canada: Broadview Press. 

Kumar, P., & Schenk, C. (2006). Paths to union renewal: Canadian experiences. Peterborough, 

Canada: Broadview Press. 

Lee, E. (2013). Beyond Borders. Our Times, 30(5), 1-2. Retrieved from 

https://ezproxy.royalroads.ca/login?url=http://search.proquest.com.ezproxy.royalroads.ca/

docview/914453186?accountid=8056 

Lévesque, C., & Murray, G. (2006a). How do unions renew? Paths to union renewal. Labor 

Studies Journal, 31,3, 1-13. doi:10.1177/1024258910373867  

Lévesque, C., & Murray, G. (2006b). Globalization and union renewal: Perspectives from the 

Quebec labour movement. In P. Kumar & C. Schenk (Eds.), Paths to union renewal (pp. 

113-126). Peterborough, Canada: Broadview Press.   

Lévesque, C., & Murray, G. (2010). Understanding union power: Resources and capabilities for 

renewing union capacity. Transfer: European Review of Labour and Research, 16(3). 

doi:10.1177/1024258910373867  

Li, Q., Clark, B., & Winchester, I. (2010). Instructional design and technology grounded in 

enactivism: A paradigm shift? British Journal of Educational Technology, 41(3). 

doi:10.1111/j.1467-8535.2009.00954.x 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     92 

Lichtman, M. (2010). Making meaning from your data. In Qualitative research in education (2
nd

 

ed.). SAGE Publications, Inc. Thousand Oaks, CA. Retrieved from 

http://www.sagepub.com/upm-data/45660_12.pdf 

Lipset, S. (1987). Comparing Canadian and American Unions. Society, 24(2), 60-70. Retrieved 

from 

http://web.b.ebscohost.com.ezproxy.royalroads.ca/ehost/pdfviewer/pdfviewer?sid=50a8d

208-3fb6-4e24-be8f-ef726ed43ce5%40sessionmgr115&vid=3&hid=122 

Löfman, P., Pelkonen, M., & Pietilä, A. (2004). Ethical issues in participatory action research. 

Scandinavian Journal of Caring, 8, 333-340. Retrieved from 

http://web.b.ebscohost.com.ezproxy.royalroads.ca/ehost/pdfviewer/pdfviewer?sid=ea3a6c

7f-5429-4d88-84b0-d2179102c8bd%40sessionmgr113&vid=2&hid=121 

Lund, J., & Taylor, D. (2010). Why don’t more members attend union meetings? Labour Studies 

Journal, 35(4), 566-572. doi:10.1177/0160449X09337490 

Malterud, K. (2001). Qualitative research: Standards, challenges and guidelines. The Lancet. 

358: pp. 483-488. doi:10.1016/S0140-6736(01)05627-6 

Maxwell, J. A. (2009). Designing a qualitative study. In L. Bickman & D. J. Rog, (Eds.).  The 

SAGE handbook of applied social research methods (pp. 214-253). Thousand Oaks, CA: 

SAGE Publications, Inc. 

McTaggart, R. (1991). Principles for participatory action research. Adult Education Quarterly, 

41, 168-187. doi:10.1177/0001848191041003003 

Morgan, D. L. (1996). Focus groups. Annual Review of Sociology, 22, 129-152. Retrieved from 

http://www.jstor.org.ezproxy.royalroads.ca/stable/2083427 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     93 

Morrison, K. (2006, November). Complexity theory and education. Paper presented at the Asia-

Pacific Educational Research Association Conference 2006, Hong Kong. Abstract 

retrieved from http://edisdat.ied.edu.hk/pubarch/b15907314/full_paper/SYMPO-

000004_Keith%20Morrison.pdf 

Motes, P., & Hess, P. (2007). Collaborating with community-based organizations through 

consultation and technical assistance. New York: Columbia University Press. Retrieved 

from 

http://ezproxy.royalroads.ca/login?url=http://search.ebscohost.com/login.aspx?direct=true

&scope=site&db=nlebk&db=nlabk&AN=193938  

Munck, R. P. (2010). Globalization and the labour movement: Challenges and responses. Global 

Labour Journal, 1(2), 218-232. Retrieved from 

http://digitalcommons.mcmaster.ca/globallabour/vol1/iss2/1 

Olesen, V., Droes, N., Hatton, D., Chico, N. & Schatzman, L. (1994). Analyzing together: 

Recollections of a team approach. In A. Bryman & R. G. Burgess (Eds), Analyzing 

qualitative data (pp. 111-128). Retrieved from 

http://site.ebrary.com.ezproxy.royalroads.ca/lib/royalroads/docDetail.action?docID=1005

8303 

Oliver, P. (2006). Purposive sampling. In V. Jupp (Ed.), The SAGE dictionary of social research 

methods (pp. 245-246). London, England: SAGE Publications, Ltd. Retrieved from 

http://srmo.sagepub.com.ezproxy.royalroads.ca/view/the-sage-dictionary-of-social-

research-methods/SAGE.xml 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     94 

