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Abstract 

The Grand Lodge of Alberta (GLA) supports and oversees all elements of Freemasonry in the 

Province of Alberta, Canada. The GLA’s membership has declined approximately 5.5% annually 

for the last decade, with similar challenges in retention seen across North America. Some grand 

lodges have developed retention strategies, and GLA is looking to follow suit. Taking an action-

oriented approach through the use of a world café and two online surveys, this research identified 

retention and development opportunities within the organization. Communication, education, 

leadership, and outreach proved key. The inquiry focused on members’ satisfaction with the 

current system and views of what more idealized iterations of the organization might be. The 

recommendations are to integrate the mission, vision, and ethics statements, implement a 

standard of leadership training and mentorship across the organization, and develop tools 

members can use to achieve these newly clarified goals toward a shared future in Freemasonry. 
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Executive Summary 

I conducted this study with Grand Lodge of Alberta (GLA) to help solve a decades-long 

decrease in membership (Belton, 1999; “Freemasonry in Canada,” 2019; Kenney, 2016; Masonic 

Service Association of North America, n.d.; Putnam, 2000). Although the focus was on member 

retention and engagement, the importance of attracting new and younger members emerged 

during this process. Through this research I attempted to answer the following inquiry question: 

How can Freemason lodges in Alberta better retain members? I also sought to explore four 

subquestions: 

1. How do the expectations of Freemasons differ from their experiences? 

2. What do organizational leaders and current members believe the organization offers 

members, and how does it present those offerings? 

3. Why do members in the organization choose to stay or leave? 

4. How can organizational leadership improve engagement for current members? 

A review of literature related to retention and engagement in nonprofit volunteer, faith-

based, and for-profit organizations informed the inquiry conclusions and recommendations. 

Scholars identified training for volunteers and their managers to be lacking in nonprofit 

organizations (Coleman, 2017; Gaskin, 2003). Scholars encouraged the development of an 

organizational culture that actively promotes learning for members of all ages through innovative 

and engaging methods (Naim & Lenka, 2018; Senge, 2006). This often took the form of 

organizational professionalization and training in leadership (Bielefeld & Cleveland, 2013). 

Digital learning opportunities were especially crucial to Generation Y (Aruna & Anitha, 2015). 

As a foundation to all practices, faith-based organization scholars (Bassous, 2015; Dantley, 
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2005) and other masonic jurisdictions (Grand Lodge of California, n.d.) emphasized the 

importance of clearly defined vision statements and long-term goals. Similarly, Stoyanova and 

Iliev (2017) identified employees’ familiarity with the mission and their perceived ability to 

contribute to it as important for retention. 

My project with GLA followed the principles of an action-oriented research paradigm 

(Joyce & Al Fahim, 2014). I employed the action research engagement methodology, developed 

by Rowe, Graf, Agger-Gupta, Piggot-Irvine, and Harris (2013), informed by insider research 

(Brannick & Coghlan, 2007), and applied a critical-appreciative stance (Duncan, 2015). 

My engagement strategies included meetings, interpretation of data and synthesis of 

findings with a largely internal inquiry team, surveys, and a large-group method for data 

gathering. I invited members from across the organization to participate in the world café at the 

GLA Board of General Purpose meeting through flyers distributed at the GLA Annual 

Communication conference and by email through the Grand Secretary to lodge secretaries. I 

arrange for two surveys to be distributed to current and former members using the method 

described above. Three data gathering methods ensured validity, reliability, and trustworthiness 

through triangulation (Glesne, 2016) and “cross-data validity checks” (Patton, 1999, p. 1192). 

Working with my inquiry team, I developed findings using thematic analysis (Nowell, Norris, 

White, & Moules, 2017). I have taken steps to ensure my research aligned with the core 

principles of Canadian Institutes of Health Research, Natural Sciences and Engineering Research 

Council of Canada, & Social Sciences and Humanities Research Council of Canada (2018) and 

Royal Roads University’s ethical standards. I provided this thesis to my partner organization and 

Royal Roads University and the report will be available through ProQuest and Library and 
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Archives Canada. I also intend to present the outcomes of this inquiry at conferences and to 

publish papers. 

This research project was a catalyst to “bridge the gap between a current and desired 

condition” (Stroh, 2015, p. 50). GLA is positioned to lead change through a strategic plan based 

on a clearly stated mission, vision, and set of values. This plan should include (a) direction for 

communications and outreach, (b) a member attraction and retention strategy, (c) member 

engagement through enhanced education and socialization, and (d) access to resources to enable 

these improvements. A clear plan contextualized in the organization’s values may mitigate early 

resistance. The research suggests this approach will contribute to increased member satisfaction 

and retention over time. 
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Chapter 1: Focus and Framing 

Freemasonry is a unique fraternal volunteer-based social institution steeped in history, 

with a heritage dating back to the 1700s (Young, 2005). Hodapp (2013) described Freemasonry 

as “a society of gentlemen concerned with moral and spiritual values and is one of the world’s 

oldest and most popular fraternal organizations” (p. 13). As one officer from a Calgary Lodge 

expressed to me, Masonry is an organization built on humanist ideas and virtues framed within 

nonreligious spiritual language and themes (Member 1, personal communication, December 16, 

2019).1 Drawing from 115 years of history, my organizational partner, the Grand Lodge of 

Alberta (GLA), is now suffering from a decades-long decrease in membership (Belton, 1999; 

“Freemasonry in Canada,” 2019; Kenney, 2016; Masonic Service Association of North America, 

n.d.; Putnam, 2000). Through this organizationally supported research, the GLA’s leadership, 

with assistance from its Communications Committee, attempted to find a way to reshape 

organizational culture and practices to address this loss in retention without losing sight of the 

traditions and characteristics at the core of its identity. Having heard I was looking for an 

organizational partner for my research, one of GLA’s former officers engaged me on these 

subjects and suggested I discuss the potential partnership with the GLA leadership. Once I spoke 

to the incoming Grand Master (GM) of GLA, he agreed to act as my organizational sponsor, and 

we entered into a partnership toward positive organizational change. 

My role within the organization is as a standard member, holding the degree (rank) of 

Master Mason—the highest and most common degree. The topic of my research was 

                                                 
1 All personal communications in this document have been used with permission from the individuals 

referenced. For anonymity and confidentiality, members, including those on the inquiry team, are 
referred to by number (e.g., Member 3). 
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organizational retention in GLA. Researching this issue was important to me, as I believe in the 

value that the organization provides in my own life and that it contributes to the moral fabric of 

Canadian society. My research focused on the following inquiry question: How can Freemason 

lodges in Alberta better retain members? I also explored four subquestions: 

1. How do the expectations of Freemasons differ from their experiences? 

2. What do organizational leaders and current members believe the organization offers 

members, and how does it present those offerings? 

3. Why do members in the organization choose to stay or leave? 

4. How can organizational leadership improve engagement for current members? 

Significance of the Inquiry 

GLA and Freemasonry as a whole are currently in a state of decline due to an ageing 

membership and an institutional challenge in attracting and retaining new members (Belton, 

1999; Kenney, 2016). The primary aim of this research project was to address the ever-growing 

problem of member retention within the organization. While the need to address institutional 

challenges in attracting newer and younger members emerged throughout this study, it was not 

apparent during its inception. Addressing the topic of attracting new and younger members has, 

therefore, been included when possible as documents, conversions, data, and the relevant 

literature supported. The primary desired change was to increase the effectiveness of 

communication and system structures between the levels of leadership within GLA. This was to 

lay a foundation, which would allow better use of information, resources, and idea sharing 

available for the organization’s education efforts toward the attraction and retention of new 

members. From the beginning of my partnership with GLA, members spoke to me about the 
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need for shifts in organizational culture to increase members’ mental, emotional, and social ties 

to GLA. 

The most prominent potential benefits of increasing membership in GLA are renewed 

longevity and resources for the organization. These improvements would allow GLA to continue 

with its stated objectives, which include “the practice of virtue” (GLA, 2008c, p. 2) and to 

“render practical aid and assistance to the less fortunate members of the community” (p. 1). 

Peterson (2018) suggested modern society sometimes fails to discuss responsibility and morality 

and provide a structure that is concerned with values and the personal growth of young men. If 

GLA can increase its footprint in the community, I believe it has the potential provide that 

structure for young men in Alberta. 

My primary organizational contacts in this project were the GM of GLA, some of the 

current district deputy grand masters (DDGMs) responsible for each district within the province, 

members of the Grand Lodge Communications Committee, and my inquiry team. These 

members proved to be excellent partners, all of whom had a vested personal interest in the 

success of the project and showed excellent observational and creative problem-solving skills. 

The members have identified that the lessons of morality, personal responsibility, and 

community mindedness taught by the freemasons (GLA, 2008a, 2008b, 2008c; Hodapp, 2013) 

contribute directly to the welfare of GLA members’ families and communities. The 

organizational membership was the primary stakeholder. This community-minded orientation, 

however, has also made the members’ families and local communities external, if not minor, 

stakeholders for this research. 
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The issue of member retention for GLA is serious. Hodapp (2013) described that in the 

United States 100 years ago “1 our of every 25 men was a Freemason” (p. 1), but “today, if you 

go looking for Freemasons . . . you’ll more than likely be met with the sort of blank stares and 

lizardlike slow blinks usually reserved for conversations with a tax attorney” (p. 1). Prescott 

(2008) noted the first signs of membership loss became clear in “the 1960s [which] inaugurated a 

period of decline from the previous high levels of membership” (p. 26). With access to online 

education, dating, and media, and socialization increasingly online, there is significant 

competition for people’s attention. In 2016, GLA was made up of 14 districts, 119 individual 

lodges, and had 6,549 members (“Freemasonry in Canada,” 2019; GLA, n.d.). By 2017, 

membership decreased to 6,242 (“Freemasonry, in Canada,” 2019; Masonic Service Association 

of North America, n.d.), despite an average annual growth in Alberta’s population of 2.0% from 

1991–2016 (Alberta Treasury Board and Finance, 2019). As seen in Table 1, based on the 

current membership of 5,810 (GLA, 2019), at the current annual membership decrease of 

approximately 5.5% (Masonic Service Association of North America, n.d.), GLA’s active 

membership will have almost halved within 12 years. In the same amount of time, Alberta’s 

population is expected to increase by only 1.5% annually; this is a decrease of 0.5% annually 

from the previous 25 years (Alberta Treasury Board and Finance, 2019). As the provincial 

population growth is forecasted to decline, this may increase the attrition rate beyond 5.5% and 

threaten the very existence of the organization. Some of this decline can be attributed to member 

mortality; however, Belton (1999) pointed out that this is a significantly smaller contributor than 

resignation from the fraternity. 
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Table 1  

GLA Membership Projections 

Year(s) After 2019 Calendar Year 
Membership at Current 

Annual Rate of Loss (5.5%) 

Year 1 2020 5,490.45 

Year 2 2021 5,188.48 

Year 3 2022 4,903.11 

Year 4 2023 4,633.44 

Year 5 2024 4,378.60 

Year 6 2025 4,137.18 

Year 7 2026 3,910.20 

Year 8 2027 3,695.14 

Year 9 2028 3,491.85 

Year 10 2029 3,299.85 

Year 11 2030 3,118.36 

Year 12 2031 2,946.85* 

Year 13 2032 2,784.77 

Year 14 2033 2,631.61 

Year 15 2034 2,486.87 

Note. *Denotes the closest point of the membership’s approximate halving from the 2019 
membership of 5,810. 

Gross loss of members is not the only concern regarding retention in masonry. Based on 

samples from lodges across North America, England, and Australia, the amount of time new 

members remained in the organization had decreased 20–30% from 1945–1994 (Belton, 1999). 

According to Belton (1999), this made the average time as a member before resigning only 7 

years by 1999.  
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Organizational Context and Systems Analysis 

Organizational context. Contrary to popular belief, Freemasonry is not a secret society 

(GLA, 2008a, 2008b, 2008c; Hodapp, 2013). It does, however, have longstanding elements that 

are considered sacred and are communicated only with members. To address this, I took extra 

care when clarifying what could and could not be included in this thesis, and I secured 

permission for the use of all masonic related materials. This ensured congruence between the 

organizational values, the academic requirements of the inquiry, and a shared view of the 

organization’s end state. For over 300 years the organization’s declared purpose has remained 

consistent, equating to the idea of teaching “lessons of social and moral virtues based on 

symbolism of the tools and language of the ancient building trade, using the building of a 

structure as a symbol for the building of character in men” (Hodapp, 2013, p. 13). This direction 

is supported by GLA’s (2008b) declaration of principles, which states that the purpose of 

Masonic education is to “teach a system of morality and brotherhood based upon Sacred Law” 

(p. 1). Acknowledging the GLA’s goals of continuing to teach lessons of morality to men of all 

ages toward the benefit of society, it is essential that the trend of membership loss is reversed. 

This engaged action-oriented inquiry aligned with that goal, as I sought to identify potential 

factors feeding this decline and by providing cocreated recommendations to alleviate them. 

Freemasonry’s first roots in what would become the Province of Alberta began in 1884 

(Harris, ca. 1950a), although the GLA was not formed until the establishment of the Province of 

Alberta in 1905 (Harris, ca. 1950b). The organization has a highly decentralized hierarchy, and, 

within Canada, it is separated by province with each represented by a Grand Lodge. Each lodge 

is answerable to itself in its governance (Grand Lodge of Michigan, 1906). With a longstanding 
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and proud history to draw from, the Grand Lodge officers of GLA were well placed to provide 

an organizational perspective. They are, in turn, assisted by the Grand Lodge Communications 

Committee, whose purpose is to identify and address organizational concerns. The GLA is not 

merely a social or service group, although these aspects of the organization should not be 

understated positively; it contributes to the lives of its members and their communities when 

practiced. Freemasonry goes well beyond the characteristics of either a social or service group. 

Freemasonry is grounded in a spiritual (although not religious) foundation described as “neither 

secular nor theological, reverence for a Supreme Being is ever present in its ceremonials” (GLA, 

2008b, p. 1). 

Freemasonry more closely resembles what Hamilton (2011) and Wenger, McDermott, 

and Snyder (2002) described as a community of practice (CoP). Freemasonry embodies the three 

described elements of a CoP: domain, community, and practice (Hamilton, 2011). GLA (2008b) 

can be seen as espousing to embody a CoP in its statement of purpose and beliefs: 

That the attainment of these objectives is best accomplished by laying a broad basis of 

principles upon which men of every race, country, sect and opinion may unite, rather than 

setting up a restricted platform upon which only those of certain races, creeds and 

opinions can assemble. (p. 1) 

Domain, as described by Hamilton (2011), is a prioritized within GLA through its focus 

on tradition, philosophy, social engagement, and moral development (GLA, 2008a). These form 

the foundations upon which communal relationships are built around a common purpose. Finally, 

the practice element is fulfilled as GLA members work together to improve themselves and 

contribute more fully to their communities. 
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GLA’s aim of improving members and their communities through teachings of morality 

and virtue is accomplished through the use of symbolism to the practices of ancient stonemasons. 

The organization also uses allegory, biblically inspired stories, and associated metaphors and 

similes (Hodapp, 2013). As discussed with one lodge officer, despite GLA’s interest in 

humanism, enlightenment, and knowledge, this foundation in ancient stories and traditions 

creates an organizational environment that is resistant to change and new ways of practice 

(Member 1, personal communication, December 15, 2019). This resistance to change makes it 

difficult to retain current members, attract new members, and is further complicated by an ever-

ageing demographic (GLA, 2019; Kenney, 2016), with members who are often wary of change. 

The 2019 Condition of Masonry Report (as cited in GLA, 2019) stated, 

This shift in age demographic will require us to shift our attitude to allow the younger 

members, not only a say in lodge functions, but to encourage them to take on 

responsibility of managing the Lodge and letting the PM’s [Past Masters] mentor them. 

(p. 19) 

These organizational characteristics work against the principles of a learning 

organization, which would actively seek to find new ways of knowing and new ways of doing 

(Alberta Museums Association, 2014; Senge, 2006). As Kouzes and Posner (2012) have 

expressed, a supportive and open-minded organizational learning culture is needed for optimal 

individual and organizational growth. The GM of GLA has openly identified retention as an 

urgent problem, which he has encouraged senior members to help address (K. Cheel, personal 

communication, July 4, 2019). Previous attempts had been made within the organization to 

identify and address institutional challenges through the formation of a Visions Committee. One 
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member explained that it had been well intentioned, but short lived (Member 2, personal 

communications, January 8, 2020). This, however, is an indication of a possible leverage point 

within the organization’s current motivations. When speaking about achieving leverage, Senge 

(2006) noted affecting change “may require actions you may not yet have considered . . . or 

difficult changes in rewards and norms” (p. 100). By identifying these types of leverage points, 

as described by Meadows (1999), new mental models may be adopted toward new ways of 

knowing and doing (Senge, 2006) to promote sustainable organizational retention practices. 

Systems analysis of the organizational context. Based on initial conversation with 

inquiry team members, I determined that both internal and external factors cause challenges with 

retention. Internal policies linked to longstanding and organizationally sacred values-based 

protocols as well as prominent myths within the public conceptualization of the organization, 

such as having to be asked to become a mason (Hodapp, 2013), are both significant factors. 

Belton (1999) indicated the need for masons to be adaptive in their interpretations of traditions to 

avoid stagnation and to remain relevant in a changing world. This will require innovative 

problem solving if retention is to be addressed. Fortunately, the organization, including the GM 

of the GLA, has been motivated to address this problem and encouraged the organization’s 

leadership (K. Cheel, personal communication, June 1, 2019) and the Board of General-Purpose 

(K. Cheel, personal communication, July 4, 2019) to support this action-oriented change project 

and the associated research due to the urgency of the issue. 

I sought to engage the whole organization in my research through the use of an electronic 

survey. I also strove to include members who had left the organization in the last 2 years (as of 

September 2019) in a separate survey. Due to organizational scheduling, size, and time 
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constraints, I was only able to engage any members who chose to attend the Board of General 

Purpose in July 2019, through the use of a world café group2 engagement method. The world 

café, however, allowed for an excellent geographical cross-section of members from across the 

entire organization and produced a rare opportunity for communication and member engagement 

between often siloed groups while performing the data collection (Steier, Brown, & da Silva, 

2019). Unfortunately, this cross-section did not apply to member seniority, as most of those in 

attendance were senior, in positions of leadership, or had held positions of leadership in the past. 

The survey sent to current members offered an opportunity for members who were unable to 

participate in the group method to have their voices heard, as surveyed former members. I 

limited my research to issues of or related to retention, only noting other organizational concerns 

that arose during the process as potential subjects of future organizational research. This 

boundary was to ensure my focus remained on actionable solutions to the problem at hand. 

Stakeholders. As recommend by Stroh (2015), I engaged with the organization’s 

leadership as relevant stakeholders internal to the organization. These included officers of the 

Grand Lodge, the GM, the deputy grand master (DGM), DDGMs, lodge masters and officers, 

my inquiry team, each lodge’s membership through the secretarial system, interested districts 

and their memberships through district meetings, the chair of the GLA Jurisprudence Committee, 

the Grand Lodge Communications Committee, the Board of General Purpose, and former 

members who had left the organization in the last 2 years. I chose to engage directly with the 

membership at all levels of seniority when possible to identify people’s motivations for staying 

                                                 
2 The World Café name and method used throughout this document are used with permission from the 

World Café Community foundation, whose sources can be found at http://www.theworldcafe.com. 
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in the GLA and to identify future organizational goals. The inclusion of leaders, committees, and 

senior members as stakeholders drew from their having the requisite influence to apply any 

recommendations that may come out of this engaged action-oriented change project. 

My goal for positive change was to cocreate potential solutions to organizational 

retention issues and to open up lines of communication that inspire other members of the 

organization to continue with the process of organizational improvement and development once 

the project was completed. I personally benefited, as this inquiry enabled me to understand my 

organization and those within it better, and completing this research contributed to my goal of 

earning a master’s degree. With the GM’s and the DGM’s support, the requisite influence is in 

place to implement the early stages of the recommended changes drawn from this project. With 

the project complete, I will look to offer my research results to Grand Lodges everywhere in the 

world through the proper channels in hopes that other Masonic institutions will be able to benefit 

and build on my findings. 

Systems analysis of stakeholders. As Stroh (2015) explained, the organizational 

leadership is essential for lasting positive organizational change. GLA comprises complex 

systems of decentralized leadership, geographically dispersed suborganizations, and a broad 

multigenerational membership, unified under ancient traditions (Hodapp, 2013). The governing 

of the organization is through the annual democratic election of Grand Lodge officers. While this 

ensures that single individuals do not hold power for extensive amounts of time, it reduces the 

window of opportunity for a given leader to address strategic concerns. Current external 

stakeholders are the families of GLA members, who occasionally participate in organizational 

activities and whose support of members’ association to GLA may affect those members’ 
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decision to remain with GLA over time. Potential stakeholders external to the organization 

remain largely untapped in the form of local community leaders and potential future members. 

Potential members of the organization are extremely relevant in the form of college students and 

members of Generation Y. Other sections of the population could also be tapped; however, the 

organization has identified the importance of attracting younger members in the 2019 Condition 

on Masonry Report held within the organization’s annual report (GLA, 2019). This may be 

further inspired by the promise of Great Britain’s initiative of producing university lodges, as 

shown in the Netflix series Inside the Freemasons, which noted that “part of Freemasonry’s 

battle plan is targeting students” (Morris & David, 2017, 5:15). 

This complex organizational structure provides challenges in communication and 

interpretation of some of these values-based traditions in an ever-evolving society. As illustrated 

in Figure 1, each individual’s or subgroup’s interpretation of these traditions is treated as sacred 

and morally binding. This mental model has produced resistance to dialogue on adapting 

elements of the traditions to current organizational needs (Kenney, 2016). Haidt (2012) 

explained, “Morality binds and blinds” (p. 34)—when something is made sacred, people have 

difficulty thinking critically about it. 
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Figure 1. Interrelated systems of GLA’s organizational perceptions contributing to a culture of 
resistance to change. 