Orfald, D. (2006). Learning to Change? Union renewal and the challenge of intentional 

organizational change (Masters thesis, Carleton University, Ottawa, Ontario). Retrieved 

from http://www.crimt.org/English/PDF/Learning%20to%20Change%20-%20Orfald.pdf 

Organization for Economic Co-operation and Development (OCED). (2006). The challenge of 

capacity development: Working towards good practice. Retrieved from 

http://www.oecd.org/development/governance-development/36326495.pdf 

Pain, R., Whitman, G., & Milledge, D. (2011). Participatory action research toolkit: An 

introduction to using PAR as an approach to learning, research and action. Retrieved from 

https://www.dur.ac.uk/resources/beacon/PARtoolkit.pdf 

Phelps, R., & Hase, S. (2002). Complexity and action research: exploring the theoretical and 

methodological connections. Educational Action Research, 10(3), 507-524.  

doi:10.1080/09650790200200198 

Panagiotopoulos, P. (2012). Towards unions 2.0: Rethinking the audience of social media 

engagement. New Technology, Work & Employment, 27(3), 178-192. 

doi:10.1111/j.1468-005X.2012.00287.x 

Phillips, N. & Hardy, C. (2002a).  What is discourse analysis. In N. Phillips & C. Hardy (Eds.), 

Discourse analysis (pp. 2-18). doi: http://dx.doi.org/10.4135/9781412983921.n1 

Phillips, N. & Hardy, C. (2002b).  The variety of discourse analysis. In N. Phillips & C. Hardy 

(Eds.), Discourse analysis (pp. 18-40). doi: http://dx.doi.org/10.4135/9781412983921.n2 

Punch, K. F. (2009). Developing effective research proposals (5
th

 ed). Retrieved from 

http://www.onlinecef.net/file.php/1/CEF_Resources/Research%2520%2520Method/__De

veloping_Effective_Research_Proposals__Essential_Resource_Books_for_Social_Resear

ch_.pdf 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     95 

Reilly, C. R., & Linds, W. (2010). Complexity. In Mills, A. J., Durepos, G., & Wiebe, E. (Eds.), 

Encyclopedia of case study research (pp. 180-183). doi:10.4135/9781412957397.n66 

Roberts, M. (1999). The future of labor unions: a review. Monthly Labor Review, 122(10), 38–9. 

Retrieved from 

http://search.proquest.com.ezproxy.royalroads.ca/docview/235638068?pq-

origsite=summon 

Robinson, O.C. (2014). Sampling in interview-based qualitative research: A theoretical and 

practical guide. Qualitative Research in Psychology, 11(1), 25-41. doi: 

10.1080/14780887.2013.801543 

Rodon, J. & Sesé, F. (2008). Towards a framework for the transferability of results in IS 

qualitative research. Sprouts: Working Papers on Information Sytems, 8(17). Retrived 

from http://sprouts.aisnet.org/8-17 

Rogers, A. (2014). Provincial Government and Crown Corporations.  Retrieved from 

http://cupe.ca/sites/cupe/files/nsc_provincial2014.pdf 

Sahin, M. C. (2009). Instructional design principles for 21
st
 century learning skills. Procedia 

Social and Behavioral Sciences 1(1), 1464-1468. doi:10.1016/j.sbspro.2009.01.258 

Sawchuk, P. H., Gawron, Z., & Taylor, J. (2002). E-learning and union mobilization. Journal of 

Distance Education, 17(3), 80-96. Retrieved from http://www.ijede.ca/index.php/jde 

Schiavone, M. (2007). Moody's account of social movement unionism: An analysis. Critical 

Sociology, 33, 279-309. doi:10.1163/156916307X168665. 

 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     96 

Sheppard, M. (2004). Appraising and using social research in the human services: An 

introduction for social work and health professionals. London: Jessica Kingsley 

Publishers. Retrieved from 

http://ezproxy.royalroads.ca/login?url=http://site.ebrary.com/lib/royalroads/Doc?id=1008

2329 

Simon, M. (2011). Assumptions, limitations and delimitations. Retrieved from retrieved from 

http://dissertationrecipes.com/wp-

content/uploads/2011/04/AssumptionslimitationsdelimitationsX.pdf 

Snowden, D. J.,  & Boone, M., E. (2007). A leader's framework for decision making. [Reprint 

R0711C]. Harvard Business Review. Retrieved from http://aacu-

secure.nisgroup.com/meetings/ild/documents/Symonette.MakeAssessmentWork.ALeader

sFramework.pdf 

Snowden, D. (June 19, 2013). How not to manage complexity: State of the net. [Video file]. 

Retrieved from https://www.youtube.com/watch?v=gaFQJaQTXhY 

Spinuzzi, C. (2005). The methodology of participatory design. Technical Communication, 52(2), 

163-174. Retrieved from 

http://web.b.ebscohost.com.ezproxy.royalroads.ca/ehost/pdfviewer/pdfviewer?sid=eac1b

0c0-0b3f-4c98-8b14-51aff5d5782f%40sessionmgr111&vid=2&hid=120 

Stake, R. E. (1978). The case study method in social inquiry. Educational Researcher, 7(2), 5-8. 

Retrieved from http://www.jstor.org.ezproxy.royalroads.ca/stable/i250057 

Stewart, D. W., Shamdasani, P. U., & Rook, D. W. (2009).  Group Depth Interviews.  In L. 

Bickman & D. J. Rog, (Eds.).  The SAGE handbook of applied social research methods 

(pp. 589-616). Thousand Oaks, CA: SAGE Publications, Inc. 

http://ezproxy.royalroads.ca/login?url=http://site.ebrary.com/lib/royalroads/Doc?id=10082329
http://ezproxy.royalroads.ca/login?url=http://site.ebrary.com/lib/royalroads/Doc?id=10082329


TECHNOLOGY FOR CAPACITY DEVELOPMENT     97 

Stevens, C., & Greer, C. R. (2005). E-voice, the internet, and live within unions: Riding the 

learning curve. Business and Economics-Labor and Industrial Relations, 8(4), 439-455. 

doi: 10.1111/j.1743-4580.2005.00028.x 

Sullivan, L. E. (2009). The SAGE Glossary of the Social and Behavioral Sciences. London: 

SAGE. Retrieved from 

http://web.b.ebscohost.com.ezproxy.royalroads.ca/ehost/ebookviewer/ebook/ZTAwMHhu

YV9fNDc0Njg1X19BTg2?sid=fa780651-2cf3-443d-abd6-

e7ed92d9c7e4@sessionmgr114&vid=1&format=EB&lpid=lp_59&rid=0 

Tam, M. (2000). Constructivism, instructional design, and technology: Implications for 

transforming distance learning. Educational Technology & Society, 3(2). Retrieved from 

http://www.ifets.info/journals/3_2/tam.html 

Turner, L. (2011). Responses to neo-liberalism. In G. Gall, A. Wilkinson, & R. Hurd (Eds.), The 

international handbook of labour unions (pp. 311-327). doi: 

10.4337/9780857938053.00021 

Turner, P. & Turner, S. (2009). Triangulation in practice. Virtual Reality, 13, 171-181. doi: 

10.1007/s10055-009-0117-2 

US Department of Labor, Bureau of Labor Statistics (USDL). (2014). Union members summary 

[Press Release]. Retrieved from http://www.bls.gov/news.release/union2.nr0.htm 

Varney, S. (2007). Complexity uncovered. Retrieved from 

http://www.spaceforlearning.com/docs/Complexity%20uncovered%20-

%20Sharon%20Varney%20Aug%2007.pdf 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     98 

Vielhaber, M. E., Waltman, J. L. (2008). Changing uses of technology: Crisis communication 

responses in a faculty strike. Journal of Business Communication, 45, 3, 308-330. 

doi:10.1177/0021943608317112  

Waddington, J. (2006). Why do members leave? The importance of retention to trade union 

growth. Labor Studies Journal, 31(3), 15-38. Retrieved from 

http://web.b.ebscohost.com.ezproxy.royalroads.ca/ehost/pdfviewer/pdfviewer?sid=2e412996-

900e-4b89-9940-51842125ea5b%40sessionmgr198&vid=1&hid=122 

Wheatley, M. J. (1999). Leadership and the new science: Discovering order in chaotic world. San 

Fransico, CA: Berrett-Koehler Publishers Inc. 

Wheatley, M. J., & Kellner-Rogers, M. (1996a). A Simpler Way. San Francisco: Berrett-Koehler 

Publishers. Retrieved from 

http://ezproxy.royalroads.ca/login?url=http://search.ebscohost.com/login.aspx?direct=true

&scope=site&db=nlebk&db=nlabk&AN=290803 

Wheatley, M. J., & Kellner-Rogers, M. (1996b).  The irresistible future of organizing. Retrieved 

from 

http://tamarackcommunity.ca/downloads/TO_res/Irresistible_Future_of_Organizing.pdf 

Worthen, H. H. (2013). Why activists write good stories. McGill Journal of Education, 48(3), 

613-618. doi:10.7202/1021924ar 

Yin, R. K. (2009). How to do better case studies. In L. Bickman & D. J. Rog (Eds.), The SAGE 

handbook of applied social research methods (pp 254-282). Thousand Oaks, CA: Sage 

Publications, Inc. 

Zullo, R., & Gates, A. (2008). Labor education in the time of dismay. Labor Studies Journal, 33, 

179-202. doi:10.1177/0160449X07303079 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     99 

Appendix A Focus Group Session Outline 

This is an outline of the focus group session topics and specific semi-structured questions that 

form the basis of each session. 