Strong adherence to these values brings a sense of stability to many of the longer-

standing members of the organization, who maintain that it is against Masonic regulation to 

initiate a discussion with potential members on Masonry or to advertise to increase awareness of 

the organization publicly. This is despite a public clarification to the opposite in an article 

addressing GLA’s decline in membership written for The Alberta Freemason newsletter by the 

Chairman of the Jurisprudence Committee (Scott, 2019). Scott (2019) explained, while it was 

certainly important to follow the organization’s Constitution and not to elicit improper 

solicitation, “‘the Constitution is not a suicide pact.’ That is, if strict compliance with the 
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Constitution guarantees the failure of the organization, then a more flexible interpretation of the 

meaning and intent of the clause(s) in question is called for” (p. 10). Scott (2019) went on to 

clarify, “I would have a hard time interpreting what would constitute ‘improper solicitation’ as I 

assume that we are not discussing the introduction of the equivalent of 19th Century Royal Navy 

Press Gangs” (p. 10). As shown in Figure 1, this has fed a long-developing trend of GLA lodges 

becoming more siloed from their local communities; as a result, people forget that the lodges 

exist, which makes attracting new members more difficult (Member 3, personal communication, 

January 1, 2020). The identification of divides in generational attitudes, however, may also be 

indicative of silos within the organization, which Albrecht (as cited in Stone, 2004) described as 

“symptomatic of organizational dysfunction” (p. 11). MacGillivray (2018) noted that leaders 

“may need to be more creative if they are trying to enhance knowledge flow in organizational 

cultures with independent specialist work of strong siloes” (p. 3). Similarly, Belton (1999) 

suggested loosening prescriptive practices and increasing creative experimentation would likely 

benefit freemasonry at large. GLA leadership has attempted to improve strategic direction 

through initiatives like the formation of a GLA Communications Committee. The purpose of this 

committee has been to improve and modernize organizational communication with GLA 

members. This has proven to be an excellent start; however, the organization continues to lack a 

clear and concise set of mission, vision, and values (MVV) statements, strategic plan, or 

communications. Some documents that loosely provide basic tenets, principles, and mandates of 

GLA exist (GLA, 2008a, 2008b, 2008c). These sources, however, lack the clear and concise 

language to provide strategic direction for the organization, and their labelling does not provide 

insight into their content (Member 3, personal communication, January 14, 2020). 
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Further, there remains significant resistance by influential groups of members within the 

organization to action new initiatives (Member 2, personal communication, January 8, 2020). As 

informed by numerous conversations over my time as a Freemason in GLA, this has left the 

membership feeling largely disempowered and unrepresented by the Grand Lodge despite the 

organization’s earnest efforts to make improvements. Collins and Porras (2011) contended, the 

only way to maintain genuine stability in today’s constantly changing world, however, is to 

maintain core values and a willingness to adapt everything else. While the organization has 

begun on this path, there remains room for increased openness to modern ways of engaging with 

its membership that will increase two-way communication and ensure members feel heard 

(Member 2, personal communication, January 8, 2020). 

The problem of declining membership is compounded by the now 5-year economic 

decline in the Province of Alberta. This has led to the loss of jobs and an increase in property tax. 

The result is members having less money to spend on organizational dues while lodges increase 

the cost of those dues to cover ever-increasing tax rates on lodge buildings. Those who are now 

unemployed or working for reduced salaries as well as the high number of retired fixed-income 

members are most affected by this shift. As a lodge secretary from the organization explained, 

members are forced to decide if the ever-increasing dues offer sufficient value in return (Member 

5, personal communication, January 2, 2020). This has created a new reason that members leave 

and has led to a vicious cycle of ever fewer members covering the growing costs to sustain the 

organization’s overhead. 

Regarding organizational change, Beckhard and Harris (2009) identified three stages: the 

future state, the present state, and the transition state. To enact change in a complex system 



MEMBER RETENTION IN ALBERTA’S FREEMASONS 34 

toward a desired future state, there must first be a “diagnosing [of] the present condition in 

relation to those goals” (Beckhard & Harris, 2009, p. 687). Similarly, Senge (2006) stated, “To 

change the behavior of the system, you must identify and change the limiting factor” (p. 100). 

Internal policies linked to longstanding and organizationally sacred values-based protocols are 

likely contributing factors in the stagnation of GLA organizational culture. The resulting absence 

of sufficient strategic-oriented planning may have combined with prominent myths within the 

public conceptualization as the central limiting factor contributing to GLA’s decline in 

membership. 

Overview of the Thesis 

In Chapter 1 of this Thesis, I provided an overview of the research’s focus and framing to 

provide context for the reader relative to the organizational change project I cocreated with the 

GLA. This project focused primarily on increasing retention of GLA members, although it 

included to a lesser degree the attraction of new and younger members to the organization. The 

process involved identifying the core research question and subquestions, organizational partner, 

analysis of the organization and the systems at play, and the stakeholders involved. In Chapter 2, 

I discuss and review core literature related to the satisfaction, motivations, and retention of 

volunteers and employees in the nonprofit, faith-based, and for-profit sectors. In Chapter 3, I 

provide insight into the methodology and data-collection methods used and why they were 

relevant to my inquiry. This includes explanations on engagement methods, the project 

implementation plan, ethical considerations, and the expected outputs from the research. Chapter 

4 discusses my findings and the conclusions that the organizational leadership, my inquiry team, 

and I came to. Finally, Chapter 5 presents the recommendations and action plan produced by this 
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engaged action-oriented organizational change research, which was cocreated with the 

organizational leadership and will frame the way to a stronger future for the GLA and its 

members. 

It is important to note that throughout this thesis I use the following terms as they are 

used by Freemasons. The terms Freemason and Mason are used interchangeably. Further, the 

term lodge refers to a suborganization to which a mason, also known as a brother belongs. The 

term lodge may also be used to describe the physical location at which Freemasons meet. The 

term Temple is used exclusively to describe the physical building within which any number of 

lodges may meet. Terms related to or integrated into Freemasonry may also be referred to as 

masonic, Freemasonry, Masonry, or the craft. These are terms that define the organization as a 

whole in all of its forms and are considered common and accepted, or in Masonic terms are 

“regular” (Hodapp, 2013, p. 108) variations globally. 
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Chapter 2: Literature Review 

Freemasonry is an organization of organically blended elements with characteristics and 

member needs that draw from nonprofit foundations and faith-based foundations. To address 

these characteristics, I discuss the literature from both fields, with a particular focus on faith-

based organization literature. This is due to the inherently spiritual nature of Freemasonry that 

underwrites the organization’s culture, values, and motivations. I also review the employee 

retention literature, which may offer new and valuable insights toward meaningful organizational 

change. 

The first topic provides an overview of nonprofit volunteer organizations with two 

subtopics: (a) volunteer motivations and organizational culture and (b) volunteer training, 

management, and retention. The second topic is a review of the faith-based organization (FBO) 

literature with three subtopics: (a) organizational focus, roles, and priorities in relation to its 

members; (b) organizational leadership and culture; and (c) organizational training, member 

engagement, and outreach. The third topic discusses for-profit employee retention with three 

subtopics: (a) employee satisfaction and motivations, (b) leadership and management practices 

concerning employee retention, and (c) organizational culture and employee retention. This 

literature review will provide readers with the context to understand what has informed a systems 

approach to understanding motivations of GLA members and how to increase member retention 

for the organization. 

Nonprofit Volunteer Organizations 

GLA is an organization that amalgamates many nonprofit organizational characteristics. 

All members are volunteers, which means they are not obligated to attend or participate in 
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organizational events. As such, a look at the related literature on volunteerism was of value to 

this research project. Volunteering can be viewed as the act of providing one’s time and talents 

to contribute to others directly, or through the work of an organization, without direct 

compensation, financial or otherwise, and maintains the common themes of developing oneself 

and helping others (Brewis, Hill, & Stevens, 2010; C. R. Coleman, 2017; Gage & Thapa, 2012; 

Yanay & Yanay, 2008). Central topics to understanding the organizational and individual needs 

regarding the use of volunteers include volunteer motivations and organizational culture as well 

as volunteer training, management, and retention. 

Volunteer motivations and organizational culture. Almost universally, the literature 

presented an understanding that there is no one solution to the way an organization should 

manage and interact with its volunteers to increase satisfaction and retention—different 

personalities and their associated personal goals require different approaches (Brewis et al., 

2010; Brudney & Meijs, 2009; C. R. Coleman, 2017; Gaskin, 2003; Voluntary Sector Initiative, 

n.d.; Yanay & Yanay, 2008). I discovered a common theme discussed in the relevant literature of 

“one size does not fit all” (Gaskin, 2003, p. 5; see also Brudney & Meijs, 2009; Voluntary Sector 

Initiative, n.d.). The traditional professional or for-profit management styles are not effective at 

retaining volunteers or meeting their needs without adaptation (Brudney & Meijs, 2009; C. R. 

Coleman, 2017; Gaskin, 2003). Research by Clary et al. (1998) has shown that organizations 

benefit from understanding their volunteers’ motivations. This research is based in functionalist 

theory, which has suggested that people “perform the same actions in the service of different 

psychological functions” (Clary et al., 1998, p. 1517). From this understanding, Clary et al. 

produced an instrument that identified key nonoverlapping motivations of volunteers, and then 
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measured satisfaction and future intentions to volunteer based on those motivating “functions” 

(p. 1516). Clary et al.’s seminal instrument was named the Volunteer Functions Inventory (VFI) 

and included six functions: 

• values, which represents the importance of altruism and helping others; 

• understanding, which is the motivation for learning, self-development, and use of 

current skills; 

• social, which is the desire to make or maintain social relationships; 

• career, which is a utilitarian belief that individuals will develop career-relevant skills 

or others benefit in their careers from volunteering; 

• protective, which is volunteering to alleviate feelings of guilt related to a sense of 

privilege or other negative ego-related feelings; and 

• enhancement, which relates to volunteers who are motivated by positive ego-related 

feelings like personal growth and self-esteem. 

Yamashita, Keene, Lu, and Carr (2017) supported the use of Clary et al.’s (1998) VFI as 

a foundation; however, they further described a volunteer’s stage of life (age) and sex as factors. 

Yamashita et al.’s research did not fully agree with Clary et al.’s VFI framing as the best model; 

they identified volunteer interests over motivating functions as separate but important factors to 

volunteer motivations (Yamashita et al., 2017). In this case, career, well-being (social and 

enhancement functions), and a general community service interest were common among all age 

groups (Yamashita et al., 2017). In this way, the researchers described interests related to the 

social function through social networking as more relevant to the early and mid-range life stages 

(Yamashita et al., 2017). While Clary et al. identified the career function as relevant to 
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volunteers, Yamashita et al. have debated this in part. Yamashita et al. identified the career 

function as an interest of early-life volunteers, but not a distinct underlying motivation, as 

claimed by Clary et al.’s VFI. The career function was, however, more prevalent among what 

Yamashita et al. identified as mid-life volunteers. Hustinx (2010), while not discussing the VFI 

specifically, further contended that volunteering associated with the career function when done 

as part of work or educational requirements is not actually volunteering at all. Shifting to the sex 

of volunteers, Yamashita et al. found that women were more likely than men to volunteer. Pearl 

and Christensen (2017) supported the identification of women as more prolific volunteers, with 

the caveat that the availability of human and social capital are more important predictors than 

sex. They further contended that in the field of service learning, female students were more 

likely to enrol, and were more motivated by the all functions, save the social function (Pearl & 

Christensen, 2017). Chacón, Gutiérrez, Sauto, Vecina, and Pérez (2017) also found an increased 

identification by men with the social function, suggesting that, for GLA, social engagement may 

prove to be a significant motivator to join and stay. 

Butt, Hou, Soomro, and Maran (2017) also supported the foundations of the VFI while 

contending that an adaptation of the tool is required. Specifically, Butt et al. contended that an 

affiliation, beliefs, career development, egotistic (ABCE) model is best for use when gauging 

motivations associated with nongovernmental agencies and FBOs, as the standard six functions 

do not sufficiently address all motivations. Regardless of adaptations, scholars agreed that across 

all groups, when volunteers’ actions were in alignment with functions-based motivations and 

interests, they were more satisfied and more likely to volunteer in the future (Butt et al., 2017; 

Chacón et al., 2017; Clary et al., 1998; Yamashita et al., 2017). This type of alignment, of 
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course, requires introspection, attention, and a conscious effort both on the part of the 

organization (Butt et al., 2017) and on the part of the volunteers who make up the membership. 

C. R. Coleman (2017) discussed specifically how motivations ultimately lead to 

expectations and noted mentorship and peer support within FBOs may help retain volunteers 

when they encounter gaps in their expectations or needs. As Clary et al. (1998) suggested in their 

VFI, Yanay and Yanay (2008) observed that volunteers expect to experience positive emotions 

that “make them feel good about themselves in the anticipation that volunteering will contribute 

to their positive self-image and feelings” (p. 65). Creating a welcoming culture for new 

volunteers within a volunteer organization is also an important first step to laying the foundation 

for positively correlated volunteer experiences and retention. This is the responsibility of the 

organization’s leadership but must operate down to the level of the volunteers already within the 

organization (C. R. Coleman, 2017; Gaskin, 2003; Hager & Brudney, 2004b). These elements 

help to avoid what Senge (2006) described as the “shadow side of community” (p. 310), in which 

cliques form at the exclusion of the newer or different members. Like any organization, GLA 

shows both positive attributes and areas to improve when creating a welcoming culture for new 

members. The creation of a universal welcoming practice for new volunteers may have the 

potential for improving that experience. Hustinx and Handy (2009), however, reiterated earlier 

scholars’ warning (Brewis et al., 2010; Voluntary Sector Initiative, n.d.) that one size does not fit 

all. This is because, in large multinational organizations, specific branch programs and local 

organizational cultures are what attract and retain volunteers early in their membership. For GLA 

lodges, this means that loyalty and regular attendance is most deeply affected by the practices of 

local lodges. They may need to consider what personality and interest types they are trying to 
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attract, with mission statements being used less for attracting new members (Hustinx & Hardy, 

2009), and more for guiding an organizational culture and direction that they can relate once 

integrated into the membership. 

Hustinx (2010) identified new generations of volunteers as more casual, less deeply 

attached to organizations, and less altruistic than previous generations. Hustinx has even 

suggested that volunteering is now more likely more “perceived to result from persistent 

marketing and recruitment efforts by the organization than from the intrinsic motivations of the 

volunteers” (p. 175). Qvist, Henriksen, and Fridberg (2018) mirrored Hustinx’s identification of 

an increased reluctance by volunteers to form close ties to organizations. This has been marked 

by a decrease in average time spent performing volunteering activities despite an increase in 

volunteer activity across Europe (Qvist et al., 2018). It is, therefore, important for organizational 

leadership to look for practices and developmental opportunities that will attract new generations 

of volunteers to their organizations despite these challenges. 

Volunteer training, management, and retention. There exists an almost universal 

consensus that training for both volunteers, and those who manage volunteers is lacking in 

volunteer organizations. (Brewis et al., 2010; C. R. Coleman, 2017; Gaskin, 2003; Hager & 

Brudney, 2004a, 2004b; Voluntary Sector Initiative, n.d.). Despite this consensus, Brewis et al. 

(2010) have suggested a lack of decisive or descriptive literature discussing the specific skills 

required by those who manage volunteers, specifically to deal with recruiting or retention. 

When studying volunteer firefighters in Pennsylvania, on the other hand, Henderson and 

Sowa (2018) identified several key management practices that made members feel they were 

valued both for their contributions and as individuals. These practices increased volunteer 
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satisfaction and retention and included effective training practices, strong volunteer feedback, 

and communication skills toward volunteer development (Henderson & Sowa, 2018). Martens’s 

(2017) research on search and rescue volunteers in British Columbia, Canada, also identified 

training and perceived value through organizational support as key factors of retention. It is 

unclear, however, if these practices would be equally valuable for nonemergency service 

volunteers. 

An organization’s resources were also found to be a relevant factor in its ability to 

provide training and managerial support. Brewis et al. (2010) identified that organizations with 

few or no paid staff generally operate in isolation from other organizations. This practice leads to 

organizations being unaware of best practices and national standards and limits their ability to 

make their services or purposes accessible (Brewis et al., 2010). According to Brewis et al., the 

two factors that most impact volunteer management are an organization’s income and if the 

managers are paid or unpaid. Unpaid or low-paid managers tend to have access to less training 

and are less aware of best practices (Brewis et al., 2010). The Voluntary Sector Initiative (n.d.) 

has supported the need to increase the accessibility of training for volunteer organizations in 

Canada, stating a need for greater access to resources and knowledge on current practices. 

Despite these factors, there appeared to be no significant difference in the success of retention 

efforts between paid or unpaid managers (Brewis et al., 2010; Hager & Brudney, 2004a). 

Brudney and Meijs (2009) identified training opportunities as central to volunteer 

satisfaction and retention across 24 countries. This was confirmed for volunteer organizations in 

Canada (Voluntary Sector Initiative, n.d.), Great Britain (Brewis et al., 2010; Gaskin, 2003), and 

the United States (C. R. Coleman, 2017; Hager & Brudney, 2004a, 2004b), and remained an 
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important factor cross-ethnically and cross-culturally (C. R. Coleman, 2017). Gordon and 

Gordon (2017) specifically identified offering volunteers opportunities to take on positions of 

leadership as relevant to their development. The inclusion of training opportunities in subjects 

like communication, organizational culture development, and leadership was also considered 

extremely important (Gordon & Gordon, 2017). Yanay and Yanay (2008), however, noted that 

while a clear and effective training program is valuable, if the training is too long, time-

consuming, or complex, it can work against volunteer satisfaction and retention. In short, 

training must be relevant, but not overly taxing on volunteers’ time or psychological and 

emotional capital, regardless of the position they hold. 

Ultimately the literature on volunteer motivations and retention follows Brudney and 

Meijs’s (2009) assertion that volunteers are like a renewable resource whose effectiveness and 

sustainability are affected by others in the form of their organizational management and 

leadership. Leaders need to invest in their volunteers by noting and encouraging their 

motivations (Brudney & Meijs, 2009; C. R. Coleman, 2017; Gaskin, 2003). Locke, Ellis, and 

Davis (2003) explained that though an organization may not be able to adapt or address all of 

these areas of concern, being aware of them can improve volunteer longevity. This highlights the 

importance of understanding the principles, values, and mental models that guide an 

organization. Considering that values are especially central to the operation of FBOs, the next 

section of this review discusses considerations from a faith-based framing. 

Faith-Based Organizations 

The literature on FBOs addressed paid employees and volunteers, and remains quite 

small despite a resurgence of FBOs over the past two decades (Bielefeld & Cleveland, 2013). 
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Although FBOs fall within the same larger scope of nonprofit organizations, the faith-based 

elements of their organizational character make FBOs a category with separate and more defined 

motivations relevant to GLA. 

The term FBO is ambiguous, and defining organizations within this framing is difficult, 

with few definitions being broadly accepted (Jeavons, 2004). The only largely agreed-upon 

criterion is that an FBO is a separate type of organization than that of a congregation; it is faith 

based, morally motivated toward a greater purpose (Dantley, 2005; Erasmus & Morey, 2016; 

Jeavons, 2004; Netting, O’Connor, Thomas, & Yancey, 2005), and, generally, service focused 

(Bielefeld & Cleveland, 2013; Jeavons, 2004). Netting et al. (2005) noted FBOs vary in degrees 

of faith, which only broadens potential definitions. Even the standard role distinctions found in 

for-profit organizations between staff and volunteers are often blurred. As Netting et al. (2005) 

noted, “Volunteer roles are not always distinctive from staff roles” (p. 192). Bielefeld and 

Cleveland (2013) identified the following characteristics of relationships within all of the FBOs 

they studied: “dignity, respect, compassion, empathy, hospitality, and unconditional positive 

regard” (p. 450). These match many characteristics of good organizational and leadership culture 

named in the broader literature (Kouzes & Posner, 2012). Similar to other organization types, 

focus and maintenance on organizational culture (Bassous, 2015; Bielefeld & Cleveland, 2013; 

C. R. Coleman, 2017; Dantley, 2005), leadership and management (Bassous, 2005; Bielefeld & 

Cleveland, 2013; Dantley, 2005; Erasmus & Morey, 2016), and active governance boards 

(Leviton, Herrera, Pepper, Fishman, & Racine, 2006) are central to the success of FBOs. Given 

that a faith orientation (although not denominationally specified) is a requirement for 
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membership in Freemasonry, the reader will benefit from a deeper understanding of 

organizational and member motivations specific to FBOs. 

Organizational focus, roles, and priorities. FBOs differ from traditional nonprofit 

organizations in their distinct underlying focus on a morality governed by the precepts of a 

spiritual and generally religious structure (Bielefeld & Cleveland, 2013). This position is not to 

be confused with the role of religious congregations whose purpose is to provide spiritual 

guidance and a place of worship (Bielefeld & Cleveland, 2013; Jeavons, 2004). FBOs are 

focused on providing an outlet of service for the community, which allows its paid staff and 

volunteers to actualize their spirituality in real-world experiential terms (Bielefeld & Cleveland, 

2013), with moral purpose and service in the name of faith (Dantley, 2005; Erasmus & Morey, 

2016; Jeavons, 2004). 

Bassous (2015) agreed with Erasmus and Morey (2016) that foundational theories to 

understand FBO member motivations include Maslow’s (1943) hierarchy of needs, Herzberg’s 

(1974) two-factor job design model, Vroom’s expectancy model (as cited in Bassous, 2015), and 

Hackman and Oldham’s job characteristics (as cited in Bassous, 2015). While it is important to 

identify the intersection within the for-profit and FBO literature, excepting Maslow, these 

models fail to engage with the moral underpinnings of faith-based contexts and as such are 

discussed in the for-profit employee section of this literature review. Making a comparison to 

Maslow’s famous study on human motivation, Bassous (2015), Bielefeld and Cleveland (2013), 

and Erasmus and Morey (2016) noted FBO members’ need for actualization. In this, Erasmus 

and Morey (2016) and Bassous (2015) found Maslow’s (1943) hierarchy of needs to be relevant 

to worker motivation within FBOs, although not in the traditional sense. Bassous suggested this 
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motivation drew from the social esteem and self-actualization elements of the theory normally 

associated with the top portion of Maslow’s hierarchy. Bassous observed this may suggest the 

lower-level needs of the hierarchy had likely already been met for workers or that “for many 

faith-based non-profit workers, Maslow’s (1948) hierarchy of needs may be inverted or un-

sequential” (p. 374). Self-esteem and self-actualization (Bassous, 2015) through nonmonetary 

rewards, service to others, and the achievement of a greater sense of moral meaning were strong 

motivators for workers in FBOs (Bassous, 2015; Dantley, 2005; Erasmus & Morey, 2016; 

Jeavons, 2004). Burns (2012) stated, “Leaders help transform followers’ needs into positive 

hopes and aspirations” (p. 117). Dantley (2005) explained that this can be supported by faith and 

ideally identified in creating new realities within the organization. Following Maslow’s 

hierarchy, a desire for self- and spiritual-actualization through moral action may be an 

opportunity for organizational leadership to inspire their followers. 