Focus Group Session 1: 

1. Reminder that participants are fee to withdraw at any time and of confidentiality 

agreements. 

2. Reflection sharing. 

3. Review previous session and incorporate adjustments, as required. 

4. Discussion Topics: 

Background   

1. What does the term ‘digital technology’ mean? 

2. What is your personal experience with digital technology? 

3. What is your personal comfort level with digital technology? 

a. How would you describe your experience/comfort levels in relation to 

other union members? 

History 

1. How has this union used digital technology to date? 

a. Were these uses viewed as successes or failures? 

i. Why? 

1. Who held these points of view? 

2. How have other unions used digital technology? 

a. How does this align with the goals and values of this union? 
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3. What key moments in history influenced the use of technology in this union? 

a. What has been learned from those moments? 

b. What do you believe we have learned from other union or non-union 

organizations? 

Group summarization of session, and reminder to complete reflections prior to next session. 

Focus Group Session 2: 

1. Reminder that participants are fee to withdraw at any time and of confidentiality 

agreements. 

2. Reflection sharing. 

3. Review previous session and incorporate adjustments, as required. 

4. Discussion Topics: 

Factors 

1. What factors make consideration of more digital technology use important? 

a. Are these factors from within the union or from outside influences? 

2. What are the emerging changes or trends on a local, national, or global level that 

should be considered?   

Vision for Change 

1. What is the purpose of increased digital technology use in the union? 

2. What are the implications of implementing these changes? 

a. Does this align with the goals and values of the union? 

b. Who will benefit? 

i. How will they benefit? 
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3. What are the priorities? 

4. What have we discussed thus far that is surprising to you?  

5. What concerns you? 

Group summarization of session, and reminder to complete reflections prior to next session. 

Focus Group Session 3: 

1. Reminder that participants are fee to withdraw at any time and of confidentiality 

agreements. 

2. Reflection sharing. 

3. Review previous session and incorporate adjustments, as required. 

4. Discussion Topics: 

Action 

1. What resources are needed to make the vision into reality? 

2. What is the timeline for action? 

3. What will success look like?   

a. What beliefs or actions need to be left behind in order to achieve success? 

4. What challenges do we anticipate?  

a. How might they be overcome? 

5. How will actions be monitored? 

Invitation to send concluding reflections. 
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Appendix B Initial Participant Meeting Outline  

This is an outline of the initial meeting with the participants. 

1. Researcher introduction.  

2. Reminder that participants are fee to withdraw at any time, and the confidentiality agreed 

to when signing consent to participate form.  

3. Participant introductions. 

a. Name, role within the union, time in that role, other roles previously held (if 

applicable). 

4. Co-creation of group behaviour expectations. 

5. Researcher presentation of current research proposal.  

6. Discussion of the research proposal to arrive at agreed to final research questions, 

methods and timeframes. 
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 Appendix C Participant Introduction Email Script 

My name is Arlene Floritto.  I am a graduate student at Royal Roads University in Victoria, 

British Columbia.  As part of the requirements for a Masters of Arts, Learning and Technology I 

am undertaking a research project about the use of technology in Canadian Union of Public 

Employees (CUPE) 1767.  You were suggested as a participant by Jared Melvin, Vice President.   

I would like you to know that I am not hired by the union, nor do I have any conflicts of 

interest.  You can verify my identity and involvement with this research by contacting: 

1. My thesis research supervisor Dr. John Bordeaux at (email address) or  (phone number) 

or  

2. (Name of Union contact) at (email address).  

The purpose of this research, entitled Technology for Capacity Development: One Union’s 

Perspective, is to engage union stakeholders in a collaborative process to explore how the use of 

technology can support their values, goals, and actions.  While the labour movement primarily 

exists to represent workers, unions also function within a broader societal scope to influence 

employer actions and government policy.  Understanding how to effectively use technology may 

provide the union with improved services to their members, extend political and public 

influence, and contribute to the general betterment of society through policy or procedural 

changes. The main research question is: 

How can digital technology be used to support capacity development in a union environment? 

Sub questions are: 

1.      What are the current roles of digital technologies in supporting the capacity development in 

this union? 

2.      What ways could digital technology better support the capacity development in this union? 
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This study is an opportunity to enhance the internal capacity of the union, and to contribute a 

new piece of knowledge to the academic field.  As a participant, you will have opportunities for 

personal learning and development, to network with others in the union, and to contribute to the 

success of the union by setting direction for the use of digital technology.  Participants in this 

study will not be compensated by either the researcher or the union.  