Organizational leadership and culture. When looking at long-term organizational 

priorities and the satisfaction of leaders as members of that organization, researchers viewed the 

planning process for organizational roles and leadership as relevant (Njeri, Ngui, & Mathenge, 

2019). Njeri et al. (2019) highlighted the importance of succession planning for organizational 

success and a positive view of career development by members. This also ensures that the right 

leaders are in place to provide members with the support they need to succeed. Looking at the 

leader–follower dichotomy, Netting et al. (2005) agreed with nonprofit scholars Brudney and 

Meijs (2009) in identifying organizational members as human capital (i.e., resources that require 

care and attention). Willink and Babin (2015, 2018) identified leadership capital as essential to 

mobilize that human capital. They explained, 
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Leadership capital is the recognition that there is a finite amount of power that any leader 

possesses. It can be expended foolishly, by leaders who are hard on matters that are 

trivial and strategically unimportant. Such capital is acquired slowly over time through 

building trust and confidence with the team by demonstrating that the leader has the long-

term good of the team and mission in mind. (Willink & Babin, 2018, p. 75) 

The Canadian Armed Forces (2005) suggested this is best accomplished by 

organizational leaders through the identification and following a set of predetermined leadership 

principles. These principles often include the idea of leaders placing followers before themselves 

(Sinek, 2017) through the precepts of spiritual and servant leadership, which are considered 

interchangeable terms (Jackson & Parry, 2011). Gümüsay (2019) identified the inclusion of 

spiritual leadership as being able to “create a vision and value congruence toward organizational 

commitment and belonging” (p. 295). Askeland, Espedal, and Sirris (2019) also saw 

organizational value congruence as a benefit of spiritually inspired leadership. Researchers 

identified the addition of a spiritual or faith-based element to leadership and human resources 

practices as having the potential to increase the inclusion of moral principles that buffer against 

corruption and support members’ social and emotional needs (Ciulla, Knights, Mabey, & 

Tomkins, 2018; Gümüsay, 2019; Jackson & Parry, 2011; Miller, Ngunjiri, & LoRusso, 2017). 

However, for less hierarchical groups like FBOs in which role fluidity has been identified as 

relatively common (Netting et al., 2005), strong mentorship (C. R. Coleman, 2017; Leviton et al., 

2006) and peer-support programs (C. R. Coleman, 2017) may be as important as supportive 

follower-focused leadership, management, and organizational practices (Bassous, 2015; Dantley, 

2005; Erasmus & Morey, 2016; Netting et al., 2005). These concepts are supported by nonprofit 
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organization literature (Brudney & Meijs, 2009; C. R. Coleman, 2017; Gaskin, 2003) and leading 

organizational leadership scholars (Bolman & Deal, 2017; Jackson & Parry, 2011; Senge, 2006), 

who have stated the value of including engaged transformational leadership, and/or mentorship 

strategies. Bassous (2015) and Dantley (2005) found transformational leadership especially 

relevant to retention and satisfaction among younger organizational members. 

The growth of new possibilities requires a culture that motivates leaders to prioritize “a 

mutual interest in meeting the personal need and program goals of the participant” (Netting et al., 

2005, p. 189). It necessarily follows that there is a clearly defined vision within the organization 

that informs clearly stated long-term organizational goals for the member to aim at (Bassous, 

2015; Dantley, 2005; Grand Lodge of California, n.d.). Supported by the thoughts of FBO 

scholars (Dantley, 2005; Erasmus & Morey, 2016; Jeavons, 2004), Bassous (2015) stated, 

“Motivation to achieve organizational objectives is directly linked to the mission, vision, and 

impact of the organization’s programs and activities” (p. 374). He also found that older members 

were more influenced by organizational culture than individual leadership (Bassous, 2015). This 

suggests the importance of both organizational culture and organizational leadership to address 

the needs of members at all levels. 

Bielefeld and Cleveland (2013) expressed, “Maintaining [an] identity requires ongoing 

management” (p. 452); however, this does not necessarily mean that the identity should be 

maintained exclusively in its current state. Erasmus and Morey (2016) and Dantley (2005) 

suggested flexibility and adaptation to new ways of framing organizational identity and operation 

are important factors in organizational survival. While there can be concern over the loss of 

cultural identity within evolving organizations, focus on the organization’s mission counteracts 
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this in practice by attracting those who identify with traditions and values of the organization 

(Bielefeld & Cleveland, 2013). 

Managing an organizational culture that is flexible and responds to the needs of both new 

and old members will likely be heavily influenced by the attitudes and motivations at the highest 

levels. Similarly, Leviton et al. (2006) found that an active board that met at least quarterly was 

considered a key contributor to organizational success. Leviton et al. went so far as to specify the 

positive correlation between directors having extensive relevant prior experience and the 

viability of their organizations. This along with the aforementioned considerations on 

organizational leadership in FBOs suggests that the organization benefits most from leaders who 

are highly engaged (Leviton et al., 2006), adaptable (Dantley, 2005; Erasmus & Morey, 2016), 

and align the organization with its vision, mission, and values (Bassous, 2015). 

Organizational training, member engagement, and outreach. Netting et al. (2005) 

identified FBO moral underpinnings as a valuable recruiting tool. Erasmus and Morey (2016) 

and Butt et al. (2017) drew from Clary et al.’s (1998) VFI and discovered motivations are 

different in faith-based contexts than in secular nonprofits. Musick and Wilson (2008) suggested 

that specifically religious volunteers were motivated most strongly by the value and social 

functions. In contrast to this, Erasmus and Morey (2016) found faith-based volunteers were not 

motivated to the protective function, which would have acted against their values-based 

motivations. Erasmus and Morey (2016) produced a four-factor tool for FBOs that combined the 

enhancement and understanding functions into an enrichment function and retained the values, 

social, and career functions from the original VFI. Member satisfaction was correlated with 

receiving desired training, quality of management, and how well their internalized goals were 
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met (Erasmus & Morey, 2016). Butt et al. (2017) produced a separate four-factor model known 

as ABCE. Drawing from Clary et al.’s (1998) VFI, and acknowledging Erasmus and Morey’s 

(2016) four-factor model, Butt et al. (2017) argued that associations (i.e., ABCE) were better 

indicators of identifying underlying FBO volunteer motivations while still supporting 

development as important. Bielefeld and Cleveland (2013) and Netting et al. (2005) also 

identified values, training opportunities, and social relationships as important to FBO members, 

with Njeri et al. (2019) stating, “Training and development opportunities can help staff not to 

move out of the institutions and look for other opportunities elsewhere” (p. 60). This highlights 

the importance for organizational leaders to ensure new and potential members understand in 

concrete terms what they will experience within the organization, identify their motivations and 

goals, and provide them within regular and meaningful training (Dantley, 2005; Erasmus & 

Morey, 2016; Leviton et al., 2006). Researchers viewed professionalization and training and 

education in leadership and management as particularly valuable (Bassous, 2015; Bielefeld & 

Cleveland, 2013; Dantley, 2005; Erasmus & Morey, 2016; Leviton et al., 2006; Netting et al., 

2005; Njeri et al., 2019), especially when aligned with an organization’s mission (Butt et al., 

2017). 

Addressing the concern of organizational identity shift during the professionalization 

process, Bielefeld and Cleveland (2013) noted Jewish organizations that prioritized 

professionalization the most of the religious groups studied saw little to no loss of cultural or 

spiritual identity through the process. Researchers also observed sharing of human capital in 

smaller FBOs, which allowed for collaborative problem solving, stronger communal relations, 

and adaptive responsiveness to emergent challenges (Netting et al., 2005). Although dependent 
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on reciprocity between organizations, Netting et al. (2005) identified these interorganizational 

practices as “a unifying story across the major themes” (p. 199) of their research. This suggests 

the potential for engagement between the GLA and other organizations both within the for-profit 

and nonprofit sectors for training and relationship building. To inform both future relationships 

and potential intersections of retention factors, I now discuss central themes found within the for-

profit employee retention literature. 

Employee Retention 

The first step in selecting and applying a retention practice is understanding the 

demographics within the organization. As of 2017, United States statistics from the Pew 

Research Center identified millennials as the largest generation in the workforce at 35%, 

followed by Generation X at 33%, baby boomers at 25%, post-millennials at 5%, and the greatest 

generation at 2% (Fry, 2018). However, finding strategies for recruitment and retention that 

appeal to all generations presents a unique challenge (Lowe, Levitt, & Wilson, 2008). The 

employee literature has largely focused on for-profit organizations and showed particular 

insights into Generation Y and millennial employees. This may prove valuable for the GLA as 

organizational leadership looks to understand what attracts and retains the newest generation of 

current and potential members. Although the GLA is not a for-profit entity, there was a valuable 

intersection of motivation, leadership, and organizational culture practices between the for-profit 

and the nonprofit literature. This included the idea of organizational members as resources 

(Brudney & Meijs, 2009; C. R. Coleman, 2017; Dhanpat, Modau, Lugisani, Mabojane, & Phiri, 

2018; Gaskin, 2003; Ramlall, 2004). Ramlall (2004) stated, “The concept of human capital and 

knowledge management is that people possess skills, experience and knowledge, and therefore 
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have economic value to organizations” (p. 53). Dhanpat et al. (2018), Ramlall (2004), and 

Sandhya and Pradeep Kumar (2011) all noted the high cost to organizations from employee 

turnover, ranging from 25–200% of employee salaries. However, researchers all agreed that 

knowledge loss from employees leaving is devastating to organizations and affects everything 

from the quality of customer service to employee morale (Dhanpat et al., 2018; Ramlall, 2004; 

Sandhya & Pradeep Kumar, 2011). To combat these losses, researchers identified the adoption of 

retention strategies and practices as critical to employee retention (Aruna & Anitha, 2015; 

Dhanpat et al., 2018; Naim & Lenka, 2018; Ramlall, 2004; Sandhya & Pradeep Kumar, 2011). 

This review of for-profit employee literature informed this research and may help researchers in 

future studies. 

Employee satisfaction and motivations. In their research on how and why individuals 

decide to quit their jobs, Maertz and Campion (2004) identified both rational and emotional 

decision-making processes, which included not being challenged by their work, low salaries, and 

attraction to other job opportunities. In their research, Dhanpat et al. (2018), Lowe et al. (2008), 

Ramlall (2004), and Sandhya and Pradeep Kumar (2011) suggested these factors could well be 

countered by competitive compensation, training, and matching employee interests with 

meaningful work. Stoyanova and Iliev (2017) also indicated the importance of inspiring work 

and access to internal and external training opportunities as central to employee engagement and 

retention. These factors may be especially significant when considering millennials, who are 

self-reliant risk-takers by nature (Aruna & Anitha, 2015). They often have skills and experience 

seen in older employees, demanding the most from their work environment, and so are most 

inclined to leave an employer if dissatisfied (Lowe et al., 2008). Addressing satisfaction and 
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retention of Generation Y employees, scholars have further noted that they require immediate 

feedback and results whenever possible, lacking patience for delayed gratification (Aruna & 

Anitha, 2015; Lowe et al., 2008; Naim & Lenka, 2018). Offering a counter to the caprice of 

younger workers, Beaver and Hutchings (2005) noted that workers from younger generations 

have a tendency to stay with the same employer if provided with training and development 

opportunities. 

Ramlall (2004) assessed prominent theories relevant to employee motivations and 

highlighted Maslow’s (1943) hierarchy of needs, Herzberg’s (1974) job design theory, Vroom’s 

expectancy theory (as cited in Bassous, 2015), and Porter and Lawler’s extension of Vroom’s 

expectancy theory (as cited in Ramlall, 2004). These theories were also individually or all used 

to inform research in varying degrees by numerous other FBO scholars (Bassous, 2015; Erasmus 

& Morey, 2016; Hanna, Kee, & Robertson, 2017; Sandhya & Pradeep Kumar, 2011). Vroom’s 

theory (as cited in Bassous, 2015), and later Porter and Lawler’s framework (as cited in Ramlall, 

2004), largely agreed that employees use their past experiences regarding performance and 

rewards to identify what the likely relationship will be between their future performance and 

associated rewards (as cited in Ramlall, 2004). Using Maslow’s theory as a foundation, scholars 

further identified fair pay and a strategy for cultivating positive social culture within the 

workplace improved employee productivity by addressing the physiological, safety, and love and 

belonging needs of the employees (Dhanpat et al., 2018; Hanna et al., 2017; Ramlall, 2004; 

Sandhya & Pradeep Kumar, 2011). Sandhya and Pradeep Kumar (2011) also articulated 

Maslow’s later addition to his hierarchy, advocating the importance of addressing employees’ 

needs for knowledge and understanding through meaningful training opportunities. This in turn 
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leads to self-actualization and increases employee commitment. Herzberg’s (1974) research 

more clearly defined specific hygiene factors (i.e., work conditions, policies, salary, and 

management style) as essential in providing a foundation for positive, motivating factors like 

recognition and advancement to increase employee satisfaction (Hanna et al., 2017; Ramlall, 

2004). 

Discussing millennials, Aruna and Anitha (2015) identified six key themes related to 

positive employee retention: mentoring, career development, job satisfaction, inclusive style of 

management, work environment, and nature of working style. Although scholars have supported 

these themes across all generations of employees, there remains disagreement in their order of 

precedence (Dhanpat et al., 2018; Lowe et al., 2008; Naim & Lenka, 2018; Sandhya & Pradeep 

Kumar, 2011). Dhanpat et al. (2018) argued, “Compensation [monetary] contributed the most 

towards employee’s [sic] intentions to leave the organization and can be regarded as the best 

predictor of intention to leave” (p. 10). Countering this, Lowe et al. (2008), Naim and Lenka 

(2018), and Sandhya and Pradeep Kumar (2011) contended that, while important, education, 

training, and developmental opportunities were the most relevant motivators. Debating further, 

Aruna and Anitha (2015) prioritized mentoring, followed by a modern, collaborative work 

environment as most relevant to retention. Dhanpat et al. (2018), in their call centre research, 

disagreed, citing supervisor support as the least relevant factor. Regardless of order, scholars 

broadly agreed that a specified retention strategy must be implemented, adapted, and maintained 

by organizational leadership if organizations are to be successful in retaining their employees 

(Aruna & Anitha, 2015; Dhanpat et al., 2018; Naim & Lenka, 2018; Ramlall, 2004; Sandhya & 

Pradeep Kumar, 2011). 
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Leadership and management. Based on organizational support theory, Eisenberger, 

Stinglhamber, Vandenberghe, Sucharski, and Rhoades (2002) used the perception of supervisor 

support to show the importance of how employees perceive they are valued by their direct 

supervisors. Through the lens of perceived organizational support, employees are also concerned 

how their organization as a whole values (Eisenberger et al., 2002). The degree to which 

managers show appreciation for their employees’ input affects the likelihood of employee 

retention (Eisenberger et al., 2002). Lowe et al. (2008) explained, for millennials, it is important 

to “understand that the relationship they have with their immediate manager is crucial to their 

level of engagement” (p. 53), as they want to be treated as partners, not subordinates. This 

underlines an important distinction between the expectations of previous generations and 

millennial workers. Naim and Lenka (2018) observed, “Mentoring is an ideal intervention to 

provide informational and emotional support to Generation Y, in turn, resulting in reciprocation 

of positive attitudinal outcomes” (p. 439). Kang and Sung (2016) and Sandhya and Pradeep 

Kumar (2011) supported this dynamic and described quality two-way communication in the 

workplace as an important way to retain employees by showing that they are cared for. Scholars 

have also noted flexibility and work-life balance in organizational culture, management, and 

approaches to work as important to employees across generations (Aruna & Anitha, 2015; 

Dhanpat et al., 2018; Lowe et al., 2008; Naim & Lenka, 2018; Papa, Dezi, Gregori, Mueller, & 

Miglietta, 2018; Sandhya & Pradeep Kumar, 2011; Stoyanova & Iliev, 2017). 

Aruna and Anitha (2015) pointed to Generation Y employees as being particularly 

willing to leave their jobs at a moment’s notice if they feel dissatisfied or unchallenged. This 

falls into what Maertz and Campion (2004) defined as a moral, motivational force of 
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withdrawing, as staying too long in an organization can be viewed as stagnation, regardless of 

generation. Addressing this, Naim and Lenka (2018) suggested, “Strategic leadership creates an 

alignment between Generation Y’s personal goals and overall strategy, in turn maximizing the 

understanding of big picture and awareness of their roles” (p. 435). Lowe et al. (2008) explained, 

“Once managers provide clear directions, set specific goals, parameters, deadlines and offer their 

support, they can rest assured that the Generation Y employee will collaborate and get the task 

done in their own way and at their own pace” (p. 48). As part of the organizational culture, 

managers should provide work that employees can take ownership of, provide context of how 

their work contributes to the larger goals of the company (Lowe et al., 2008; Naim & Lenka, 

2018), and have an open-door policy that encourages incorporation of their ideas (Lowe et al., 

2008; Sandhya & Pradeep Kumar, 2011). 

Organizational culture and employee retention. Stoyanova and Iliev (2017) were 

careful to specify “positive corporate image, good relationships with management and 

colleagues, acquainted with the company’s mission and clear personal contribution to the 

organization” (p. 26) as important to employee engagement and retention. Unfortunately, many 

organizations do not base these strategies in proven theories, which leads to ineffective 

approaches being implemented (Ramlall, 2004). Ramlall (2004) surmised from Herzberg (1974) 

Maslow (1943), Vroom (as cited in Ramlall, 2004), and Porter and Lawler (as cited in Ramlall, 

2004) that employee values must align with the organization. This represents people’s need to 

feel that they are contributing to organizational success. Carr, Pearson, Vest, and Boyar (2006) 

also noted the correlation between employees’ positive experiences and operating in an 

environment congruent with their values. A failure to address these needs may lead to high 
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employee turnover (Ramlall, 2004; Sandhya & Pradeep Kumar, 2011). Sandhya and Pradeep 

Kumar (2011) noted, “Open mindedness and transparent work culture play an important role in 

employee retention” (p. 1781), as “a transparent work environment serves as one of the primary 

triggers which facilitate accountability, trust, communication, responsibility, [and] pride” 

(p. 1781). Transparency often takes the form of quality communication with employees. Kang 

and Sung (2016) contended this directly affects the quality of communication to external 

stakeholders and customers, which have strategic ramifications. 

Naim and Lenka (2018) highlighted the importance of organizational vision, mission, and 

values for employees, stating, “Given the strategic importance of young generation employees as 

the future leaders, communicating the vision creates alignment between individual objectives and 

organizational strategy” (p. 440). Malik, Javed, and Hassan (2017) further stated that it is central 

for leaders to provide clear and effective communication of the organization’s vision to enhance 

employee commitment and satisfaction. According to image theory, these core values can play a 

role in a person’s decision to join or leave an organization if they perceive a “lack of fit” (Maertz 

& Campion, 2004, p. 567). 

Problematically, Davidson, McPhail, and Barry (2011) observed that HR practices need 

to be faster and technology-based to react to the expectations of Generations X and Y. Similarly, 

Naim and Lenka (2018) noted, “Despite shift in workforce dynamics, there is no significant 

change in HRM [Human Resource Management] practices, which are less appealing to 

Generation Y employee[s], causing higher attrition rates (p. 434). Eisenberger et al. (2002) and 

Aruna and Anitha (2015) identified that when a work environment is lacking employees leave. 

Like their need for an open-minded organizational culture, Generation Y employees, especially, 
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require “honest and participative leaders and open-minded managers” (Aruna & Anitha, 2015, 

p. 97) who represent them and guide them in alignment with organizational visions and values 

(Malik et al., 2017). 

A culture of good communication means offering a variety of tools that encourage 

collaboration, such as meetings, break-out sessions, social gatherings, newsletters, emails, 

intranet, social media platforms, and texting (Aruna & Anitha, 2015; Hanna et al., 2017; 

Sandhya & Pradeep Kumar, 2011). The incorporation of social media within the workplace for 

knowledge sharing, personal communications, as well as the development of a more engaged and 

fun work environment are especially important for millennials (Aruna & Anitha, 2015; Lowe et 

al., 2008; Naim & Lenka, 2018). Lowe et al. (2008) stated, “Both training and development must 

become part of the organizational culture and viewed as a long-term commitment in order to 

retain Generation Y” (p. 50). Papa et al. (2018) have supported the importance of providing 

training and a culture of innovation and knowledge sharing to support employee retention. 

Scholars across disciplines highlighted the cultivation of a learning organization for employees 

of all ages (Aruna & Anitha, 2015; Kouzes & Posner, 2012; Naim & Lenka, 2018; Sandhya & 

Pradeep Kumar, 2011; Senge, 2006). Aruna and Anitha (2015) have gone as far as to state the 

necessity for organizations to provide lifelong and “continuous learning, multimedia training and 

e-learning” (p. 96). Naim and Lenka (2018) further invited the inclusion of real-world activities 

in training to increase engagement, commitment, and retention. This ultimately shows a distinct 

need for the development of a modern and engaging organizational learning culture. This culture 

must embody the organization’s MVV statements if leadership is to retain its most motivated and 

skilled members. 
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Chapter Summary 

In this chapter, I reviewed the relevant literature discussing retention in nonprofit 

volunteer organizations, FBOs, and for-profit organizations, including their leadership practices, 

organizational cultures, and the motivations driving employees and volunteers within them. This 

was relevant due to the deep-rooted valued-based culture of GLA and the cross-section of 

organizational traits found within. The identification of intersecting themes across the literature 

groups, including preferences in leadership approaches, member and organizational values 

alignment, and member motivations, will inform recommended approaches to GLA retention 

efforts. The next chapter discusses methods and methodologies employed by this study. 
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Chapter 3: Methodology 

In this chapter, I describe my use of an action-oriented research methodology, which was 

informed by other approaches. I further detail the inquiry methods used in the study, how 

participants were selected, my data collection and analysis approaches, and the selection of my 

inquiry team. Finally, I outline how my inquiry team and I addressed bias, ethical concerns, 

power-over, and validity. 

Melin and Axelsson (2016) explained that action research (AR) is a process of blending 

the practitioner and researcher. Going into greater detail, Joyce and Al Fahim (2014) explained 

the difference between AR and more positivist orientations as follows: 

Traditionally, research addresses the audience of the community of scholars, and applied 

practical research addresses an outside in reports and recommendations. Typically, the 

former starts with a research question or topic of interest, proceeds with a literature 

review, data collection, analysis and recommendations of findings. In contrast, action-

oriented research begins with an opportunity for improvement or experienced problem in 

an organizational setting and proceeds via actions taken to plan, implement and evaluate 

the improvements. This results in personal and organizational learning. (p. 4) 

This is accomplished when researchers “bring together action and reflection, theory and 

practice, in participation with others, in the pursuit of practical solutions to issues of pressing 

concern to people, and more generally the flourishing of individual persons and their 

communities” (Joyce & Al Fahim, 2014, p. 1). I utilized an engaged action-oriented approach 

within the context of my thesis capstone project through an action research engagement (ARE) 

model (Rowe, Graf, Agger-Gupta, Piggot-Irvine, and Harris’s, 2013) that was informed by 
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insider research (IR; Brannick & Coghlan, 2007; Coghlan, 2013; Melin & Axelsson, 2016) and 

an appreciative inquiry (AI) stance (Bushe, 2007, 2012; Duncan, 2015; Grant & Humphries, 

2006). These methods aligned well to inform my research approach as they share the AR 

characteristics identified by Fisher and Torbert (1991), which enable “personal autonomy as well 

as the kind of collaboration with others that produces an adaptive self-renewing organization” 

(p. 171). These approaches aimed to provide GLA with an example that would allow it to be 

“able to continually check its own assumptions, actions and mission; and align its belief systems 

and practices” (Walsh & Fisher, 2005, p. 29).  