A focus group approach will be used.  In collaboration with 5-9 other union participants 

(members, staff and leaders), you will meet in a series of facilitated sessions.  Through the use of 

questions, you will be asked to discuss your views and experiences relating to the use of 

technology in the union.  I expect there will be 4 facilitated sessions over the course of a 2-4 

week period, each 90-120 minutes in duration. This is an estimate, as participants will be 

included in developing the final timelines and methods.  You will also be asked to reflect on the 

process and outcomes between sessions.  You can expect to discuss at the next session, and 

provide written documentation of your reflections, rather like keeping a diary.  You will also be 

asked to write a very short (a paragraph or two, maximum) on the topic of “imagine you are 

telling a respected peer a story about a time when digital technology was linked to union 

capacity”, assign a title, and note key word(s) you feel best describe the story.   

Your name, role in the union and how long you have been in that role will be known to other 

participants.  Participants are expected maintain confidentiality of all the research 

interactions.  Your name will not be used in the written report unless express permission has 

been granted.  Your role within the union and how long you have been in that role may be 

identified.  Participant #1, a female aged 42, and a 5-year staff member, said “xxxxx”, is an 

example of how specific comments may be shared.  Sessions will be audio and video recorded 

then transcribed for analysis.  A password protected computer will be used to store electronic 
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data, and paper documentation will be secured in a locked cabinet.  All documentation, 

electronic or written, will be shredded upon conclusion of the research. 

The study findings will form a thesis document and in order to meet graduation requirements, 

will be published in RRU's Digital Archive, Pro-Quest and Library Archives Canada.  As a 

participant, you will receive a copy of this document, if you so choose.  In order for the union to 

implement the study findings, participants and/or researcher will report finding to union 

leadership/members/staff, as required.  Findings may be shared using internal communication 

channels (newsletters, website etc.).  There may be requests to share findings with other 

interested parties, such as other union organizations.  Industry and academic journals may be 

interested in publication of findings. 

There are no anticipated harms to participating in this research.  Your decision to participate is 

completely voluntary and will have no consequences on your employment status or union 

membership.   

You may choose to withdraw at any time.  Information obtained from those who withdraw will 

not be used as part of the study.  All participants will need to complete the attached consent 

form. 

If you have any questions and/or would like to participate in this project, please contact me.  

Regards,         

Arlene Floritto 

(email address and phone number) 
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Appendix D Research Consent Form 

Research Consent Form 

My name is Arlene Floritto.  I am a graduate student at Royal Roads University in 

Victoria, British Columbia.  As part of the requirements for a Masters of Arts, Learning and 

Technology I am undertaking a research project about the use of technology in Canadian Union 

of Public Employees (CUPE) 1767.  You may verify this by contacting: 

1. My thesis research supervisor Dr. John Bordeaux at (email address) or  (phone number) 

or  

2. (Name of Union contact) at (email address).  

My involvement in this research has no conflicts of interest. 

This document outlines details of this research.  Please consider this information carefully before 

deciding if you would like to participate.   

Purpose of the Research 

Capacity development is an approach to sustainable change involving members of a 

community to build their knowledge, skills, and abilities so that they may effectively achieve 

their goals.  The purpose of this research, entitled Technology for Capacity Development: One 

Union’s Perspective, is to engage union stakeholders in a collaborative process to explore how 

the use of technology can support their values, goals, and actions.  While the labour movement 

primarily exists to represent workers, unions also function within a broader societal scope to 

influence employer actions and government policy.  Understanding how to effectively use 

technology may provide the union with improved services to their members, extend political and 

public influence, and contribute to the general betterment of society through policy or procedural 

changes.  The main research question is: 

1. How can digital technology be used to support capacity development in a union 

environment? 

Sub questions are: 

1. What are the current roles of digital technologies in supporting the capacity development 

in this union? 

2. What ways could digital technology better support the capacity development in this 

union? 
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This study is an opportunity to enhance the internal capacity of the union, and to contribute a 

new piece of knowledge to the academic field.  

Research Style 

Using a participatory action research approach, this study seeks to develop capacity by 

deeply involving participants as co-researchers to create new knowledge for themselves, and the 

union.  Key aspects of action research are the collaborative involvement of the participants with 

the researcher on items such as the timelines and methods used in the research project, and the 

use of reflection to deepen learning while assessing the project while it is in progress.  

What You Will Do as a Participant in This Research 

In collaboration with 5-9 other union participants (members, staff and leaders), you will 

meet in a series of facilitated sessions.  Through the use of questions, you will be asked to 

discuss your views and experiences relating to the use of technology in the union.  These 

sessions will be audio and video recorded, and transcribed by a third party who will sign a 

confidentiality agreement.  You will be asked to write a very short (a paragraph or two, 

maximum) on the topic of “imagine you are telling a respected peer a story about a time when 

digital technology was linked to union capacity”, assign a title, and note key word(s) you feel 

best describe the story.   

You will also be asked to reflect on the process and outcomes between sessions.  You can 

expect to discuss at the next session, and provide written documentation of your reflections, 

rather like keeping a diary. 

Time Required 

Over the course of a 2-4 week period, there will be 4 facilitated sessions, each 90- 120 

minutes in duration. This is an estimate, as participants will be included in developing the final 

timelines and methods.  Additional time will be required for your personal reflection 

documentation. 