Methodology 

Due to the time constraints of producing organizational change as a graduate student, I 

identified the ARE methodology (see Figure 2) as the best methodology for the study. 

Specifically, Rowe, Graf, Agger-Gupta, Piggot-Irvine, and Harris (2013) defined ARE as 

follows: 

A cyclical process of inquiry, dialogue and deliberation that aims to lead organizational 

members to: shift in attitudes toward change; open understanding of different points of 

view on issues and opportunities for change; identify potential approaches to challenges 

and barriers; generate vision/goals, strategies and actions; and lead to viable plans for 

sustainable change. (p. 6) 

Rowe et al. (2013) explained that what separates ARE from other action-oriented 

research models is the cyclical process of engaging “key organizational stakeholders” (p. 35) in a 

more deeply reflective way that helps to change stakeholder perspectives and creates a more 

welcoming “climate of commitment” (p. 36) and authentically collaborative change. 
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Figure 2. Action research engagement model. 

Note. AR = Action Research; ARE = Action Research Engagement.  

From Action Research Engagement, by Rowe, Graf, Agger-Gupta, Piggot-Irvine, & Harris, 
2013, ALARA Monograph Series No. 5, p. 20. Copyright 2013 by Rowe et al. Reprinted with 
permission. 

The ARE process allows a researcher to prepare the organization for change before 

moving into a transition zone and handing the responsibility to implement that change to the 

organization’s leadership (Rowe et al., 2013). The cocreation process ensures a “shared 

understanding of not only where they are now but also why” (Stroh, 2015, p. 73). Most 

importantly, the final change phase of the ARE process requires an organization and its 

leadership to take responsibility for creating its future by making explicit choices (Rowe et al., 

2013; Stroh, 2015). Being transformational (Rowe et al., 2013), ARE is also well-disposed to be 
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informed by insider and appreciative stances, both of which are focused on action-oriented and 

transformational organizational change (Bushe, 2007; Bushe & Kassam, 2005; Coghlan, 2013; 

Cooperrider & Whitney, 2001). 

Greene (2014) described IR as “concerned with the study of one’s own social group of 

society” (p. 1). The organizational culture and perceived secretive nature of Freemasonry 

necessitated an approach informed by IR. I conducted my research informed by IR as a full 

member of the GLA’s system, as recommended by Brannick and Coghlan (2007). Gummesson 

(2000) noted one benefit to IR is preunderstanding, which he described as “such things as 

people’s knowledge, insights and experience before they engage in a research programme” 

(p. 68). Brannick and Coghlan further explained that insider researchers “know the everyday 

jargon” (p. 69) and “know the legitimate and taboo phenomena of what can be talked about and 

what cannot” (p. 69). This was especially important within the culture of Freemasonry. Greene 

(2014) similarly found preunderstanding to be of benefit, as it keeps researchers “free from the 

effects of culture shock” (p. 3) and provides them with the ability to better engage with the 

organization’s culture. This approach also allowed deeper findings from the inquiry. Taylor 

(2011) explained the importance of ethical communication through the blending of the researcher 

and researched dichotomy. Blake (2007) argued specifically that, “Trust arises from within 

relationships at the personal level, [therefore] ‘going native’ is perhaps a better way to create an 

honest, trustworthy and ‘safe’ research environment” (p. 415). The inherent relationship between 

the members of GLA and me helped to break down walls to communication often found between 

Masons and outsiders. Research-informed by IR is highly compatible with an appreciative stance 

as both concepts share common foundations in organizational development research traditions 
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(Bushe, 2012; Coghlan, 2013; Cooperrider & Whitney, 2001). This compatibility guided my 

decision to take an appreciative stance in this research. 

Discussions with other Freemasons suggested that it can be difficult to get members who 

are dissatisfied passed their frustrations and negative framings (Member 1, personal 

communication, December 15, 2019). The need to move past this framing while encouraging 

positive futures was the biggest reason I selected an appreciative stance for this research. To 

understand the concept that informed that stance, Cooperrider and Whitney (2001) explained, 

“AI accelerates the nonlinear interaction of organization breakthroughs, putting them together 

with historic, positive traditions and strengths to create a ‘convergence zone’ facilitating the 

collective repatterning of human systems” (p. 624). Bushe (2007) expressed that it is through 

“the collection and discussion of stories that new ideas and images enter the organization’s 

narrative [which] is another transformational potential of AI” (p. 5). Bushe (2007) also observed, 

contrary to common interpretations, the core of AI wasn’t a focus on the positive, but instead a 

focus on generativity. He explained that if only positive questions are used, “no matter how 

‘positive’ the focus of the inquiry, it is unlikely to create transformational change” (Bushe, 2007, 

p. 2). His solution was to “ask them what is missing, what they want more of, what their image 

of what the organization ought to be” (Bushe, 2007, p. 5). In this way, questions and answers 

remain framed toward a positive future while ensuring participants feel heard (Bushe, 2007). 

Barge and Oliver (2003) went a step further and proposed a deficit-based approach to AI through 

the exploration of “vulnerabilities, distresses, and criticisms—all areas not normally associated 

with being appreciative” (p. 130). This was supported by Duncan (2015), who stated, “Far from 

descending into misery and gloom, the overriding impact was the discovery of life-giving 
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properties of strength, determination and hope: the desired outcomes of AI” (p. 4). These new 

and more critical interpretations of AI informed my approach to research in hopes of achieving a 

more transformative and lasting change (Bushe, 2007, 2012; Duncan, 2015). This critical 

appreciative stance was helpful in navigating an organizational culture that is fiercely traditional 

and resistant to change (Kenney, 2016). 

I maintained an action-oriented epistemology during this process (Brannick & Coghlan, 

2007), performing research with, rather than on, the organization’s members (G. Coleman, 2017; 

Gergen & Gergen, 2017). This people-first approach reflected the shared social constructionist 

epistemology of my methodologies (Grant & Humphries, 2006). As detailed below, through the 

use of qualitative surveys and the world café, I engaged GLA’s membership across boundaries of 

age, geography, and seniority. 

Data Collection Methods 

In this section, I discuss the implementation of my two data collection methods: the 

world café and electronic surveys. These two methods worked to identify and confirm consistent 

themes regarding experiences, desires, and possible futures from multiple groups. I accomplished 

this through the inclusion of questions that identified members’ motivations, challenges, and 

positive outcomes to those challenges. The use of the world café aligned with the engaged 

action-oriented nature of the ARE methodology. Similarly, the critical-appreciative informed 

approach used in the questions for both the world café and the surveys worked toward a 

discovery of the positive elements already in the organization (Cooperrider, Whitney, & Stavros, 

2008; Whitney & Trosten-Bloom, 2010), while identifying ways to overcome challenges and 

“allowing a collective to uncover what could be” (Bushe, 2012, p. 14). 
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World café. I first employed the world café, which, according to Ruppert-Winkel, 

Hauber, Stablo, and Kress (2014), is “a large-scale process that promotes collaborative thinking 

on an issue through interactive dialogue” (p. 248). Brown (2001) was a pioneer of the world café 

concept as a form of research methodology. She expressed it as a hermeneutic approach to 

research and learning (Brown, 2001). Through this data collection tool, I benefited from having 

personal relationships with the subjects of the research. This enabled mutual discovery, 

collaborative learning, and organization-level change (Brown, 2001). Through the world café 

method, I was able to open up new lines of communication and relationship building while 

directly empowering organizational members in the cocreation of new knowledge (Steier et al., 

2019); as such, the data collected were organic to the culture of the organization itself. I believe 

by being “genuinely interested in the experiences of the researched” (Råheim, Magnussen, 

Sekse, Lunde, Jacobsen, & Blystad, 2016, p. 5), I was able to facilitate a cocreation of detailed 

descriptions of personal experience and a sense of trust from participants. 

A focus on blending both positive and negative elements of storytelling through the 

world café was designed to produce a transfer of understanding and experience while also 

inspiring action toward the potential future (Denning, 2004). My inquiry team and I collected 

world café data in three ways: 

1. A combination of participants’ drawings and notes written on the post-it pads and 

butcher-board paper that I had placed on the tables for participants’ use. 

2. Hosts at each table, taking notes and recording observed patterns or themes (Steier 

et al., 2019). 
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3. A close-out and group review completed at the end of the world café session to 

capture the entire group’s central themes and to create new ways of thinking, 

understanding, and lines of communication between members (Steier et al., 2019). 

Participants were seated at one of six tables in groups of approximately five individuals, 

with one acting as the host. Each table had one of three questions placed on it with a table card 

propped up for all participants to see, which an inquiry team member or I rotated clockwise 

every 15 minutes. Table hosts were charged with facilitating conversation on the question, taking 

notes, and ensuring everyone had a chance to participate. I traversed the room throughout the 

process to answer any questions and ensure participants were having a positive and generative 

experience (Brown, 2001; Bushe, 2007, 2012; Denning, 2004). As the primary host, I recorded 

the results of the final close-out on flip-chart paper. The closeout was framed to end with a 

discussion of positive stories, solutions, and lessons learned to inspire thinking toward a positive 

future (Denning, 2004; Murray, 2007). As discovered in the electronic current member survey 

(CMS), this process produced a positive experience for participants. A more detailed description 

of questions and steps taken to implement the world café can be found in Appendix A and an 

example of the world café table art can be seen in Appendix B (Orloff, 2007). 

Electronic surveys. My second data collection method was two short surveys. I 

distributed these electronically to two groups: (a) current members within the organization and 

(b) members who left the organization with the past 24 months. Stringer (2014), when discussing 

later stages of action research, identified surveys as a way to reach a broader range of 

participants. I utilized surveys to engage members who could not attend the world café and to 

garner different responses within the same research project toward enriching the data and 
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findings (Marsland, Wilson, Abeyasekera, & Kleih, 1998; Stringer, 2014; Tait & Voepel-Lewis, 

2015). This second method also helped to confirm prevalent themes through triangulation 

(Glesne, 2016; Greene, 2014; Nowell, Norris, White, & Moules, 2017; Stringer, 2014). These 

surveys were based on my inquiry questions and informed by the data received from the world 

café. The surveys contained a combination of quantitative questions, asking for information like 

a number of years in the organization, and open text boxes focused on acquiring more qualitative 

data. The exact questions used are located in Appendices C (CMS) and D (former member 

survey [FMS]), respectively. Upon completion of the survey portion of my research, I then 

collated the data and reviewed it with key organizational stakeholders and members of my 

inquiry team to increase rigour and validity (Glesne, 2016; Patton, 1999; Stringer, 2014). By 

referencing the relevant literature, I produced an understanding of the data’s implications and 

cocreated recommendations with my organizational partner to help address issues of member 

retention. 

Project Participants 

Study participants. I engaged two primary groups of participants: Group 1 included 

current Freemasons and Group 2 included former Freemasons (who have left the organization 

within the last 24 months). Group 1 was selected to provide an understanding on the perspectives 

of those currently within the organization and engaged through the use of the world café and 

CMS. Of the 5,810 Freemasons currently in Alberta (GLA, 2019), 30 members participated in 

the world café and 257 completed the CMS. Those who had left the organization within the 

previous 24 months were engaged only through the FMS with a total of 12 respondents. I 

engaged former members with the hope of understanding how the organization could have better 
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met their expectations and to observe if current members’ concerns mirrored the issues that 

motivated former members to leave. This totalled 294 participants across all methods and 

groups, with only five members who attended the world café also completing the CMS. 

The world café was conducted at the Board of General Purpose meeting in Red Deer, 

Alberta, on the 4th of July 2019. I distributed an invitation to participate in the world café 

session to members through invitation letters (see Appendix E) and posters (see Appendix F) at 

the GLA Annual Communication meeting in June 2019. The Grand Secretary also issued 

invitations via email to lodge secretaries for distribution to their members. This meeting provided 

one of the single largest cross-sections of Freemasons from across Alberta, all of whom had 

shown interest in organizational ideas, issues, and problem solving. Following the advice of 

Stringer (2014), I offered those who could not attend the world café the ability to contribute to 

the study through the subsequent electronic survey methods. I utilized SurveyGizmo (n.d.), an 

electronic survey platform, to conduct the electronic surveys, which allowed for contributions 

from all members who wished to participate in the study. I selected SurveyGizmo because of its 

ability to collate and group data and for the platform’s superior user privacy through its keeping 

of all information on Canadian servers. 

Inquiry team. Members of my inquiry team helped to facilitate organizational 

interactions, planned and implemented the research methods with the participants, assisted with 

communications and technological issues, and acted as guides to help process data and emergent 

concepts. All members were considered candidates to help assess and interpret the findings of 

the data and to provide recommendations for how to implement the results towards actionable 

change. Most inquiry team members participated in some data interpretation and the provision of 
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recommendations. The participation by each member of my inquiry team was agreed upon and 

regulated by the Inquiry Team Member Letter of Agreement (see Appendix G). I detail each 

inquiry team member’s role in the list that follows. 

• Brian Wik (Chair of the Grand Lodge Communications Committee), Ron Kuban 

(Member if the Grand Lodge Communication Committee), and Steve Kennard 

(Member of the Grand Lodge Communications Committee and Editor of the Alberta 

Freemason Newsletter: These members helped communicate with and discuss with 

the committee responsible for problem-solving organizational issues. They assisted in 

coidentifying themes and meanings from the inquiry and providing recommendations 

toward the make-it-happen plan and may have an influence on its implementation. 

• Bill Kostenuk - Grand Lodge Secretary: Bill employed the standard organizational 

channels to communicate the elements of the project and provide information on and 

access to the surveys and the world café. This involved emailing the individual lodge 

secretaries for distribution to their lodges’ members. Bill helped organize and 

implement the world café on site, and assisted in coidentifying themes and meanings 

from the inquiry and providing recommendations towards the make-it-happen plan. 

Bill was also an essential source of organizational data and helped obtain permissions 

for their use when needed. 

• Rob Carr (Zetland No. 83 Lodge Junior Warden) and Tyler Smith (Former Royal 

Roads University Student in Master of Arts Leadership Program and current 

Freemason in Alberta): These members helped provide insight and understanding 

from that experience. They were extremely valuable assets when it came to 
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interpreting the data, identifying themes, and providing possible recommendations for 

organizational improvement. Both Rob Carr’s research experience in the effects of 

rituals on group loyalty and engagement and Tyler’s experience as a Royal Roads 

University Master of Arts in Leadership graduate proved invaluable during data 

theming process. 

• Zeph Wong – Royal Roads University Master of Arts Leadership student: At the time 

of writing, Zeph was completing a thesis-stream research project in the same program 

and was familiar with much of the literature and processes. I used Zeph as a reference 

to provide outsider and peer perspectives on my thoughts, recommendations, and 

understandings. 

Study Conduct 

I first attended the welcome table of the Grand Lodge Annual Communication in 

Calgary, Alberta, on June 14–15, 2019, to explain to the membership what my research was 

about and why it was of value to the organization. This meeting was the largest GLA meeting of 

the year, with over 600 members in attendance. I accomplished my communication by handing 

out information, invitations, and poster-style advertisement documents (see Appendices C, E, F, 

and H), and by verbally presenting the upcoming research to the attendees. 

Next, I had the GLA Secretary (a member of my inquiry team) distribute invitations to 

The world café by email. Once completed, I sent invitations to participate in the electronic 

surveys. I selected this method of recruiting because the GLA Secretary did not hold influence 

over other members and was the authorized disseminator of commutations and information 

between GLA and the 116 active lodges within Alberta (GLA, 2019). Although the individual 
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lodges were not required to distribute the invitation, their respective secretaries could do so with 

the approval of their lodge masters. This method addressed concerns regarding power over and 

ensured that the maximum number of members could be contacted without infringing on their 

privacy. Included in these communications were the invitations themselves (see Appendices E, I, 

and J), letters of consent (see Appendices K, L, and M), a letter of information on the research 

being conducted (see Appendix H), and an advertisement-style poster (see Appendix F). I 

provided these documents for participants to review again and/or complete at the time of the 

world café and electronic surveys, respectively. I also reviewed the discussion of sequence, 

implementation, timings, and conflict of interest concerns. Before conducting the world café, I 

reviewed the questions and process in detail with my thesis supervisor to ensure coherence and 

applicability (Greene, 2014). Similarly, prior to distributing the surveys, I reviewed the questions 

and sequences with my thesis supervisor and with a member of my inquiry team for the same 

reasons. I then passed the surveys through the SurveyGizmo (n.d.) test protocol and attempted 

completion of the surveys multiple times myself to ensure proper function and coherence. 

Throughout the process, I took advantage of my identity as an embedded member of the 

organization by using cultural language, values, and knowledge to maximize the potential of the 

cocreation process with the organizational membership (Brannick & Coghlan, 2007; 

G. Coleman, 2017; Glassman & Erdem, 2014; Greene, 2014; Lincoln, Lynham, & Guba, 2011; 

Stringer, 2014). This helped to build a foundation of confidence and understanding both for 

members and the leadership who actively participated in all data collection and interpretation 

events as their roles allowed. Using the ARE model, I worked with the organization’s leadership 

from the focus and framing stage until the move into the transition zone (Rowe et al., 2013). This 
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included attending and providing initial findings to garner feedback from the GLA’s Central 

District annual meeting. Many members of GLA’s leadership attending the meeting, including 

the current DGM and former GM in attendance. I was able to garner insights into the importance 

of improving communications within the organization and engagement with Masonic youth 

groups like DeMolay (Members 6 and 7, personal communication, October 26, 2019). 

I maintained regular communications, conducted meetings, held phone calls, and sent 

emails and text communications to obtain interpretations and feedback on my findings. The use 

of my inquiry team, and the make-it-happen meetings with he GM and DGM, ensured members 

of all rank and experience levels informed the process. Input and interpretations from my inquiry 

team members were especially valuable. These members included lodge secretaries, former 

worshipful masters, members of the Communications Committee, and nonmembers alike. The 

insights garnered from this broad set of experiences informed my findings and recommendations. 

From the make-it-happen discussions with the GM and the DGM, it was clear that the 

responsibility to take control and enact the resulting plan for the desired change was now in the 

hands of the organizational leadership. The DGM articulated this when he said, 

As we agreed to support you in the work you have done in your research project, we have 

a responsibility to include and apply the findings and recommendations that come from it 

in-whole or in-part in our plans for the organization. (R. Karbonik, personal 

communication, February 21, 2020) 

This process has embodied the first three stages of Stroh’s (2015) four-stage change 

process: 

1. Build a foundation for change and affirm their readiness for change. 
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2. Clarify current reality at all levels of the iceberg and accept their respective 

responsibilities for creating it. 

3. Make an explicit choice in favor of the aspiration they espouse. (p. 74) 

Through this approach, I believe that I have tailored a relatable and easily understandable 

approach to the organization. Combined with the cocreated recommendations for Stroh’s (2015) 

fourth stage: “Bridge the gap by focusing on high-leverage interventions, engaging additional 

stakeholders, and learning from experience” (p. 74). This should ensure sufficient support and 

momentum now that my part in the process has largely ended. Through make-it-happen 

meetings, a plan has been produced, which was informed by the recommendations in Chapter 5. 

GLA’s leadership has taken responsibility for this plan, which will lay a path toward positive 

organizational change. 

Data Analysis and Validity 

To avoid concerns of bias in IR informed research, I maintained a rigorous standard of 

data-driven qualitative inquiry to ensure the maintenance of validity and to avoid researcher bias 

(Coghlan, 2013). This began with the process I used to engage with and identify the relevant 

elements within my data. As Ryan and Bernard (2003) explained, 

Analysing text involves several tasks: (1) discovering themes and subthemes, 

(2) winnowing themes to a manageable few (i.e., deciding which themes are important in 

any project), (3) building hierarchies of themes or code books, and (4) linking themes 

into theoretical models. (p. 85) 

I manually processed the data from the world café based on the predetermined three core 

questions (see Appendix A) first, and followed with the CMS, and FMS in sequence before 
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engaging with all three sources as an intertwined system of unified data. I accomplished this 

initially on my own, and eventually, with the help of inquiry team members largely through the 

use of an approach, Nowell et al. (2017) called thematic analysis. Nowell et al. (2017) described 

the thematic analysis as “a method for identifying analyzing, organizing, describing, and 

reporting themes found within a data set” (p. 2), which when done rigorously “can produce 

trustworthy and insightful findings” (p. 2). 

I utilized this approach within Microsoft Word documents through four techniques 

identified by Ryan and Bernard (2003):  

1. I looked for repetitions in the data to indicate commonality of experience and 

relevance and applied initial codes (Nowell et al., 2017).  

2. I identified similarities and differences between individual answers, groups, and the 

three data collection methods and began to identify themes, which had been noted as 

relevant by numerous authors (Nowell et al., 2017; Taylor-Powell & Renner, 2003). 

3. I completed a search to help identify linguistic connectors such as “because” and 

“instead of” to note member quotations. As Taylor-Powell and Renner (2003) 

recommended, I included some of these to support themes, which alluded to potential 

alternate organizational futures 

4. I cutting and sorted the data in multiple iterations to produce a sequentially accurate 

and clearer picture of major and subthemes (Taylor-Powell & Renner, 2003).  

I applied this process to all three sources of data (i.e., world café, CMS, and FMS), and, 

with the input of inquiry team members, informed alternative and emergent understandings and 

adjustments in the identified themes within both organizational and member contexts. While this 
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process was labour intensive (Ryan & Bernard, 2003), it provided me with the benefit of 

becoming intimately familiar with the data (Taylor-Powell & Renner, 2003) and the interpretive 

lenses of my inquiry team members. Nowell et al. (2017) described this process as vital for the 

researcher to “immerse themselves with the data to familiarize themselves with the depth and 

breadth of the content” (p. 5). Taylor-Powell and Renner (2003) even suggested this process as 

the “crux of qualitative analysis” (p. 2). 

Stringer (2014) explained the importance of using multiple sources in credible research. 

Drawing from two data collection methods (i.e., the world café and surveys) and three separate 

inquiries, which engaged two separate groups (current and former members) along a full cross-

section of potential participants, I was able to employ thorough triangulation of the data (Glesne, 

2016; Nowell et al., 2017; Patton, 1999; Stringer, 2014) and ensured “cross-data validity checks” 

(Patton, 1999, p. 1192). 