Confidentiality & Risks 

Your name, role in the union and how long you have been in that role will be known to 

other participants.  Participants are expected to maintain full confidentiality outside of the focus 

group setting.  Your name will not be used in the written report unless express permission has 

been granted.  Your role within the union and how long you have been in that role may be 

identified.  Participant #1, a female aged 42, and a 5-year staff member, said “xxxxx”, is an 
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example of how specific comments may be shared.  Sessions will be videoed, and transcribed.  A 

password protected computer will be used to store electronic data, and paper documentation will 

be secured in a locked cabinet.  All electronic and paper files will be destroyed once the project 

has concluded. 

There are no anticipated harms to participating in this research. 

Compensation and Benefits 

Participants in this study will not be compensated by either the researcher or the union.    

Participant benefits are: 

1. Personal learning and development; 

2. Opportunity to contribute to the operational and strategic direction of the union; and  

3. Opportunity to network with others within the union. 

Research Findings 

The study findings will form a thesis document and in order to meet graduation 

requirements, will be published in RRU's Digital Archive, Pro-Quest and Library Archives 

Canada.  As a participant, you will receive a copy of this document, if you so choose.  In order 

for the union to implement the study findings, participants and/or researcher will report finding 

to union leadership/members/staff, as required.  Findings may be shared using internal 

communication channels (newsletters, website etc.).  There may be requests to share findings 

with other interested parties, such as other union organizations.  Industry and academic journals 

may be interested in publication of findings.  

Participation and Withdrawal 

Your decision to participate is completely voluntary and will have no consequences on 

your employment status or union membership.  You may choose to withdraw at any time by 

informing Arlene Ceksters at (email address).  Information obtained from those who withdraw 

will not be used as part of the study. 

Questions 

If you have any questions or want further information about this study, you may contact 

Arlene Ceksters at (email address) or (phone number). 
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AGREEMENT 

I have read the foregoing information.  I have had the opportunity to ask questions about it 

and any questions I have been asked have been answered to my satisfaction.  I voluntarily 

consent to be a participant in this study. 

Name (print):___________________________________________________ 

Signature: ______________________________________________________ 

Date: __________________________________________________________ 
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Appendix E Participant Input Email 

Good day. 

As you have expressed an interest in participating in this research, you are now invited to 

provide your input into scheduling the sessions.  I have created a Doodle scheduling poll 

(hyperlink) to gather your input.  

1. No later than (date) please visit the site, input your first name, and indicate your preference 

for each potential time/date combination.  There are 3 choices, YES/ (YES - if need be)/NO, 

and a spot for additional comments.  Responses are visible only to me. 

I will compile and analyze the data, secure meeting space that is readily accessible by transit 

and within a close proximity to (work site address), and communicate the results back to you. 

2. In order to comply with academic ethical protocol, I also require a signed participant consent 

form, attached, and previously emailed to you.  Please complete and return the document to 

(email address) to confirm your participation.   

Please feel free to contact me at (email address and phone number) with any questions. 

 

Kind regards,  

Arlene Floritto 
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Appendix F Participant Date Confirmation Email 

Good evening.   

Thank you for taking the time to indicate your availability via the online poll, it has established 

that there are only 4 spots that will work.   

Dates/Time: 

1. (Date 1) 1-3 pm  

2. (Date 2) 7-9 pm 

3. (Date 3) 7-9 pm  

4. (Date 4) 7-9 pm  

 

Location: 

(Venue name), (Venue location).  This is a 25-30 minute walk from (location), easily accessible 

by transit (routes #, #, and #), offers free parking, and has bike racks available.   

ACTION BY (date/time) 

Each of the first 3 sessions were a conflict for only 1 person, all were available for the final 

session.  Other than those exceptions, the expectation is for a commitment to attend each session.  

In order to finalize the meeting space and to proceed with the research, please respond ASAP if 

you: 

• Are no longer wishing to participate; 

• Are not able to attend the dates you indicated in the poll; or  

• Find the meeting location unacceptable (i.e. cannot arrange transportation) 

 

If the dates/times/location are not an issue, thank you for reading, no need to respond at this time. 

Next Steps: 

After securing meeting space, I will reconfirm with all and provide further information.   

Thank you so much. 

Arlene Floritto (phone number)
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Appendix G Participant Confirmation of Dates and Next Steps Email 

Hi everyone.  

Thank you for your input thus far, and we are confirmed for the dates, times, and 

location, below (no change).  Please plan on arriving about 10 minutes prior to the start, so 

that we may be respectful of everyone’s time and begin promptly.  

If you are aware of other CUPE 1767 members who would be interested in participating, we do 

have space for one or two more, please have them contact me. 