To maintain validity and rigour, I used member checking and diverse case analysis 

techniques (Stringer, 2014) by reviewing and discussing the emergent data with the relevant 

members of my inquiry team. Numerous qualitative scholars identified this practice of consensus 

on emergent themes and coding across multiple methods and coders to safeguard validity and 

reliability (Glesne, 2016; Nowell et al., 2017; Patton, 1999; Ryan & Bernard, 2003; Stringer, 

2014). I then worked with my organizational sponsor, organizational leadership, and relevant 

committee members to assess the initial conclusions. This refined our understanding from an 

organizational context through the process of a researcher or analyst triangulation (Nowell et al., 

2017; Patton, 1999; Stringer, 2014). This manifested through meetings (both in-person and by 
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digital means), discussions, and individual correspondence to cocreate a final understanding and 

develop actionable recommendations to help address member retention. 

To ensure what Greene (2014), Nowell et al. (2017), and Stringer (2014) referred to as 

confirmability in research, and through what Greene (2014) and Glesne (2016) called an audit 

trail, I recorded dates and details of all of my communications, inquiries, meetings, and hours 

spent through a combination of my calendar, research journal, emails, and physical files. 

Researcher bias is always potentially at play, which is why I sought to ensure the trustworthiness 

of my work. I took time to reflect on subjective areas in which I might impart bias and to garner 

insight from inquiry team members and my thesis supervisor (Glesne, 2016). Greene (2014) 

identified the importance of shifting to outsider perspectives when attempting to avoid bias and a 

lack of objectivity towards increased validity. This informed my decision to include an 

organizational outsider as part of my Inquiry Team. Zeph Wong helped me to examine the data 

from a nonorganizational and nonexclusively male perspective (Z. Wong, personal 

communication, January 17, 2020). The approach of ad hoc comparison proved particularly 

valuable from a learning and validity perspective. As previously introduced, I also included a 

broad range of organizational members and individuals familiar with the Royal Roads University 

Master of Arts in Leadership program on my inquiry team. These individuals helped provide a 

broad but relevant spectrum of interpretations and views, which mitigated any emerging bias. 

Ethical Implications 

I have taken steps to ensure my research aligned with the three core principles of 

Canadian Institutes of Health Research (CIHR), Natural Sciences and Engineering Research 

Council of Canada, & Social Sciences and Humanities Research Council of Canada (2018): 
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respect for persons, concern for welfare, and justice. As such, I have no reason to believe that my 

research elicited any ethical concerns. These elements were fully reviewed and approved by the 

Royal Roads University Research Ethics Board and my thesis supervisor to ensure that all 

sections remained within ethical guidelines. Any shifts or adjustments in the study or its 

participants during the research were also vetted through those same parties to ensure full 

compliance with Royal Roads University ethics policies. 

Respect for persons. Nothing in the research I conducted failed to recognize “the 

intrinsic value of human beings and the respect and consideration that they are due” (CIHR et al., 

2018, p. 6). Greene (2014) and Råheim et al. (2016) identified the common ethical concern in the 

inquiry of the power imbalance often encountered between the research and those being 

subjected to the research process. This was mitigated in my study partially through the 

organizational culture of treating people as equals regardless of rank or status as well as through 

the use of anonymous surveys and group discussion. In this way, I acted more as a facilitator 

than in the role of a researcher, as often envisioned through the lens of quantitative positivist 

research paradigms. 

I also prioritized the Tri-Council Policy Statement’s (CIHR et al., 2018) principle of 

autonomy through the use of clear explanations in all documents informing potential participants 

that they were under no obligation to participate and could remove themselves from the research 

at any time. This included embodying the principles of accountability and transparency espoused 

by CIHR et al. (2018) in all stages of my research and communications associated with the 

research. 
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Concern for welfare. Throughout the inquiry, I sought to keep in mind the need to 

ensure the quality of researcher and participant experiences alike. This was done in an effort to 

mitigate the potential risk of the ripple effects that may come from participation in research 

(CIHR et al., 2018). Råheim et al. (2016) described a sense of vulnerability for researchers who 

can also find themselves with “feelings of being at the mercy of the [research] participants” 

(p. 9). Within an organization, assessing and mitigating the vulnerability and emotional stress of 

researchers and participants alike was essential to the ethics of this process. Råheim et al. (2016) 

described situations in which this can emerge when “confronting complex negotiations about the 

research agenda, about which knowledge was to be counted as relevant, shifts in ‘inferior’ and 

‘superior’ knowledge positions, as well as ethical dilemmas” (p. 10). I experienced versions of 

these vulnerabilities myself when having to prioritize my research over regular lodge attendance. 

Fortunately, I had individuals acting on my behalf, which mitigated this concern (Member 3, 

personal communication, January 1, 2020). I was also able to mitigate power-over dynamics for 

members through the use of anonymity, the ability to contribute to the research online, and 

approaching my research from an appreciative stance (Bushe, 2007, 2012; Cooperrider & 

Whitey, 2001). Concern for welfare was embodied throughout the research as a further reflection 

of the organization’s principle of avoiding the discussion of elements that could be offensive or 

divisive to its members. These concepts remained core elements of practice throughout the 

conduct of my data collection. I ensured that I reiterate the communal and trusted nature of the 

process, the need for anonymity, and the importance of respect for one another. Participants were 

also required to sign or digitally agree to consent/confidentiality forms for all phases of my 

research. 
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Justice. According to the Tri-Council Policy Statement (CIHR et al., 2018), “Justice 

refers to the obligation to treat people fairly and equitably” (p. 8). I included all members of the 

organization who were interested in participating, with the exception of the members of my 

inquiry team and organizational partner. All interested parties were encouraged and considered 

as equally valuable to my research. The use of both a world café and surveys provided 

accessibility to participate by all parties regardless of geographical limitations or currency of 

membership. In turn, I have no concerns over any members having been treated unfairly or 

inequitably. The nature of the organization’s culture places all members on the same level of 

relevance and importance regardless of socioeconomic status, which helped to ensure that all 

individuals who took part in the inquiry were treated fairly and equitably by other participants 

and organizational members as well. Equally important to justice has been my process of first 

gaining approval through GLA and other Masonic organizations for the use of any Freemason 

documents or discussion of organizational practices to ensure that the organization’s traditions 

are fully respected. 

Chapter Summary 

In this chapter, I discussed the use of Rowe et al.’s (2013) ARE engaged action-oriented 

research approach informed by IR and actioned through an appreciative stance. I summarized the 

methods used to produce data as well as the techniques and approaches used to analyze and 

synthesize the data with the help of organizational leadership and my inquiry team. This was 

concluded with the discussion of ethical considerations and future outputs of my research. The 

following chapter discusses the research findings and conclusions. Subsequently, Chapter 5 
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articulates cocreated recommendations and their implementation plan as developed with GLA’s 

GM and DGM through make-it-happen meetings. 
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Chapter 4: Inquiry Project Findings and Conclusions 

In this chapter, I present the findings, conclusions, as well as the scope and limitations of 

my research. The findings and conclusions are discussed as related to the following inquiry 

question: How can Freemason lodges in Alberta better retain members? The findings and 

conclusions also address the four subquestions: 

1. How do the expectations of Freemasons differ from their experiences? 

2. What do organizational leaders and current members believe the organization offers 

members, and how does it present those offerings? 

3. Why do members in the organization choose to stay or leave? 

4. How can organizational leadership improve engagement for current members? 

Study Findings 

The findings in this section are supported by anonymous survey data (CMS and FMS) 

and excerpts from the world café (WC). They are also supported by both anonymous and 

identified personal communications drawn from phone calls, emails, text messages, and in-

person meetings or GLA events. All communications have been used with permission from the 

members. Those who wished to remain anonymous are listed as Member 1–8. I hold a list of the 

anonymous members’ identities as the researcher. Quotes or excerpts from the CMS, FMS, or 

WC data are labelled as such. This coding was used to maintain the highest possible degree of 

ethical research by protecting respondents’ identities. Themes of leadership/organizational 

culture, education/learning, social/community, and morals/virtues broadly informed the eventual 

findings. The following five findings arose from across the inquiry: 

1. Members were largely positive about their experiences. 
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2. Members desire more creative, modern, and family-inclusive educational and social 

opportunities. 

3. Members desire further leadership and management training. 

4. Increased organizational transparency and communication toward unified futures 

enhances engagement. 

5. Intergenerational communication could be enhanced. 

Finding 1: Members were largely positive about their experiences. Through the CMS, 

current members were asked to rate how satisfied they were with their experience so far in 

Freemasonry. The respondents included members with various amounts of time in the 

organization, as shown in Figure 3. 

 
Figure 3. Years as a member reported by CMS respondents. 

Note. Based on 257 respondents. 

On the CMS, respondents who were asked, “How satisfied would you say you are with 

your experience thus far in Freemasonry?” Of the 257 respondents, 86% provided predominantly 

positive responses that ranged between “Satisfied” and “Extremely Satisfied” (see Figure 4). 
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Figure 4. CMS respondents reported satisfaction with experiences in freemasonry. 

Note. Based on 257 respondents. 

This spoke to the relevance of Freemasonry to its members, which was supported further 

by respondents’ self-reported attendance (see Figure 5). With most lodges having one to two 

meetings per month, the majority of respondents attended at least once per month, with some 

attending two, three, or more times per month. 

 
Figure 5. CMS respondents’ reported monthly attendance. 
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Note. Based on 257 respondents. 

It should be noted, however, that these numbers were reported from those sufficiently 

invested in GLA to participate in the research. As such, these findings may not be fully 

representative of the 5,810 members across the province. A member of my inquiry team 

suggested that any member reporting as “Satisfied” or below was vulnerable to stressors that 

could lead them to leave the organization (Member 1, personal communication, December 15, 

2019). 

The WC helped to shed light on what positive experiences might be most valuable to 

members. In the WC, participants were asked the question, “What is your post positive 

experience as a Freemason?” In response, participants expressed interlodge visitation across the 

world to be of particular value (WC). Within this, participants often noted the positive 

experience of fraternal kinship and love (WC). One WC respondent stated that a “sense of 

community from the fraternity” and “the brothers in the craft” were “always exceptional.” Other 

scribed quotes that highlighted the importance of fraternal ties to their experiences included 

“being able to go into a room and knowing the names of good group of Brothers, being welcome, 

and open & friendly” (WC) and “my association with quality men from all walks of life” (WC). 

In the CMS, participants’ responses further supported the importance of social relationships and 

a sense of community for members in response to the question, “Based on the reasons you joined 

Freemasonry from Question 4, how well have your expectations related to Freemasonry been 

met?” In the open text option for this question, most respondents’ answers related to 

social/community experiences. Of the 24 positive responses, most focused on a desire for 

brotherhood, fellowship, or their having been inspired by someone they knew who was a Mason. 
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Finding 2: Members desire more creative, modern, and family-inclusive educational 

and social opportunities. Responses to the CMS identified themes of education/learning and 

social/community as significant to GLA members. On the CMS, I posed the question, 

“Freemasonry talks about taking good men and making them better. What tools would you say 

Freemasonry has given you that have made you a better man?” The most prominent theme of the 

219 participant responses was education/learning. Most of these responses identified personal 

development as the most positive benefit of being a Freemason. The following subthemes 

emerged from within this: (a) communication and interpersonal skills, (b) understanding and 

respect for others, (c) self-confidence, and (d) tolerance and learning from ritual. 

CMS respondents often offered statements such as “social skill development,” 

“examination and sharpening of my personal values and morals,” “introducing me to people I 

normally wouldn’t associate with,” “public speaking skills,” and “teaching me the value of 

committing myself to responsibilities.” These quotes summarize the broader sentiment of the 

finding. Continuing the blended importance of educational, social, and moral development, one 

member stated, “Being a part of something with a long and historic background has brought a 

new confidence in me when I was initiated in 2015 and to this day I am still proud to call myself 

a mason” (CMS). Although members noted personal development as their greatest area of 

growth through the organization, their experiences in organizational learning were multifaceted.  

On the CMS, I posed the question, “If there was one thing that you would change about 

Masonry or how lodge is practiced that would increase either your attendance or satisfaction with 

the Craft, what would it be?” In response, respondents identified education/learning as one of the 

areas that needed the most improvement to increase attendance and member satisfaction. With 
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105 responses, education/learning fell short of the most identified theme of 

leadership/organizational culture by only 12 responses. Three prominent subthemes arose 

relating to education/learning with a focus on what most needed to be changed: 

1. Better, more creative/engaging, and more regular education that is not always focused 

on Masonry but includes usable skills. 

2. More meetings that include family and the community at large. 

3. More discussion of ritual/symbols meanings and application to life. 

Subtheme 1: Better, more creative/engaging, and more regular education that is not 

always focused on Masonry but includes usable skills. Several CMS participants’ responses 

related to Subtheme 1. One respondent summarized this by stating, “Lodges (generally) need to 

provide more education and superior mentorship (distinct from catechism)” (CMS). More than 

one respondent identified a lack of resources from their own lodge and from the Grand Lodge as 

contributing factors to this problem. A quote from the WC remained more optimistic: “Education 

at every meeting has been missing but improving as resources are becoming readily accessible 

i.e., Google” (WC). This may allude to the positive potential of dedicated online Masonic 

education resources.  

Subtheme 2: More meetings that include family and the community at large. 

Addressing a broader inclusion of outside members, a CMS respondent stated that GLA would 

benefit from “more activity outside the lodge in the wider community. Opportunities to 

participate more without having to learn more texts by heart. My biggest restraint has been my 

work commitments these last few years” (CMS). FMS respondents also discussed the same 

concerns and stated that they left the organization for those very reasons. This spoke to a larger 
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problem among young professionals and members with new families. Less formal meetings and 

opportunities to include their families may increase attendance and reduce negative retention.  

Subtheme 3: More discussion of ritual/symbols meanings and application to life. A 

desire emerged for better instruction on Masonic ritual and symbols and how their lessons can be 

applied to members’ daily lives. One CMS respondent found this particularly lacking and 

recommended,  

Discuss what the meaning of the degrees might be. In general we discourage meaningful 

discourse and have relinquished our thoughtful insight in religion and politics where once 

we were leaders. We were the repository of intellect and debated issues of great 

importance. We built Nations. Debated with respectful vigor. Now we talk about 

sandwiches. 

This poignant observation was supported by a member of my inquiry team in discussion of 

emergent themes. He explained, “The biggest problem we have is that members feel they don’t 

understand the craft and can’t explain it sufficiently to new brethren. Better education will lead 

to better recruitment and retention” (Member 8, personal communication, December 20, 2019). 

Another member mirrored this sentiment in a similar discussion (Member 1, personal 

communication, December 15, 2019). The FMS also identified this as an area that former 

members felt needed to be addressed. One former member stated, “R&E [research & education] 

is often lacking as well” (FMS). 

Finding 3: Members desire further leadership and management training. 

Respondents of the CMS and WC both identified the need for increased availability and 

professionalization of leadership/management training. This could be viewed both from 
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members’ desire for personal development and from a perspective of improving the 

organization’s ability to address member needs. On the CMS, I posed the question, “If there was 

one thing that you would change about Masonry or how lodge is practiced that would increase 

either your attendance or satisfaction with the Craft, what would it be?” Based on participants’ 

responses to this question, the most prevalent theme was leadership/organizational culture. 

Discussing leadership and organizational management during the WC, senior members 

concluded that there was a “lack of clear direct use of programs, currency of those programs in 

use, and a lack of participation from members” (WC). Members of my inquiry team agreed with 

this sentiment, with one senior member noting that internal leadership programs were once 

regularly used but have fallen out of practice (Member 2, personal communication, January 8, 

2020). One CMS respondent summarized a common sentiment from the survey, stating, “There 

should be extensive . . . [training] courses provided for leadership training that is mandatory to 

take before you are allowed to run for a grand lodge position” (CMS). Several participants, all of 

whom have held senior positions in the organization, commented on the idea that “GLA leaders 

need to be trained to lead” (WC). Many participants offered simple but poignant statements, 

highlighting the “need [for] leadership training. TRUE Leadership” (WC) and “mentoring & 

leadership of new members – education” (WC). The participants of the WC also discussed 

challenges to effective leadership: “[Sitting] in a lodge position for 1–2 years is not a lot of time 

to want to try to find possible improvements in the lodge, not in the position long enough to 

affect change” (WC). This only accentuates the need for consistent high-quality leadership and 

management training at all levels to maximize the short time leaders have to affect change. 

Respondents from the FMS did indicate that leadership was important to them. They focused 
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more on the importance of inclusive practices and listening to members needs rather than on 

training itself. Their feedback, however, offered insights into what training may need to focus on 

to increase member retention. 

Members of my inquiry team also suggested formal training programs are important to 

improve leadership capacity (Member 1, personal communication, February 7, 2020; Member 2, 

personal communication, January 8, 2020). Respondents from the WC and CMS also indicated 

the need for increased mentorship to address member concerns. Blending this concept of a need 

for training and mentorship, one member in a lodge-level leadership role discussed the need for 

“more education and mentoring. When I agreed to be JW [Junior Warden] I asked what there 

was to help me learn the work and was told: ‘just read the blue book’. That’s not helpful at all.” 

(CMS). Participants in the WC identified a lack of mentorship as a direct contributor to retention 

issues. One member suggested the need for “mentorship once becoming a MM [Master Mason] 

as there is a void created, and members stop attending” (WC). This highlights the importance of 

including mentorship within future leadership or management training. 

Finding 4: Increased organizational transparency and communication toward 

unified futures enhances engagement. Discussion during the close-out of the WC indicated a 

“need [for] better communication across the organizations” (WC). This was contextualized 

between lodges, and between the Grand Lodge and the various entities in the organization. The 

discussion also identified a “lack of follow-through and attention to being more organized” (WC) 

within the organization. In the CMS, I posed question, “If there was one thing that you would 

change about Masonry or how lodge is practiced that would increase either your attendance or 

satisfaction with the Craft, what would it be?” In response, one respondent aptly observed the 
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need to improve “transparency in how we work with each other. An ability to look at how other 

organizations succeed. To recognize that the constitution and the work are guides and not 

ultimatums that often get used as bludgeons” (CMS). The members’ lack of understanding as to 

what the Grand Lodge does suggests that increased transparency through improved 

communication may be a way to bolster trust and credibility. The close-out session of the WC 

also identified “a lack of creative problem solving” (WC) as an issue in GLA. It is reasonable to 

consider that increased transparency and communication will enable members to become more 

engaged in the organizational process and allow for the generation of new ideas. 

From an organizational communication and transparency perspective, one respondent 

said, 

In addition, research on current generations identifies that they may need a purpose and 

current design of Freemasonry may need to provide more than just a sense of belonging. 

Are we sticking hard to traditions or are we willing to adapt and change? (CMS) 

This was mirrored in the statement, “We need a purpose. It used to have a purpose and 

used to be a progressive science centuries before, but now it’s just becoming an old boys club. 

Need to strike a balance between being useful and respecting tradition” (CMS). This member is 

referring to the seven liberal arts and sciences upon which Freemasonry bases its moral 

teachings: grammar, logic, rhetoric, music, arithmetic, geometry, and astronomy. The statement 

reflects a sense of lost identity or clear organizational direction to GLA members. While 

discussing findings in the data with multiple members of my inquiry team, concerns over a lack 

of unified purpose were regularly communicated. Participants identified the need for MVV 

statements, a strategic plan, and a communications as central to provide an agreed-upon aim for 
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the larger organization and individual lodges alike. One quote from an FMS respondent who left 

and came back to Freemasonry was quite telling: 

It seems to be inevitable that a core of masons in my lodge and most lodges I have visited 

begin, whether they are in office or not, to feel that they rule the lodge and set the 

direction and standards for the lodge. This effect often overshadows lodge officers who 

often tend to defer to the “core.” (FMS) 

Member 4 in particular stated, “This screams the need for MVV to me. Help provide 

clarity and designed jointly so that all understand who they are and what they stand for in 

accordance with their lodge and GL [Grand Lodge]” (Member 4, personal communication, 

January 2, 2020). Looking one step further to increased engagement with potential new 

members, a CMS respondent suggested, “More public promotion of the Craft, which has begun 

with UGLE [United Grand Lodge of England], would encourage more prospective members to 

make enquiries” (CMS). 

CMS respondents who said they would find value in more communication processes like 

the WC were asked why. They listed reasons like “open communication and discussions always 

open your mind” (CMS). One respondent explained that this type of communication offered an 

“opportunity to share ideas and hear what others hold true reinforces personal beliefs and allows 

for growth in areas not otherwise thought of during the initial table discussion” (CMS). Truly 

reflecting the potential to increase engagement through greater communication, a leader from the 

organization explained, “The more one listens to others the better chance they have to learn more 

and improve themselves. These need to be discussions not lectures from one individual. 

Everyone needs to be able to speak” (CMS). 
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Finding 5: Intergenerational communication could be enhanced. A common finding 

from the data was that older members of the organization were resistant to new ideas presented 

by younger members. A former member explained this more broadly in saying that the 

organization needs to “1. Get into the 21st century thinking 2. Be more interesting to 

professionals 3. Be flexible regarding memory works – allow use of personal prompts (not 

everybody has time to rehearse / memorize extensively” (FMS). These three suggestions refer to 

common practices that are comfortable for longstanding members that are resistant to change. 

Not all members, however, are supportive of change. When asked what could be improved in the 

organization to increase their attendance or satisfaction, one member said, 

I enjoy the craft as it is, I love our history and our willingness to stay true to what has 

brought us success for hundreds of years. I would encourage more lodges that struggle to 

get out with each other more often. (CMS) 

This may be an indicator of the difference between generational mindsets, although the age of 

this respondent is unclear. Showing that an adaptation of mindset is likely required between 

generations, another respondent observed the following: 

There is not enough information to entice today’s generation. I often wonder if access to 

today’s technologies has filled a gap of camaraderie and belonging that never existed in 

previous generations. Society is connected now more than ever; perhaps the need to be 

part of a social group isn’t as necessary as it used to be. (CMS) 

While helping to interpret the data, an inquiry team member stated that he closely 

identifies with this idea (Member 4, personal communication, January 2, 2020). Discussing 

challenges faced in the organization, one scribe noted, “Senior members trying to run the lodge 
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trying to usurp the W.M. [Worshipful Master]” (WC). A second participant simply put 

“Generational?” (WC). The sentiment of this finding can be summarized by a CMS respondent 

who said, “Need people to be more open with the current times. Lodge needs to evolve and have 

younger members ideas put into play” (CMS). 

Summary of findings. I derived the study’s five findings from interpretation of the data 

with insights from my inquiry team members. The feedback gathered from respondents was 

largely positive; however, they also offered areas for organizational improvement. Common 

themes within the findings showed a desire from members for increased transparency and 

communication, improved professionalization and development opportunities, and a general 

need for modernization. Members indicated that improved communication and relationships 

between members of different generations would be of particular value. Areas for improvement 

also included leadership and management training and a greater inclusion of family in lodge 

events. These findings informed the conclusions in the following section. 

Study Conclusions 

Through analysis of the data, findings, and comparisons with the literature, I developed 

the following four conclusions to support the GLA in enhancing member retention and 

engagement: 

1. GLA members’ expectations are met in some areas and could be improved in others. 

2. Members experience multiple benefits; how they are offered could be improved. 

3. A sense of inclusion and purpose is key for members to remain Freemasons; staying 

or leaving is motivated by multiple factors. 

4. GLA leadership could improve engagement by increasing centralized resources. 
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The following section discusses these conclusions. I based these conclusions on three 

emergent themes, which I identified across the CMS, FMS, and WC research tools that were 

employed. The three emergent themes were: (a) leadership/organizational culture, 

(b) education/learning, and (c) social/community. These elements have helped to place this 

research as a contributing work to the larger academic field of Masonic research and 

organizational change literature by answering the following research question: How can 

Freemason lodges in Alberta better retain members? The study conclusions also answer the four 

subquestions: 

1. How do the expectations of Freemasons differ from their experiences? 

2. What do organizational leaders and current members believe the organization offers 

members, and how does it present those offerings? 

3. Why do members in the organization choose to stay or leave? 

4. How can organizational leadership improve engagement for current members? 

Conclusion 1: GLA members’ expectations are met in some areas and could be 

improved in others. The results of the CMS showed the highest ratings were attributed to how 

well member expectations were met related to education and learning. As subjects, participants 

indicated “Masonic history” and “Masonic secrets and mysteries” meet member expectations, as 

were concepts of personal development and a sense of spiritual growth (CMS). However, 

participants noted expectations and desires for “esoteric/philosophical discussion and learning” 

were not met (CMS, WC). As discussed in Finding 1, and similarly found in research by Kenny 

(2016), participants rated making new friends as a relevant factor in members joining and stated 

that their expectations were more than met in this area. However, the following specific subjects 
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did not meet member expectations: (a) fellowship and belonging to a community, (b) looking for 

relationships with similarly minded individuals and morals, and (c) joining because of the 

example set by family or friends did not meet expectations (CMS, WC). The survey findings 

closely mirrored the WC results, which concluded, “There is a lack of 

comradery/fellowship/activities between tyled [closed to the public] lodge nights/meetings” 

(WC). 

The desire to learn more about the esoteric and symbolic elements of Freemasonry is well 

within the expertise of the organization to teach. This makes taking steps to increase member 

engagement on this subject at the lodge level extremely achievable. Kenny (2016) suggested the 

effective use of symbolism and ritual could strengthen communal ties between masons. These 

approaches may also serve to create a stronger bond between the members and the organization. 

Bielefeld and Cleveland (2013) identified the importance for members of FBOs to actualize their 

spirituality in real-world experiences. While Masonry is not an FBO in the traditional sense, it 

does share characteristics. This allows potential to use deeper teachings of Masonic symbolism 

and esoteric ideas to act as a catalyst to member self-actualization. From this framing the 

actualization could be experienced equally by teacher and student. Bassous (2015) proposed that 

within a faith-based context, Maslow’s (1943) hierarchy of needs may be inverted. This may 

indicate that a member’s ability to identify with and feel a part of the spiritual, symbolic, or 

actualizing elements of Freemasonry are essential to their satisfaction and subsequent retention 

in the organization. The broader FBO literature similarly indicated that within spiritual 

organizations, moral meanings were particularly important to members (Bassous, 2015; Dantley, 

2005; Erasmus & Morey, 2016; Jeavons, 2004). Masonic symbolism, philosophy, and esoteric 
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concepts are grounded in moral and spiritual framings. Enabling lodges to better teach their 

deeper meanings may translate to stronger emotional and moral ties to the organization and 

improved membership. 

These findings also suggest that there may be room to increase the quality of 

relationships for members, which in turn may help buffer against loss of those members. The 

FBO literature found in Chapter 2 identified social relationships as important to faith-based 

nonprofit organizations (Bielefeld & Cleveland, 2013; Netting et al., 2005). Bielefeld and 

Cleveland (2013) specifically identified “dignity, respect, compassion, empathy, hospitality, and 

unconditional positive regard” (p. 450) as central to relationships in all FBOs. These 

characteristics embody the terms “comradery” and “fellowship” identified by the WC and may 

provide a foundation for GLA to define them when framing the organizational culture. 

Stoyanova and Iliev (2017) identified quality relationships up and across organizational 

hierarchies as important to retention. The concepts Bielefeld and Cleveland (2013) identified are 

mirrored in the esoteric and moral philosophy of Freemasonry. By better explaining and 

instructing these teachings in an engaging fashion outside of ritual, stronger relationships and 

increased fellowship may be a by-product. 

Conclusion 2: Members experience multiple benefits; how they are offered could be 

improved. GLA members who participated in the CMS stated that experiences within the theme 

of education/learning were the most beneficial part of being a Freemason. Finding 2 noted a need 

for a greater breadth of education and new formats to communicate learning. Members 

particularly valued development in confidence, social skills, public speaking, commitment, 

responsibility, leadership, and organizational skills (CMS). Many members, however, also 
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identified a lack of non-Masonic education and the absence of professionalized leadership 

training in the organization (CMS). Others specifically mentioned a shortage of events or 

attempts to attract younger members (CMS, FMS, WC). Members also described the need for a 

mentorship program as crucial to member satisfaction and retention (CMS, WC). 

This appears to be an opportunity for GLA to maximize member engagement through 

creative instruction and training methods that align with member interests. Scholars like Naim 

and Lenka (2018),and Papa et al. (2018) correlated the training of employees with retention. The 

importance of training to member satisfaction and retention is mirrored in the nonprofit volunteer 

literature (Brewis et al., 2010; C. R. Coleman, 2017; Gaskin, 2003; Hager & Brudney, 2004a, 

2004b; Henderson & Sowa, 2018; Martens, 2017; Voluntary Sector Initiative, n.d.). The 

inclusion of training and development opportunities through engaged methods was found to be 

particularly important to Gen Y employees (Lowe et al., 2008). Ultimately, this can be 

accomplished through the development of an organizational culture that actively promotes 

learning for members of all ages through innovative and engaging methods (Aruna & Anitha, 

2015; Kouzes & Posner, 2012; Naim & Lenka, 2018; Sandhya & Pradeep Kumar, 2011; Senge, 

2006). This does not mean that long or costly programs are the solution for GLA. Yanay and 

Yanay (2008) noted that training in volunteer organizations should be relevant and concise. 

Scholars also identified organizational professionalization and training in leadership as especially 

valuable (Bassous, 2015; Bielefeld & Cleveland, 2013; Dantley, 2005; Erasmus & Morey, 2016; 

Leviton et al., 2006; Netting et al., 2005; Njeri et al., 2019). Development in these areas aligns 

with the stated desires of GLA respondents (CMS, WC). The relevant FBO and employee 

literature reviewed in Chapter 2 revealed that organizational members (C. R. Coleman, 2017; 
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Leviton et al., 2006), especially Generation Y employees (Aruna & Anitha, 2015; Lowe et al., 

2008), prefer to be mentored rather than directed. Respondents from across data collection 

methods stated a desired to attract and retain younger members (CMS, FMS, WC). The inclusion 

of a dedicated mentoring program (WC) combined with professionalization training in 

leadership, public speaking, and management skills, may be of value. 

Conclusion 3: A sense of inclusion and purpose is key for members to remain 

Freemasons; staying or leaving is motivated by multiple factors. As discussed in Finding 4, 

when asked what needs to be done to increase member satisfaction and retention, CMS, FMS, 

and WC respondents noted a desire for greater inclusion and a unified purpose. Participants also 

identified the desire for increased communication and transparency across the organization 

(CMS, WC). Producing and promulgating a shared purpose and aim for GLA may unify 

members under common goals. Support to individual lodges in the development of aligned aims 

and plans of their own may also prove valuable (Member 4, personal communication, January 8, 

2020). This has the potential to increase inclusion, communication, and collaboration by bringing 

members together with a focus on a shared future. Providing members a more personal voice in 

organizational direction may also help alleviate what some respondents identified as an overly 

political and nontransparent organization (CMS). 

FBO scholars (Bassous, 2015; Butt et al., 2017; Dantley, 2005) and other Masonic 

organizations (Grand Lodge of California, n.d.) acknowledged the importance of organizations 

having a clearly defined vision and stated long-term goals to move towards. Bassous (2015) 

stated, “Motivation to achieve organizational objectives is directly linked to the mission, vision, 

and impact of the organization’s programs and activities” (p. 374). Similarly, Stoyanova and 
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Iliev (2017) identified employees’ familiarity with the mission and their perceived ability to 

contribute to it as important to retention. With GLA being a values-based organization, it is 

particularly relevant to ensure that members feel they are contributing to organizational goals 

that are congruent with their values (Carr et al., 2006). Ramlall (2004) and Sandhya and Pradeep 

Kumar (2011) noted that a failure to do so may increase retention issues. Sandhya and Pradeep 

Kumar further expressed, “A transparent work environment serves as one of the primary triggers 

which facilitate accountability, trust, communication, responsibility, [and] pride” (p. 1781). In 

further support of this, Naim and Lenka (2018) stated, “Given the strategic importance of young 

generation employees as the future leaders, communicating the vision creates alignment between 

individual objectives and organizational strategy” (p. 440). This reveals that organizational 

communication and transparency are intertwined. The inclusion of members at all levels in 

choosing a shared direction for the organization to move toward is, therefore, important to 

strengthen members’ ties to the organization (Malik et al., 2017). 

Conclusion 4: GLA leadership could improve engagement by increasing centralized 

resources. Finding 2 showed education/learning to be the most identified benefit for GLA 

members. This finding also noted that the modernization and accessibility of education for 

members was an important area to improve to promote increased member satisfaction and 

retention (CMS, FMS, WC). Continuing with the subject of bringing the organization together to 

support a unified purpose, centralized online learning resources may promote collaboration and 

address lodges’ resource concerns (CMS). 

An organization’s resources were found to be a relevant factor in its ability to provide 

training and managerial support. Brewis et al. (2010) identified that organizations with few or no 
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paid staff generally operate in isolation from other organizations. While paid members may not 

be an option, GLA may be able to encourage groups of volunteers to come together to find 

creative solutions to shortages of resources. As discussed in Chapter 2, collaboration on projects 

can be increased through the use of effectively utilized newsletters, break-out sessions, and 

social media platforms (Aruna & Anitha, 2015; Hanna et al., 2017; Sandhya & Pradeep Kumar, 

2011). Lowe et al. (2008) explained that training and development must be treated as long-term 

investments that will pay dividends over time. Aruna and Anitha (2015) identified “continuous 

learning, multimedia training, and e-learning” (p. 50) as excellent training tools and relevant to 

retention of younger members. 

Authors from across the organizational retention literature identified members themselves 

as resources to be invested in. This is accomplished by getting to know members’ interests and 

motivations and by offering developmental opportunities in those areas of interest (Brudney & 

Meijs, 2009; Butt et al., 2017; Chacón et al., 2017; Clary et al., 1998; C. R. Coleman, 2017; 

Gaskin, 2003; Sandhya & Pradeep Kumar, 2011; Yamashita et al., 2017). This can be viewed as 

“a mutual interest in meeting the personal need and program goals of the participant” (Netting et 

al., 2005, p. 189). The importance of identification and alignment of current and incoming 

members’ interests with organizational goals and educational resources may be the most relevant 

revelation provided by the scholarly literature. 

Scope and Limitations of the Inquiry 

During the execution of this action-oriented inquiry project I identified six notable 

limitations. The first limitation of this inquiry was that I was unable to differentiate between 

respondent experiences from rural lodges and those from larger city lodges. This is relevant as 
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the breadth of member experience, education levels, mental models, economic factors, pool of 

potential candidates, and available resources differ significantly between the two groups 

(Member 4, personal communication, October 20, 2019). 

Second, Freemasonry is an international organization with an extremely decentralized 

leadership structure that does not rise above the provincial and state or sometimes the national 

level. This means that there are different interpretations of how to apply masonic regulations, 

practices, and traditions across the world. Different economic, social, legal, and geopolitical 

environments may have produced different needs and root causes to membership challenges 

across the various grand lodges. The degree to which each group applies spiritual elements, their 

members’ levels of education, and age demographics may also differ. This study may prove to be 

a valuable framework to base actionable change on for other grand lodges. Local factors, 

however, will also need to be assessed and individual solutions may need to be applied either 

fully or in part. 

Upon discussion with a member of my inquiry team who does not belong to GLA, I 

identified a third limitation in the scope of my literature review (Z. Wong, personal 

communication, January 17, 2020). It became apparent that a delving into literature on the topic 

of the shifting definition of masculinity may have been valuable. The inclusion of this literature 

may have shed unique insights of how to frame and evolve a fraternity for future members who 

come from younger generations. Kenney (2016) supported this and observed the current shifts in 

gender roles and gender relations are likely affecting the attractiveness of freemasonry to 

younger generations. I also identified that Chapter 2 may have benefited from a deeper dive into 

the literature of what attracts members of different generations to organizations. 
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Fourthly, due to GLA’s culture, members are hesitant to discuss the idea of recruiting and 

are currently not unified on the subject. As such, I found myself hesitant to engage in this subject 

early in the study. As I progressed in my research, I discovered that this subject could be divisive 

and potentially contentious depending on whom I engaged on the matter. I became more 

comfortable discussing the subject with members as the study progressed. I concluded that the 

attraction of new members was more relevant to solving the organization’s membership concerns 

than I originally thought. Unfortunately, I came to this conclusion too late in the study to fully 

address this issue. 

The fifth limitation of this inquiry was a result of the geographic distances between 

GLA’s leadership, my organizational sponsor, and me. Compounded by mutually complex and 

shifting schedules, regular communication was difficult and in-person engagement almost 

impossible. This led to challenges in aligning time-sensitive communications with writing or 

inquiry dates. All of these factors came together to reduce the full potential of collaboration that 

could have been achieved through this action-oriented research project. 

Chapter Summary 

This chapter presented five findings produced through the interpretation of GLA 

members’ voluntary survey and WC contributions. These findings when referenced against the 

literature found in Chapter 2 informed four conclusions that ultimately addressed the study’s 

main inquiry question and subquestions. Increased retention for GLA can ultimately be 

addressed by attending to themes of leadership/organizational culture, education/learning, and 

social/community. Insights garnered from this chapter have informed my recommendations to 

GLA leadership in the next chapter toward a more unified and generative future. 
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Chapter 5: Inquiry Implications 

This chapter presents the study’s recommendations, which I cocreated with GLA’s 

organizational leadership. I further discuss the organizational implications to leadership, 

membership, policy, and planning. Finally, I present this study’s contributions to the relevant 

literature and implications for future study before providing a summary of this action-oriented 

research project. 

I explored the following inquiry question through this action-oriented research project: 

How can Freemason lodges in Alberta better retain members? I also addressed the following 

subquestions: 

1. How do the expectations of Freemasons differ from their experiences? 

2. What do organizational leaders and current members believe the organization offers 

members, and how does it present those offerings? 

3. Why do members in the organization choose to stay or leave? 

4. How can organizational leadership improve engagement for current members? 

In this study, I applied Rowe et al.’s (2013) ARE methodology, which led to a cocreated 

set of recommendations that addressed GLA’s needs. Following the advice of Rowe et al. 

(2013), I sought the organizational leadership’s agreement to implement these plans of action in 

part or in whole. 

Study Recommendations 

The recommendations are based on the project’s findings and conclusions alongside the 

relevant literature. I discussed these recommendations with members of my inquiry team, GLA’s 

GM and DGM, and my thesis supervisor, respectively, in a richly engaging cocreation process. 
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The final recommendations resulted from two individual make-it-happen meetings, which I 

conducted through phone conversations with the GLA’s GM and DGM. These calls produced 

over 7 hours of discussion to fine-tune actionable recommendations that were representative of 

the immediate needs of GLA and worked toward a generative future. I was heartened by the 

comments of the current DGM who will take over as the leader of the organization in June, 2020. 

During the make-it-happen discussion, the DGM mentioned that he appreciated the work done 

on this research project toward the development of the organization. He also expressed the 

following: 

As we agreed to support you in the work you have done in your research project, we have 

a responsibility to include and apply the findings and recommendations that come from it 

in whole or in part in our plans for the organization. (R. Karbonik, personal 

communication, February 21, 2020) 

I saw this as representative of a desire by GLA’s leadership to openly acknowledge the 

challenges faced by the organization and to take ownership of the change process, which is 

reflective of outcomes in AR and ARE research (Rowe et al., 2013; Stroh, 2015). This research 

project acted as a catalyst and offered a potential leverage point in the system (Meadows, 1999) 

to “bridge the gap between a current and desired condition” (Stroh, 2015, p. 50). All of the 

proposed actions, except for Recommendations 4 and 6, were underway in some form within the 

organization prior to the make-it-happen discussions with the GM and DGM. As actionable 

solutions to help GLA meet its strategic goals within the next 3 to 5 years, I put forward the 

following six recommendations for implementation: 

1. Develop MVV statements and a multiyear strategic plan. 
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2. Request the GLA Communications Committee produce a communications and 

outreach plan. 

3. Produce a modernized digital information and training hub for leadership and 

management development. 

4. Develop annual district level leadership, lodge management, professionalization, and 

Masonic education workshops. 

5. Modernize and clarify interpretations on the subject of attracting new members with 

an understanding based on the most recent assessment by the Jurisprudence 

Committee and Grand Line. 

6. Regularly assess members’ expectations, interests, motivations, and skills; align 

members with projects, jobs, and education. 

Recommendation 1: Develop MVV statements and a multiyear strategic plan. 

Statements drawn from the WC expressed concepts such as “same discussions of issues; no 

action plan to try & then measure results” and “lack of follow-through and attention to being 

more organized.” The WC was conducted with members of the Board of General Purpose (BGP) 

who were all senior members of the organization with voting power over organizational 

direction. This was supported by Conclusion 3, which noted the need for a unifying purpose to 

retain members. After engaging with my inquiry team and the DGM, it became apparent that 

organizational planning and direction would benefit from an underlying structure. In the make-it-

happen meeting, the DGM noted this was especially important to mitigate the chance that any 

one GM, or group of senior members, could stray too far from the organization’s intended 
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direction, while remaining flexible enough to grow with its members’ needs (R. Karbonik, 

personal communication, February 21, 2020). 

The relevant literature noted the importance of strategically minded leadership and a clear 

communication of the organization’s MVV statements and goals (Malik et al., 2017; Naim & 

Lenka, 2018; Willink & Babin, 2018). This is central to organizational retention and member 

satisfaction (Hustinx & Hardy, 2009; Maertz & Campion, 2004; Malik et al., 2017; Naim & 

Lenka, 2018). Bielefeld and Cleveland (2013) noted the unification of members under a shared 

mission and set of values as especially critical to maintaining cultural identity during times of 

organizational development and change. 

I initially considered recommending the GLA Strategic Plan operate in a 3-year cycle and 

be attended to each year by senior members of the Grand Line: the GM, DGM, and Grand Senior 

Warden. Through the advice of the GM during the make-it-happen session, I realized that a 5-

year cycle would be better (K. Cheel, personal communication, February 23, 2020). This was in 

response to comments from the CMS, who, like the GM, noted the 1-year terms of office for 

GLA organizational leadership made it difficult to effect change. To address this, the GM 

recommended the inclusion of the grand junior warden in the process. 

Recommendation 2: Request the GLA Communications Committee produce a 

communications and outreach plan. As represented by Finding 4, the CMS results indicated a 

desire for more transparency and improved communication. The CMS also indicated that 

members do not fully understand the role that the Grand Lodge plays in the administration and 

support of lodge-level activities. This has limited the trust between some members and the Grand 
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Lodge, which limits the organization’s effectiveness. Respondents of the CMS also indicated a 

desire to increase engagement with their local communities. 

The Alberta Museums Association (2014) pointed to the importance of having a 

designated plan for outreach and communications. They explained that the “mission informs 

every activity undertaken by staff or intended for visitor participation” (Alberta Museums 

Association, 2014, p. 33), including the communications plan. This ties Recommendation 2 with 

Recommendation 1 and helps to inform the direction of a communications and outreach plan. 

The Alberta Museums Association (2014) also explained, “All communication begins by 

considering the audience” (p. 33). In the case of GLA, there may be a benefit to offering specific 

messages to a specific audience: lodge leadership, individual members, potential members, the 

greater community. With satisfaction and retention being a central focus for GLA, Henderson 

and Sowa (2018) highlighted the importance of strong communication and obtaining feedback 

from volunteers. Effective two-way communication has also been identified as a way to show 

that employees are cared for, which increases retention (Kang & Sung, 2016; Sandhya & 

Pradeep Kumar, 2011). Improved communication skills could benefit the leaders and 

administrators within the organization. Gordon and Gordon (2017) explained that the 

development of communication and leadership were important to volunteer satisfaction. 

Similarly, Sandhya and Pradeep Kumar (2011) noted, “Open mindedness and transparent work 

culture play an important role in employee retention” (p. 1781). These researchers further 

contended that transparency often takes the form of quality communication with members 

(Sandhya & Pradeep Kumar, 2011), which is of strategic importance for the organization’s 

internal and external relationships (Kang & Sung, 2016). 
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I further recommend that lodge, committee, and organizational leadership adopt and 

encourage the use of WhatsApp (n.d.), Signal (n.d.), or other group chat instant information 

sharing platforms. The DGM agreed that this would increase communications and likely improve 

Generation Y participation in activities (R. Karbonik, personal communication, February 21, 

2020). I also recommend the development of an outreach plan that considers creating a 

relationship with postsecondary institutions and younger audiences. 

Recommendation 3: Produce a modernized digital information and training hub for 

leadership and management development. Study Conclusions 1 and 2 identified opportunities 

to improve the way that members engage and meet expectations. This was most directly 

identified in Conclusion 4, which noted the need to improve centralized resources. Current 

members wanted modernized and more relevant training in Masonic and professional subjects 

(CMS). This recommendation also addresses Inquiry Subquestion 4, which has asked how the 

organizational leadership can improve member engagement. The literature supported the need 

for organizations to develop and use modern digital learning and communication as central to 

employee/member engagement and satisfaction (Aruna & Anitha, 2015; Hanna et al., 2017; 

Sandhya & Pradeep Kumar, 2011). Researchers viewed this as especially important to 

Generation Y (Aruna & Anitha, 2015; Lowe et al., 2008; Naim & Lenka, 2018). Given GLA’s 

focus in increasing attraction and retention of younger members (GLA, 2019), this 

recommendation aligns directly with organizational priorities. As discussed in Chapter 2, “Both 

training and development must become part of the organizational culture and viewed as a long-

term commitment in order to retain Generation Y” (Lowe et al., 2008, p. 50). Papa et al. (2018) 
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identified the provision of training and innovative knowledge sharing platforms as correlated to 

employee retention. 