 

ACTION before the first session: 

1. If you have not returned a signed research consent form to me, please do so. 

 

2. Afterwards, to orient your thoughts to the research topic, please write a very short (1 or 2 

short paragraphs maximum) where you ‘imagine you are telling a respected peer a 

story about a time when digital technology was linked to union capacity’.  Please also 

assign a title and note key word(s) you feel best describe your story.   You may email this 

to me, or bring to the session. I have attached a template should you wish to use it. 

3. One of the key factors in the participatory action research style we are using, is the 

collaborative involvement of the participants with the researcher on items such as the 

timelines and methods used in the research project, and the use of reflection to deepen 

learning while assessing the project while it is in progress.  Accordingly, I have attached 

an outline of the first session, and the questions we will be discussing in the subsequent 

sessions.  This will allow you to review and reflect over the next week so that we may 

together arrive at any adjustment during our discussions. 

 



TECHNOLOGY FOR CAPACITY DEVELOPMENT     113 

As always, please feel free to contact me with any queries.   

Arlene Floritto 

(phone number) 
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Appendix H Micro Narrative Template 

CUPE 1767 Micro narrative on the topic ‘imagine you are telling a respected peer a story about a 

time when digital technology was linked to union capacity’ 

My name:   

My story (1 or 2 short paragraphs maximum): 

 

 

 

 

The title of my story: 

Key words of my story: 
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Appendix I CUPE 1767 Goals and Actions 

Vision:  

CUPE 1767 leverages digital technology to increase the capacity of its members to participate in and value union activities as 

effective, efficient, and necessary. 

Goal  Action Who benefits/how Resources 

Needed 

What will 

success look 

like? 

Priority Timeline for 

Action (2015) 

Communicate 

the process and 

outcomes of 

this research 

Bring this process and action 

plan to next Executive 

Meeting for review, input, 

and approval 

 

Communicate to the 

membership 

 

Executive has input and can set  

further direction 

 

 

Membership will be able to hold 

leaders and each other accountable 

for implementation 

Executive 

and member 

time 

The Exec 

discusses at 

next meeting 

 

Members are 

informed 

High Jan 10 

 

 

Results shared 

by end of 

Quarter 1 

Improve and 

leverage use of 

existing digital 

technology 

tools 

Provide direction to 

Technology Change and 

Communications committees 

to further explore Wordpress, 

Facebook, Twitter, and 

emails to determine if there is 

functionality or cross-

functionality that can be 

readily leveraged 

 

Committees receive clear 

instructions, expectations and 

direction 

 

Members have more access to 

information 

Time and 

people to 

investigate 

and make 

decisions 

Investigation 

takes place, 

and ‘safe to 

fail’ trials 

are 

undertaken 

High Begin by end 

of Quarter 1 
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Goal  Action Who benefits/how Resources 

Needed 

What will 

success look 

like? 

Priority Timeline for 

Action (2015) 

Investigate use 

of other digital 

technology 

tools 

Provide direction to 

Technology Change and 

Communications committees 

to explore potential tools (e.g. 

MailChimp, Prezi, 

goAnimate, videos etc.) to 

determine if there is 

functionality or cross-

functionality that can be 

readily leveraged 

 

Committees receive clear 

instructions, expectations and 

direction 

 

Members have more access to 

information 

Time and 

people to 

investigate 

and make 

decisions 

Investigation 

takes place, 

and ‘safe to 

fail’ trials 

are instituted 

Medium Begin Quarter 

2  

Utilize existing 

digital 

technology 

‘content’ 

associated with 

the labour 

movement  

Investigate what ‘content’ 

other labour organizations 

(e.g. Canadian Labour 

Congress, CUPE National, 

CUPE BC, BC FED, Victoria 

Labour Council, etc.) 

Increases information available to 

members while reducing time and 

resources of CUPE 1767 to create 

new content  

 

Establishes or intensifies links to 

other union organizations 

Time and 

people to 

investigate 

and make 

decisions 

Investigation 

takes place, 

and ‘safe to 

fail’ trials 

are instituted 

Medium Begin Quarter 

2 

Knowledge 

sharing 

Comprehensive  job 

descriptions of the Executive, 

Regional Directors, Area 

Reps, Alternate Reps, and 

Committee members that 

include roles, responsibilities, 

and duties 

Overall capacity of Local increased 

when informational knowledge 

silos are reduced, especially needed 

when long tenure elected leaders 

step down 

 

Promotes transparency and the 

concept that there is a spectrum of 

involvement opportunities 

 

Executive, 

Regional 

Director, 

Area Reps,  

Alternate 

Reps, and 

Committee 

members 

time to 

produce and 

agree up the 

final product 

Having the 

job 

descriptions 

posted on the 

website 

High Posted by end 

of Quarter 1 
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Goal  Action Who benefits/how Resources 

Needed 

What will 

success look 

like? 