An inquiry team member recommended GLA produce online resources, with the eventual 

development of online education modules as a foundation is built, value is seen, and resources 

can be prioritized toward this effort (Member 4, personal communication, January 2, 2020). The 

GM of GLA recommended that GLA upload and use videos on Masonic education that were 

produced by the organization in 2011 (K. Cheel, personal communication, February 23, 2020). I 

recommend that this be combined with an information campaign to the membership of the newly 

available digital offerings. Follow-up inquiry into the memberships’ response and planning of 

future offerings is also recommended. 

Recommendation 4: Develop annual district level leadership, lodge management, 

professionalization, and Masonic education workshops. Finding 2 addressed links between 

benefits such as education and member satisfaction and retention. Belton (1999) identified a 

failure by masonic organizations to utilize professional skills already in the organization toward 

marketing, public relations, and strategic planning as detrimental. Similarly, as discussed in 

Chapter 2, researchers found professionalization and training/education in leadership and 

management to be particularly valuable (Bassous, 2015; Dantley, 2005; Erasmus & Morey, 

2016; Leviton et al., 2006; Netting et al., 2005; Njeri et al., 2019), especially when aligned with 

an organization’s mission (Butt et al., 2017). Members of my inquiry team mirrored this 

sentiment was mirrored (Member 1, personal communication, December 15, 2019; Member 4, 

personal communication, October 20, 2019), and findings from the CMS further substantiated 
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this view, as members identified both esoteric and professional skills learning as lacking but 

desired. 

As seen in Chapter 2, scholars have identified training for volunteers and those who 

manage them to be lacking significantly in nonprofit organizations (Brewis et al., 2010; C. R. 

Coleman, 2017; Gaskin, 2003; Hager & Brudney, 2004a, 2004b; Voluntary Sector Initiative, 

n.d.). The FBO literature almost universally identified professionalization of training and 

education as important to members’ satisfaction and retention (Bassous, 2015; Bielefeld & 

Cleveland, 2013; Dantley, 2005; Erasmus & Morey, 2016; Leviton et al., 2006; Netting et al., 

2005; Njeri et al., 2019). While some organizations were fearful that professionalization of 

training would shift organizational culture and values, Bielefeld and Cleveland (2013) found this 

was not necessarily the case. Yanay and Yanay (2008) did, however, note that training for 

volunteers must be relevant but not time consuming or overly demanding in order to be effective. 

After discussion with DGM, I decided this recommendation would include both Masonic 

or esoteric topics and a professional or practical skill at each lodge, district, or jurisdiction 

education session to best address members’ needs (R. Karbonik, personal communication, 

February 21, 2020). A member of my inquiry team stated, “Freemasonry is about self-

development. Learning about who was a Freemason does nothing to help self-development. 

More concrete skills that apply today need to be taught. Education should also be outsourced to 

professional educators as opposed to Lodge members” (Member 1, personal communication, 

December 15, 2019). While this may not be practical in every instance, it may be worth 

considering for professional skills development. As supported by the GM and DGM, I further 

recommend DDGM candidates be required to present education topics for critique at annual 
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district meetings prior to being voted on for the position. Finally, this recommendation includes 

providing mentorship to individual lodges in the creation of their own MVV and strategic plans. 

Recommendation 5: Modernize and clarify interpretations on the subject of 

attracting new members with an understanding based on the most recent assessment by the 

Jurisprudence Committee and Grand Line. The need to clarify how the organization intends 

to attract new members is important at individual and organizational levels alike. At the 

organizational level, this aligns with Finding 5, which represented the need to increase 

intergenerational communication. One FMS respondent pointed out that GLA needs to “get into 

the 21st century thinking.” Current attempts to attract younger members are challenged by a 

limited online presence, which might increase awareness of Freemasonry for younger 

generations. This is supported by observations made by GLA (2019) at the Annual 

Communication, where the need to attract and appeal to younger members was declared. One 

member discussed a need to increase public engagement with a focus on attracting new members 

and the need to clarify what Masons can discuss with potential members when asked (Member 8, 

personal communication, December 20, 2019). The Chair of the Jurisprudence Committee wrote 

about this subject extensively in the Alberta Freemason. He expressed worry that a failure to 

adapt current practices of attracting new members and communicating Masonry to nonmasons 

may significantly damage the organization’s future (Scott, 2019). 

Netting et al. (2005) observed the clear moral underpinnings of FBOs were valuable for 

attracting new members. This was supported by Bielefeld and Cleveland (2013), who observed 

that organizations that focus on their mission will attract individuals who identify with the 

traditions and values of the organization. According to Maertz and Campion (2004), alignment 
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of individuals’ values with organizational values can be central to people’s decision to join or 

leave an organization. The existence of a strong social component in an organization is also a 

significant factor in why men join and stay as volunteers (Chacón et al., 2017). These are all 

elements that must be clearly communicated if GLA is to be successful in attracting and keeping 

new members. GLA must be careful, however, not to focus too deeply on altruism to attract 

younger members. Hustinx (2010) noted that younger generations of volunteers, like Gen Y, are 

less altruistic than previous generations. As discussed in Chapter 2, Hustinx (2010) observed that 

volunteerism by younger generations was more “perceived to result from persistent marketing 

and recruitment efforts by the organization than from the intrinsic motivations of the volunteers” 

(p. 175). 

This points to a need for GLA to modernize its approach to attracting new members and 

to increase its presence in the community through greater traditional, digital, and social media 

footprints. As discussed and supported by the GM (K. Cheel, personal communication, February 

23, 2020) and DGM (R. Karbonik, personal communication, February 21, 2020), I recommend 

information campaigns internal and external to GLA clarifying how to engage with potential 

members and to promote the organization, respectively. 

Recommendation 6: Regularly assess members’ expectations, interests, motivations, 

and skills; align members with projects, jobs, and education. Finding 5 noted the need for 

increased communication between generations. This moves beyond that to increased 

communication that helps organizational leadership to better know and engage with their 

membership. Knowledge of one’s followers is central to align individual skills and interests with 

the needs of the organization. This helps address Conclusion 1, in which members’ expectations 
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could be better met, and Conclusion 4, which noted the importance of creating a sense of 

inclusion for members within the organization. 

Scholars noted the importance of opportunities for self-actualization (Bassous, 2015; 

Bielefeld & Cleveland, 2013; Erasmus & Morey, 2016; Maslow, 1943). This may best be 

accomplished by being aware of volunteers’ interests and needs (Gaskin, 2003) and aligning 

them with organizational opportunities (Netting et al., 2005). Netting et al. (2005) explained, to 

grow leaders, an organization must prioritize “a mutual interest in meeting the personal need and 

program goals of the participant” (p. 189). When members’ interests and motivations were 

aligned with the organization’s values, scholars identified the achievement of a greater sense of 

moral meaning (Bassous, 2015; Dantley, 2005; Erasmus & Morey, 2016; Jeavons, 2004). 

Erasmus and Morey (2016) stated that member satisfaction was directly correlated with meeting 

internalized goals. It is, therefore, in the best interest of the GLA to identify those goals and align 

them with organizational needs. This is not to say that a member must be given only one role. 

Netting et al. (2005) explained that role fluidity is common in nonprofits, suggesting members 

can take on multiple roles if aligned with motivations and interests. 

In alignment with discussions I had with the GM and DGM in make-it-happen meetings, 

I recommend an increased focus on non-tyled family friendly social and education events. This 

will allow leaders to better understand the needs and motivations of their members and their 

families (K. Cheel, personal communication, February 23, 2020). I further recommend that a 

direct engaged inquiry at lodge-level be embedded into the annual operations cycle to discover 

members’ interests and motivations. This annually generated information could be used to guide 

the direction of lodge planning and events. 
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Organizational Implications 

Rowe et al. (2013) outlined three types of change:  

1. Developmental change, which “involves incremental improvements to the existing 

structures” (p. 8).  

2. Transitional change, which “requires replacing the existing structures and processes 

with something new to the organization but not fundamentally changing the character 

or purpose of the organization” (p. 8).  

3. Transformational change, which “refers to changes in the identity, cultural norms and 

‘purposing’ of the organization” (p. 8).  

These are correspondingly represented by, first, Recommendation 2; second, 

Recommendations 1, 3, 4, and 6; and third, Recommendation 5, depending on how it is 

implemented. The complexity of GLA’s organizational change process is thus representative of 

all three types of change noted by Rowe et al. (2013). This suggests the likelihood of increased 

learning and engagement at all levels of the organization as a result of this engaged action-

oriented inquiry. 

This research began when I was attempting to decide what organization to partner with 

for this research. A member of my lodge, who was also a member of the Grand Line, suggested I 

approach the GM and consider the subject of retention in Alberta’s Freemasons. After discussing 

the subject with the then-outgoing GM and the now current GM, Ken Cheel, we agreed this 

would be beneficial to the organization. As project sponsor, the GM supported the research and 

facilitated communication with the organization’s leadership and committees. To maximize the 

cocreation process, I ensured that organizational leadership, members of the Communications 
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Committee, the board of general purpose, and standard members alike had input into the conduct 

of the research and discussions on the findings, conclusions, and recommendations. This 

culminated in several make-it-happen planning sessions with the DGM and GM by phone, which 

allowed for cocreated action planning. My inquiry team included members from all levels of the 

organization. It also included a nonmember student from my cohort who is well versed in 

organizational change literature. This process was aimed at maximizing all three levels of 

learning through change as espoused by Torbert (2004) explained that this occurred through 

multiple and often intertwining loops of awareness. Rowe et al. (2013) explained these through 

“the individual inquirer (1st level change), for the participants in an interactive group (2nd level 

change), and across the whole community or organization (3rd level change)” (p. 9). I have 

offered my resulting recommendations in order of priority. 

Although a priority for implementation has been offered for these recommendations, any 

number of unexpected barriers may arise that could shift the order in practice. Stroh (2015) 

suggested, “It is very difficult to define and disseminate a particular strategy when the desired 

future, system goals, and/or perceptions of current conditions are ambiguous or conflicted” 

(p. 51). As Recommendations 1 and 2 are focused on increasing shared goals, communication, 

and transparency, Recommendations 3–6 may be dependent on their successful implementation. 

Organizational implications are aligned with the implementation of each recommendation. 

Implementation and implications for Recommendations 1–6 are discussed in sequence below. 

Implementation and Implication 1. As discussed with the GLA GM, the production of 

MVV statements and a strategic plan have been in development for 8 months under his direction 

(K. Cheel, personal communication, February 23, 2020). The implementation of this 
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recommendation requires approval of the MVV and strategic plan by the BGP followed by a 

vote by the organization’s membership at the Grand Lodge Annual Communication in June, 

2020. This will place the new GM for 2020 in a position to implement the MVV and strategic 

plan. Bassous (2015) stated, “Motivation to achieve organizational objectives is directly linked to 

the mission, vision, and impact of the organization’s programs and activities” (p. 374). As such, 

the GLA’s leadership hopes that a culture will grow, one that continues to develop and adapt the 

plan to organizational needs annually. The DGM has agreed that this is extremely important to 

maintain continual growth and to avoid stagnation (R. Karbonik, personal communication, 

February 21, 2020). I see this as an excellent foundation that will inform and support future 

growth and stability for GLA. Gümüsay (2019) suggested that the successful implementation of 

this recommendation can “create a vision and value congruence toward organizational 

commitment and belonging” (p. 295), which may ultimately increase retention. 

Implementation and Implication 2. The GLA formed the Communications Committee 

2 years ago to produce a communications plan and modernize GLA communications. The 

Communications Committee was initially hindered by institutional protocols, personnel 

shortages, and inadequate access to finances (K. Cheel, personal communications, February 23, 

2020). These issues have been addressed as of this year. The committee is currently working to 

simplify report submissions for lodges and improve the procedures of approving, processing, and 

storing those submissions. GLA acknowledges that communicating to the membership through 

the Grand Secretary to lodge secretaries is no longer adequate (R. Karbonik, personal 

communication, February 21, 2020). GLA intends to modernize this process by communicating 
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some information directly to the entire membership through the Grand Secretary. This is on the 

cusp of being implemented (R. Karbonik, personal communication, February 21, 2020). 

Through discussion in the make-it-happen planning sessions, the GLA leadership 

determined increased outreach through engagement of postsecondary institutions may be 

included and would occur in two phases: first, by having Masons present on esoteric or historical 

subjects that pertain to Masonry and align with existing university programs and, second, if 

successful, a university course or university lodge would then be considered for proposal (see 

Appendix N for resources). While the GM fully supported the recommendation of these 

initiatives, he also warned that finding members who would follow through with the proposed 

initiatives may be challenging (K. Cheel, personal communications, February 23, 2020). 

Increased knowledge sharing through modernized communications will likely create a more 

engaged and fun environment that appeals to younger generations (Aruna & Anitha, 2015; Lowe 

et al., 2008; Naim & Lenka, 2018). 

Implementation and Implication 3. As discussed with the GM of GLA, 

Recommendation 3 should first be implemented by uploading videos on Masonic education that 

were produced by the organizational in 2011 (K. Cheel, personal communication, February 23, 

2020). The next phase can be introduced shortly thereafter, whereby officer training and duties 

programs already in existence could be made available online. Finally, GLA Grand Line and 

BGP should work with the Communications Committee to produce an information campaign to 

promote the digital offerings. Follow-up inquiry into the memberships’ responses and planning 

of future offerings is also recommended. 
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The first two phases of this recommendation have been in development for over 3 years. 

GLA has been unable to find skilled members willing to complete the task. The GM noted that 

many lodges lack Internet, computers, or projectors. GLA has attempted to provide them at 

district level for borrowing by lodges; however, they were never used (K. Cheel, personal 

communication, February 23, 2020). This suggests a challenge of culture that may overshadow 

limited resources. Successfully accomplishing Recommendation 4 will require obtaining buy-in 

from members and overcoming their fear of change. As suggested in Recommendation 6, 

scholars have identified the need to align volunteers’ interests and motivations with the 

organization’s needs (Brudney & Meijs, 2009; C. R. Coleman, 2017; Gaskin, 2003), thus 

Recommendations 3 and 6 should be implemented together. 

Implementation and Implication 4. The first step of implementation would be to have 

DDGMs promote one Masonic topic and one professional skill at all district and lodge meetings. 

Interactive education over traditional lecture formats will be key to the effectiveness of this 

process. Naim and Lenka (2018) saw real-world skills or activities as especially important to 

increasing member engagement, commitment, and retention. The DGM suggested that DDGM 

candidates present on topics prior to being voted on for the position at annual district meetings 

(R. Karbonik, personal communication, February 21, 2020). This would help to strengthen the 

quality of and confidence in the organizational leadership by prioritizing competence over 

popularity in elections. 

The final part of this recommendation is to then provide mentorship to individual lodges 

in the production of their own MVV and strategic plan. A walk-through talk-through 

presentation with fill-in forms should be provided at district meetings by DDGMs or experienced 
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members. This would guide lodge-level leadership and help them overcome the barriers of fear 

and unfamiliarity that might otherwise stop them from attempting the process (Member 4, 

personal communication, January 8, 2020). As suggested by the DGM in the make-it-happen 

planning sessions, DDGMs would follow-up after 6 months with lodges to inquire and record if 

the process was beneficial (R. Karbonik, personal communication, February 21, 2020). A lodge-

level MVV and strategic plan is currently being attempted by one lodge of GLA as a result of 

this study (Member 4, personal communication, January 9, 2020). 

Implementation and Implication 5. The first step to improving how GLA attracts new 

members is to promote and advertise Freemasonry at local institutions with their permission (r. 

Karbonik, personal communication, February 21, 2020). The GM, Ken Cheel, expressed that this 

would need to remain within standing regulations for Masonic advertisement. Both the GM and 

the DGM also supported the use of videos to improve internal and external understandings of 

Masonry. I recommend creating a video to teach Masons how to engage nonmasons on the 

subject of Freemasonry. This would likely best be achieved by using Masonic videos already 

produced by other jurisdictions (see Appendix N). The GM has explained that both the Northern 

Masonic Jurisdiction and Southern Jurisdiction of the Scottish Rite have offered permission for 

other jurisdictions to use their videos to help grow Masonry (K. Cheel, personal communication, 

February 23, 2020). A social media and lodge-level information campaign on these videos and 

the seven-step process (see Appendix N) for potential candidates would be the most effective 

way to improve communication and attract new members. As the GM stated during the make-it-

happen discussion, “We can’t hide anymore if we want what Grand Lodge of British Columbia 
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calls ‘seekers’ to be able to find us and get the information they want or to ask questions” 

(K. Cheel, personal communication, February 23, 2020). 

Implementation and Implication 6. The first step in aligning member interest, skills, 

and motivation with the organization is inquiry. Lodges should be encouraged to employ 

surveys, inquiry meetings, or a board at which comments can be left anonymously to indicate 

members’ interests and desires. Ideally this would be done at Grand Lodge level as well as prior 

to the Annual Communication meeting in June at which the results are presented to the larger 

membership at the meeting (R. Karbonik, personal communication, February 21, 2020). The GM 

advises these more formal efforts be supported by increasing lodge-level family friendly social 

and education events (K. Cheel, personal communication, February 23, 2020). The marrying of 

formal inquiry with personal engagement would increase the authenticity of the investment by 

leaders into their members’ interests and needs. The likely implication of this would be an 

increase in social wellness and organizational trust through members’ feeling their leaders have 

their long-term good in mind (Willink & Babin, 2018). All of these elements are likely to lead to 

increased retention, especially with volunteers (Butt et al., 2017; Chacón et al., 2017; Clary et al., 

1998; Malik et al., 2017; Naim & Lenka, 2018; Yamashita et al., 2017). A similar increase in 

aligning individual interests with organizational needs should be included during the Masonic 

investigation practice for potential candidates (see the seven-step process in Appendix N). This 

will help to embed these practices into the organizational culture over time. 

Postinquiry, I will remain engaged with the organization in an advisory capacity; 

however, the implementation of these recommendations will be in the hands of GLA’s leaders. I 

have offered to provide presentations on the research and an executive summary to be shared 
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with the membership to inform and solidify support of upcoming initiatives. As 

Recommendations 1–3 are already being developed by the organization, I am optimistic for 

GLA’s growth. One lodge in GLA has already begun developing individual MVV statements 

and a strategic plan, which will be a blueprint for other lodges. A challenge to implement these 

recommendations will come from the highly decentralized nature and limited powers of Masonic 

leadership. This means that organizational leaders will have to be effective in obtaining buy-in 

and providing the necessary tools for lodges. A failure by the organization to apply these 

recommendations may produce negative results for individual members and the greater 

organization alike. This research project has been clearly communicated to the membership and 

will be accessible to them. Ignoring these recommendations may damage the trust between the 

organization’s leadership and the members. Further, if communication is not enhanced both 

internally and externally, the success of retention efforts will remain limited (Malik et al., 2017; 

Naim & Lenka, 2018), which would likely result in a continued loss of members in the years to 

come. Finally, if members’ needs are not met, it is likely that they will look to find organizations 

that better align with their motivations and interests (Butt et al., 2017; Chacón et al., 2017; Clary 

et al., 1998; Yamashita et al., 2017). 

Contribution to scholarship. My research contributes to the larger body of literature by 

providing a model to navigate organizational cultures that are sometimes resistant to 

investigation or concepts of change. This study proposes that deeper conversations need to be 

had at all levels of the organization to highlight shared futures. The inclusion of the IR paradigm 

cannot be overstated to instil confidence for members that positive change will not threaten the 

values of the organization. The literature indicated organizational politics, careerism, and 
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personal reputations could limit the effectiveness of this type of study. This research has added to 

these concepts by illuminating the challenge internal sacred traditions tied to moralistic values as 

obstacles to overcome. The greater issue appears to be that members misinterpret the traditions 

and values of the organization, which creates a siloed mentality within the institution. These 

siloed mental models must first be addressed before long-term positive change can take hold. 

This research is one of the only studies to have engaged directly with Freemasons on the 

structure and relational nature of its members outside of a historical context. Further, it may have 

been the first of its kind to engage with former masons to better understand why they left. 

Similar to English case law, this may set a positive precedence for other Masonic institutions to 

conduct more open and communicative organizational development research. 

Implications for Future Inquiry 

Future studies on Masonic organizational development may be valuable with jurisdictions 

across geographical, economic, social, and national boundaries. A comparison of member 

experiences and perceptions relative to age, differences between rural and urban lodges, and 

education and vocational backgrounds would also be of benefit. This would allow for the 

identification of common factors and individual differences and inform common principles for 

membership growth. Emergent trends from this study’s data aligned with the literature. These 

included the importance of modern and effective communication with members, reinforcements 

of shared values with members, and a respect for the value of work-life balance (Maertz & 

Campion, 2004; Naim & Lenka, 2018; Sandhya & Pradeep Kumar, 2011). These were especially 

important to younger generations who prioritize a sense of positive contribution to their world 

and desire work-life balance (Aruna & Anitha, 2015; Dhanpat et al., 2018; Lowe et al., 2008; 
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Naim & Lenka, 2018; Papa, Dezi, Gregori, Mueller, & Miglietta, 2018; Sandhya & Pradeep 

Kumar, 2011; Stoyanova & Iliev, 2017; Yanay & Yanay, 2008). To grow and contribute more 

effectively to society, Freemasonry will need to compete with other organizations and digital 

mediums vying for people’s attention. Future study into how Freemasons can compete in this 

environment without sacrificing perceived values or traditions may be worthwhile. Freemasonry 

is an organization steeped in history, diverse membership, and a deep sense of moral duty. These 

are strengths that can be harnessed toward a brighter future for all members and for society at 

large. It is my belief that GLA and Freemasonry as a whole can direct those strengths toward 

shared initiatives that will continue a legacy that has spanned centuries. 

Thesis Summary 

This chapter has discussed what actions GLA can take toward a more generative future. 

Based in the findings and conclusion of the study, I cocreated six recommendations with the GM 

and DGM of GLA that either reinforce current initiatives or offer approaches to address member 

needs. The central themes across these recommendations revolve around enhanced 

communication, fellowship, modernization, outreach, and access to shared resources. These 

elements are achievable for GLA if members can be unified and motivated toward the pursuit of 

these goals. 