Priority Timeline for 

Action (2015) 

Use technology to privately 

‘broadcast’ the Education, 

Bursary, and Technology 

Change Committee meetings 

so interested members may 

participate 

Promotes transparency  

 

Opens avenues for interested 

members to directly participate 

without committing to a particular 

‘job’ (i.e. spectrum of 

involvement), and provides 

mentorship opportunities 

Time and 

people to 

investigate 

and secure a 

technological 

platform 

(preferably 

without 

incurring 

fees) 

Having the 

option 

available to 

members 

High Platform 

available and 

invitation to 

participate 

communicated 

to members by 

Quarter 1 

 

Member education – new 

member onboarding and 

existing members. 

 

Members have increased awareness 

and understanding of: 

 Rights, benefits and 

limitations within the 

collective agreement 

 Union structure and 

operations (why and how 

of grievance process, 

Local 1676 relationship 

to CUPE national, etc.) 

 Power of many vs. the 

power of one 

 ‘About Us’ – objectives, 

history, goals for the 

year 

 There may be instant 

quick wins (e.g. 

predominately featuring 

the Principles and 

Objectives from the 

Constitution in existing 

Time and 

people to 

clarify 

messages 

and take 

action 

 

Investigation 

of existing 

and new 

digital tools 

to determine 

the best 

platform and 

format   

Having the 

information 

readily 

available to 

members in 

an attractive, 

user-

friendly, 

info-graphic 

and linked 

format (i.e. 

high level 

information, 

with links to 

existing or 

new 

complete 

documents) 

High Specific 

timeline for 

action will be 

described 

within the 

communication 

plan 
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Goal  Action Who benefits/how Resources 

Needed 

What will 

success look 

like? 

Priority Timeline for 

Action (2015) 

website and Facebook 

space) 

 

Keep members 

engaged in 

years when not 

in bargaining 

Establish and action a 

communication plan that 

informs and gathers member 

input on union/employer 

actions that effect their 

union/work environment (e.g. 

changes to appraiser job 

descriptions and organization 

design) 

Union gathers proactive direction 

from the members in order to 

support their needs and influence 

the workplace 

Time and 

people to 

investigate, 

make 

decisions 

and take 

action 

Members 

give input on 

how they 

would like to 

see the union 

involvement 

in the 

processes of 

these 

changes 

 

Increase in 

use of 

discussion 

threads 

within 

members 

only section 

of website or 

Facebook 

 

High Start by end of 

Quarter 1 

Solicit 

feedback from 

members 

 

(May form part 

of overall 

communication 

plan) 

Use member feedback to 

evaluate and prioritize this 

action plan 

 

Use polls and surveys etc. as 

member pulse checks  

 

Use polls and surveys etc. for 

Increased opportunity for 

membership to set direction and be 

involved  setting direction in Local 

business 

 

Executive ensured they have 

information to  make decisions and 

undertake actions that reflect 

Time and 

people to 

investigate, 

make 

decisions 

and take 

action  

 

More 

users/activity 

in Facebook 

and/or 

website 

 

Increasing 

participation 

Medium Start by end of 

Quarter 2 
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Goal  Action Who benefits/how Resources 

Needed 

What will 

success look 

like? 

Priority Timeline for 

Action (2015) 

 ‘fun’ 

 

 

member desires  

 

Increased opportunity for 

membership interaction and 

participation 

 

  

Facebook 

polls 

 

Other survey 

tools 

rates as the 

polls and 

surveys are 

imbedded as 

ongoing 

action 
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Appendix J Identifying CUPE 1767 Goals as Union Capacity 

Goal 

Strategic Capabilities - 14 Power Resources - 19 

Framing Intermediating Articulating  Learning Narrative 

Resources 

Internal 

Solidarity 

Network 

Embeddedness 

Infrastructural 

Resources 

Communicate the 

process and 

outcomes of this 

research 

   x  x  x 

Improve and 

leverage use of 

existing digital 

technology tools 

x   x  x  x 

Investigate use of 

other digital 

technology tools 

x   x  x  x 

Utilize existing 

digital technology 

‘content’ 

associated with the 

labour movement 

x x x x x x x x 

Knowledge  

sharing 
   x x x  x 

Keep members 

engaged in years 

when not in 

bargaining 

x   x x x  x 

Solicit feedback 

from members 
x   x x x  x 
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Appendix K Additional Identified Technology Uses 

This is a listing of technology use ideas that were not specifically included in the goals 

and actions plan (Appendix, I) 

• Online nominations for officer positions (also discussed for voting); 

• Live stream of the annual general meeting;  

• TV screen in office as a digital bulletin board or to replace the traditional union 

bulletin board; 

• Virtual town hall meetings –facilitated discussions with video, audio, IM chat 

features (e.g. WebEx, Go To Meeting, Collaborate, Bluejeans); 

• On demand options for live stream of meetings and town hall forums; 

• Video/audio recordings available on demand for annual general meeting 

presentations or speeches; and 

• A virtual idea or comment box, perhaps a ‘click’ on form directed to a specific 

email address (use could be to request a public answer to a general question or to 

submit ideas for consideration). 