In this study, I employed Rowe et al.’s (2013) ARE methodology, which was informed 

by IR and a critical-appreciative stance. As Rowe et al. advised, the execution of the 

recommended changes proposed through this engaged organizational change project are now in 

the hands of the organizational leadership. Throughout this study I have identified that GLA’s 

greatest strengths and weaknesses lay within the interpretation and application of its long-held 
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sacred traditions. As Haidt (2012) articulated, morality and sanctity can both bind and blind 

people. This offers an emergent consideration for GLA on the benefits and the limitations of 

perceived sacred traditions. While adherence to tradition is likely to appease older members and 

traditionalists within the organization, Kenney (2016) explained that masonry cannot have it both 

ways. It will either need to change practices significantly to align with modern society, or hold 

tightly to how it has always done things and change in a different way—by shrinking in size and 

relevance to greater society. It will be difficult for masonry to teach the value in its lessons if 

those it aims to teach do not see the relevance. Hopefully this awareness will act as a catalyst 

toward modernization and growth. While the data showed that members were largely positive 

about their experiences in GLA, their responses also spoke to the need for such modernization 

and for clearer internal communication. Freemasonry is deeply democratic and decentralized by 

nature; successful change for increased retention must be strategized to unify the membership in 

common cause. The first step to this is unifying GLA under a strategic plan and a set of 

organization-wide MVV statements. Once in place, these will offer strength to future initiatives 

that members can be confident are consistent with organizational values and goals. 

I leave the discussion of this engaged action-oriented change project with optimism for 

the future of GLA and other evolving organizations. When growth and development are 

challenged, I encourage organizational leaders to look back on history and remember the words 

of British Field Marshal Sir William Slim: 

Remember tradition does not mean that you never do anything new, but that you will 

never fall below the standard of courage and conduct handed down to you. Then 
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tradition, far from being handcuffs to cramp your action, will be a handrail to guide and 

steady you in the rough places. (Regimental Rogue, n.d., para. 3) 
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Appendix A: World Café Format 

World Café Structural Elements – Total time 1 hour of participation from a group of 10-60 

participants. There will be an additional 15 minutes of set-up and 10 minutes of take-down. 

This World Café will be conducted during the Grand Lodge of Alberta’s (GLA) [Freemasons] 
Board of General Purpose meeting, held in Red Deer, AB 4 July 2019. 

The World Café will be asking the following questions to participants: 

i. What is your most positive experience as a Freemason? 

ii. Please tell us about a challenge or disappointment you faced during your time in the 
organization and how you overcame that challenge or disappointment. 

iii. What (if anything), do you feel is missing in your experience of Freemasonry, or in 
Freemasonry as a whole, and what how could that concern be addressed to help 
bring the organization closer to the ideal version in your mind? 

1. Inquiry Implementation: 

i. Have participants move to the tables (preferably round) and take a seat. They will be 
asked to draw on the paper-covered tables the number of years they have been a 
Mason and to circle it (only at the first table they are seated at). Images representing 
the World Café, free from the Image Bank on the World Café website will be placed 
around the room or at the tables as appropriate. For an example, please see Appendix 
M. Further examples can be found at http://www.theworldcafe.com/tools-
store/hosting-tool-kit/image-bank/ 

ii. The primary host (Student – Nathaniel Blackmore) will provide instruction as to how 
the process, discussions, and transitions will work. 

iii. Hosts will provide clarification on any questions participants have on instructions and 
verbally provide the inquiry question. There will also be a card with the questions 
placed upright in clear sight on the table for participant reference. Host will be 
selected ahead of time outside of the participants if possible. If there is a shortage of 
available hosts, one individual from each table will be provided instruction and 
assigned to act as the host and remain in that position throughout the World Café. 

iv. Participants will spend 15 minutes at each table within the 3 tables grouped in their 
area. They will be asked to discuss the question or subject at that table and the host 
will take notes. 

v. At the end of every 15 minutes, participants will move to the next table within their 3-
table group until they have been at all 3 tables. 

vi. The primary host will then spend 15-20 minutes with all members, and engage in a 
“close-out” process to identify major themes, summarize the groups experience, and 
provide an opportunity for anything missed to be communicated. 
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vii. The primary host will then inquire as to how the experience was from the room and 
offer congratulations and thanks for everyone’s participation. 

viii. Table hosts will collect and give their notes, as well as the paper covering their 
respective tables. Once the participants have left, host will be offered the opportunity 
to provide verbal feedback from their experience, which will be written down by the 
primary host. Table hosts will be offered the opportunity to provide further thoughts 
and feedback by email or phone within 14 days of the World Café’s completion. 

ix. The event space will be cleaned up and reconstructed to fit the requirements of the 
Board of General Purpose meeting. 

2. How Space Is Arranged and Materials Needed: 

- Groups will be limited by available number of tables and hosts – to be determined. 

- Chairs will be placed around a table for approximately 5 people to sit face-to-face with a 
coloured card upright stating the inquiry question. Each table will have a host to take ask 
the inquiry question, guide conversation, encourage participation, mind time, take notes 
on the discussion, and answer any questions the participants might have. 

- Large rolls of paper will be taped to the table for participants to draw and write as they 
see fit during the discussions. 

- One facilitator/note taker at each table who will verbally ask the question, keep 
participants on track, ensure that all participants are given an opportunity to speak, 
answers questions, and ensure each table move happens on time. 

3. How Participation is distributed: 

- Everyone is included 

- Everyone has equal time and opportunity to contribute. This will be guided and supported 
by table hosts. 

4. How Groups Are Configured: 

- Groups of approximately 4-5 members per table. 

 
Encourage groups to be diverse, including the amount of time they have in the 

organization. 
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Appendix B: World Café Table Art Example 

 

Note. From World Café Guidelines (p. 1), by A. Orloff. Copyright 2007 by A. Orloff.3 
 

                                                 
3 This image was sourced from http://www.theworldcafe.com/wp-content/uploads/2015/07/WC-

guidelines-small.pdf and used under Creative Commons Attribution 3 Licence 
(https://creativecommons.org/licenses/by/3.0/). 
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Appendix C: Active Member Survey Questions 

1. How long have you been a Mason? 
a. Less than 1 year 
b. Between 1 and 2 years 
c. Between 2 and 5 years 
d. Between 5 and 10 years 
e. Between 10 and 20 years 
f. More than 20 years 

 
2. What is the Degree that you currently hold? 

a. 1st 
b. 2nd 
c. 3rd 

 
3. How many times per month do you attend Lodge or other Blue Lodge events? 

a. Less than 1/month 
b. 1/month 
c. 2/month 
d. 3/month 
e. More than 3 /month 

 
4. By a star rating of 1-5 (with 1 star being low and 5 stars being high), rate in order of 

priority/importance the reasons that best describe why you joined Freemasonry: 
a. To get out of the house 
b. Make new friends 
c. Esoteric interests/to learn or discuss philosophy 
d. Interest in a Faith-Based Organization/ Explore or expand your spirituality 
e. Interest in Masonic secrets or mysteries 
f. Interest in Masonic history 
g. Curiosity about the organization 
h. Someone asked you to join 
i. To perform community service or volunteer work 
j. Personal development 
k. Other (if selected, please describe) 
 

5. Based on the reasons you joined Freemasonry from Question 4, how well have your 
expectations related to Freemasonry been met? Rate on a star rating of 1-5 (with 1 star 
being did not meet your desires or expectations, and 5 stars being fully met your desires 
or expectation): 
a. To get out of the house 
b. Make new friends 
c. Esoteric interests/to learn or discuss philosophy 
d. Interest in a Faith-Based Organization 
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e. Interest in Masonic secrets or mysteries 
f. Interest in Masonic history 
g. Curiosity in the organization 
h. To perform community service or volunteer work 
i. Personal development 
j. Other (if selected, please describe) 

 
6. How satisfied would you say you are with your experience thus far in Freemasonry? 

a. Not satisfied 
b. Somewhat satisfied 
c. Satisfied 
d. Very Satisfied 
e. Extremely Satisfied 

 
7. Freemasonry talks about taking good men and making them better. What tools would you 

say Freemasonry has given you that have made you a better man? 

Open answer box. 
 

8. If there was one thing that you would change about Masonry or how Lodge is practiced 
that would increase either your attendance or satisfaction with the Craft, what would it 
be? 

Open answer box. 
 

9. Did you participate in the World Café group research at the Board of General Purpose 
meeting? 

Yes or No check boxes – if yes, survey continues to question 10, if no survey ends. 
 

10. After discussing your Masonic experiences with Brothers at the Board of General 
Purpose meeting through the World Café research process, would you say that this type 
of discussion and engagement increased your appreciation for Freemasonry? 

Yes or No check boxes. 
 

11. Based on your experience at the Board of General Purpose meeting through the World 
Café research process, would you find value in engaging with other Masons like this 
again outside of a research context? 

Yes or No check boxes – if yes, continues to question 11, if no, survey ends. 
 

12. Why would you find value in more communication and engagement activities like this 
between masons in the future? 

Open text box. 
 

13. When would it be best to use engagement methods like (but not limited to) the World 
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Café group engagement process you experienced at the Board of General Purpose 
meeting within Masonry? 

Open text box. 
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Appendix D: Demitted Member Survey Questions 

1. How long were you a Freemason of good standing? 

a. Less than one year 
b. One Year 
c. Two Years 
d. 3-5 years 
e. 6-10 years 
f. 11-20 years 
g. More than 20 years (please specify number of years) 

 

2. What is the highest proficiency you achieved before leaving the Craft? 

a. 1st Degree 
b. 2nd Degree 
c. 3rd Degree 
d. Prove-up as a Master Mason 

 

3. On a scale of 1-5 (with 1 being low and 5 being high) the reasons that best describe why you 
joined Freemasonry: 

a. To get out of the house 
b. Make new friends 
c. Esoteric interests (e.g., to learn or discuss philosophy) 
d. Explore or expand your spirituality 
e. Interest in Masonic secrets or mysteries 
f. Interest in Masonic history 
g. Curiosity about the organization 
h. Someone asked you to join 
i. To perform community service or volunteer work 
j. Following in the footsteps of a relative 
k. Other (if selected, please describe) 

 

4. What positions if any did you hold at Lodge level (please select all that apply)? 

a. Immediate Past Master 
b. Worshipful Master 
c. Senior Warden 
d. Junior Warden 
e. Treasurer 
f. Secretary 
g. Senior Deacon 
h. Junior Deacon 
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i. Senior Steward 
j. Junior Steward 
k. Tyler 
l. Inner Guard 
m. Chaplain 
n. Director of Ceremonies 
o. Organist 
p. Other (please specify) 

 
A list of chair positions will be available for the appropriate categories. If selected, there will be 
a follow-up requesting to know which was the last position held and for which year. 

5. What positions if any did you hold at Grand Lodge level (please select all that apply)? 

a. Grand Master 
b. Deputy Grand Master 
c. Senior Grand Warden 
d. Junior Grand Warden 
e. Grand Treasurer 
f. Grand Secretary 
g. DDGM 
h. Grand Senior Deacon 
i. Grand Junior Deacon 
j. Grand Senior Steward 
k. Grand Junior Steward 
l. Grant Tyler 
m. Grand Chaplain 
n. Grand Director of Ceremonies 
o. Grand Organists 
p. Grand Historian 
q. Grand Librarian 
r. Grand Piper 
s. Grand Registrar 
t. Grand Parliamentarian 
u. Grand Standard Bearer 
v. Grand Pursuivant 
w. Other (please specify) 

6. Thinking about the circumstances that motivated you to leave the Craft, please identify your 
reasons from the list below. (Mark the top 3 reasons, as applicable). 

a. Dues and other financial costs associated with membership became too high. 
b. Personal differences with Lodge members 
c. Personal differences with Lodge officers or direction (if selected please specify which) 
d. Personal differences with Grand Lodge officers or direction (if selected please specify) 
e. Not enough free time to attend 
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f. Freemasonry was not what you expected it to be when joining 
g. You did not feel welcome at Lodge 
h. Your Lodge went dark and you did not wish to join a different Lodge. 
i. Other (please specify) 

7. What in your opinion, needs to be done to encourage Masons to remain in good standing 
within the Craft? 

Text Box 
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Appendix E: World Café Invitation 

INVITATION TO PARTICIPATE IN THE WORLD CAFÉ 

Dear Brother, 

I am contacting you on behalf of Bro. Nathaniel Blackmore who would like to invite you to be 
part of a research project that he is conducting. This project is part of the requirement for his 
Master’s Degree in Leadership at Royal Roads University. This project has been approved by the 
Grand Master and I have been given permission to contact potential participants for this purpose. 

The purpose of Bro. Blackmore’s research is to gain greater insight into why men join 
Freemasonry in Alberta, what their expectations are, and how Lodges can better meet those 
expectations with the goal of increased retention of new members. 

You have been chosen as a prospective participant as a Freemason in Alberta with valuable 
insights into the experiences of a new Masons. 

This phase of the research project will consist of an engaged inquiry method known as The 
World Café and which will be approached from an appreciative stance. This means that while 
challenges in the organization will be included in what is discussed, we will focus on the positive 
lessons learned from them. The process will involve getting in small groups with approximately 
4-5 other Masons at a table where a question will be presented to you by a table host and you 
will be asked to answer or discuss it as a group. There will also be paper covering the table 
which you will be encouraged to draw or write on with provided markers. First, you will be 
asked to write the number of years you have been a Mason on the first table you are at and circle 
it. Once the discussion begins, writing and drawing on the table can be anything that you feel 
inspired to put down during the discussion process. Your group will stay at a given table for 
approximately 20 minutes at a time at which point you will be moved to another table until you 
have been to three different tables and discussed three different questions. The participants will 
be asked to produce discussions on the following questions: 

i. What is your most positive experience as a Freemason? 

ii. Please tell us about a challenge or disappointment you faced during your time in the 
organization and how you overcame that challenge or disappointment. 

iii. What (if anything), do you feel is missing in your experience of Freemasonry, or in 
Freemasonry as a whole, and what/ how could that concern be addressed to help 
bring the organization closer to the ideal version in your mind? 

The aim of these questions will be to gain better insight in how Lodges can retain members by 
better learning more about why members join and stay in Freemasonry. 

This activity will take roughly 1 hour of your time. This activity will happen 4 July 2019 during 
the Board of General Purpose meeting. 
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The attached document Information Letter contains further information about the study conduct 
and will enable you to make a fully informed decision on whether or not you wish to participate. 
Please review this information before responding. 

You are not required to participate in this research project. If you do choose to participate, you 
are free to withdraw until the completion of the World Café. 

I will hold your decision whether or not to participate in confidence, the researcher Bro. 
Nathaniel Blackmore will not keep track of who has participated, who has not participated, nor 
who has withdrawn, nor will that information be communicated to the Grand Master or your 
Lodge’s Worshipful Master by Bro. Nathaniel Blackmore or myself. 

I realize that due to either our collegial relationship, or that between Bro. Nathaniel Blackmore 
and yourself, you may feel compelled to participate in this research project. Please be aware that 
you are not required to participate and, should you choose to participate, your participation 
would be entirely voluntary. If you do choose to participate, you are free to withdraw up to the 
completion of the World Café research method that you began participating in without prejudice. 
If you do not wish to participate, simply do not reply to this request. Your decision to not 
participate will not be known. Your choice will not affect our relationship or your status in the 
organization in any way. 

Please feel free to contact me at any time should you have additional questions regarding the 
project and its outcomes. 

If you would like to participate in my research project, please contact your Lodge Secretary at: 

Name: WBro. Bill Kostenuk 
Email: [email address] 
Telephone: [telephone number] 

Sincerely, 

 

Grand Secretary 
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Appendix F: World Café Participant Recruiting Poster 

 

Note. All parts of this poster are Public Domain and have been cited. 

[Email Address]
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Appendix G: Inquiry Team Member Letter of Agreement 

In partial fulfillment of the requirement for a Master of Arts in Leadership Degree at Royal 
Roads University, Nathaniel Blackmore (the Student) will be conducting an inquiry study at 
Grand Lodge of Alberta (GLA) [Freemasons] with the intention of engaging members in an 

effort to improve retention of the organization’s membership with a focus on members within 

their first two years. The Student’s credentials with Royal Roads University can be established 
by calling Dr. Catherine Etmanski, Director, School of Leadership, at [telephone number] or 
email [email address]. 

Inquiry Team Member Role Description 

As a volunteer Inquiry Team Member assisting the Student with this project, your role may 
include one or more of the following: providing advice on the relevance and wording of 
questions and letters of invitation, supporting the logistics of the data-gathering methods, 
including observing, assisting, or facilitating a World Café group methods providing surveys and 
assessing results, taking notes, transcribing, reviewing analysis of data, and/or reviewing 
associated knowledge products to assist the Student and the GLA’s change process. In the course 
of this activity, you may be privy to confidential inquiry data. 

Confidentiality of Inquiry Data 

In compliance with the Royal Roads University Research Ethics Policy, under which this inquiry 
project is being conducted, all personal identifiers and any other confidential information 
generated or accessed by the inquiry team advisor will only be used in the performance of the 
functions of this project, and must not be disclosed to anyone other than persons authorized to 
receive it, both during the inquiry period and beyond it. Recorded information in all formats is 
covered by this agreement. Personal identifiers include participant names, contact information, 
personally identifying turns of phrase or comments, and any other personally identifying 
information. 

Bridging Student’s Potential or Actual Ethical Conflict 

To address perceived or actual ethical conflicts or concerns of power-over, requests made to 
Inquiry Team Members by the student may include asking the Inquiry Team Member to: send 
out the letter of invitation to potential participants, receive letters/emails of interest in 
participation from potential participants, independently make a selection of received participant 
requests based on criteria you and the Student will have worked out previously, formalize the 
logistics for the data-gathering method, including contacting the participants about the time and 
location of the World Café with the selected participants (without the Student’s presence or 
knowledge of which participants were chosen) using the protocol and questions worked out 
previously with the Student, and producing written transcripts or otherwise gathering data of the 
World Café or surveys with all personal identifiers removed before the recorded data are brought 
back to the Student for the data analysis phase of the study. 
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Inquiry Team members asked to take on such 3rd party duties in this study will be under the 
direction of the Student and will be fully briefed by the Student as to how this process will work, 
including specific expectations, and the methods to be employed in conducting the elements of 
the inquiry with the Student’s direct reports, and will be given every support possible by the 
Student, except where such support would reveal the identities of the actual participants. 

Personal information will be collected, recorded, corrected, accessed, altered, used, disclosed, 
retained, secured and destroyed as directed by the Student, under direction of the Royal Roads 
Academic/Thesis or Inquiry Team Members who are uncertain whether any information they 
may wish to share about the project they are working on is personal or confidential will verify 
this with Nathaniel Blackmore, the Student. 

Statement of Informed Consent: 

I have read and understand this agreement. 

________________________ _________________________ _____________ 
Name (Please Print) Signature Date 
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Appendix H: Research Information Letter 

Member Retention in Alberta’s Freemasons 

My name is Bro. Nathaniel Blackmore, and this research project is part of the requirement for a 
Master of Arts in Leadership at Royal Roads University. My credentials with Royal Roads 
University can be established by contacting Dr. Catherine Etmanski, Director, School of 
Leadership Studies: [email address] or [telephone number]. 

Purpose of the study and sponsoring organization 

The purpose of my research project is to engage Alberta’s Freemasons on what brought them to 
The Craft and how those motivators and expectations were fulfilled, all in an effort to provide 
actionable recommendations to Grand Lodge on ways member retention may be increased. 
Through the Grand Master, the Grand Lodge of Alberta has approved and supports this research, 
with a primary goal of answering the question: “How can Freemason Lodges in Alberta retain 
their newest members? 

Your participation and how information will be collected 

The research will consist of two parts: an interactive group data gathering engagement method 
known as “World Café” which will occur during the Board of General Purpose meeting in Red 
Deer, AB on 4 July 2019; and, two electronic (online) surveys which will be distributed through 
the Grand Secretary to Lodge Secretaries on 18 Jul 2019. These surveys will be comprised of 
one survey for current members and one for demitted (former) member who have left within the 
organization within the past 24 months. The surveys will subsequently be distributed to the 
membership by their respective Lodge Secretaries and be open for completion until 15 Sep 2019 
for current members, and 1 Oct 2019 for demitted members, respectively. 

The World Café is a process where Masons will come together in small groups with 
approximately 4-5 other Masons at a table where a question related to their experiences as 
Freemasons will be presented by a table host and members will be asked to answer or discuss it 
as a group. This process will be repeated twice more at different tables. This information will 
then evolve into a group discussion and the central points and ideas will be recorded for the 
researcher to analyze and synthesize along with the survey data into actionable 
recommendations. The identities of those who chose to participate in the World Café will not be 
recorded in any way, and the process will take roughly one hour. This World Café will be 
conducted during the Grand Lodge of Alberta’s (GLA) [Freemasons] Board of General Purpose 
meeting, held in Red Deer, AB on 4 July 2019. 

The electronic (online) survey for active members will be distributed after the Board of General 
Purpose meeting through the Grand Lodge Secretary to the respective Lodge Secretaries, and on 
to the members. A second survey will also be provided for consideration by members who have 
become inactive or left the Craft in the last 2 years. The survey is completely anonymous, is 9-13 
questions long depending on your responses, and is expected to take 5-15 minutes to fill out 
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depending on individual speed and answers. The survey link will be distributed 18 July 2019 and 
be available to participate in until 15 Sep 2019. 

The electronic (online) survey for demitted members will be distributed after the Board of 
General Purpose meeting through the Grand Lodge Secretary to the respective Lodge 
Secretaries, and on to former members who have demitted within the last 24 months. The survey 
is completely anonymously, is 7 questions long, and is expected to take 5-10 minutes to fill out 
depending on individual speed and answers. The survey link will be distributed 1 September 
2019 and be available to participate in until 1 October 2019. 

Draft versions of the question you are likely to see in the World Café and Survey are below. 

World Café: 

The participants will be asked to produce discussion on the following questions: 

i. What is your most positive experience as a Freemason? 

ii. Please share a story of a challenge or disappointment you faced during your time in 
the organization and how you overcame that challenge or disappointment. 

iii. What (if anything), do you feel is missing in your experience of Freemasonry, or in 
Freemasonry as a whole, and what how could that concern be addressed to help bring 
the organization closer to the ideal version in your mind? 

Current Member Survey: 

1. How long have you been a Mason? 

2. What Masonic Degree do you currently hold? 

3. How many times per month do you attend Lodge or other Blue Lodge events? 

4. By a star rating of 1-5 (with 1 star being low and 5 stars being high), rate in order of 
priority/importance the reasons that best describe why you joined Freemasonry: 

5. Based on the reasons you joined Freemasonry from Question 4, how well have your 
expectations related to Freemasonry been met? Rate on a star rating of 1-5 (with 1 star 
being did not meet your desires or expectations, and 5 stars being fully met your desires 
or expectation): 

6. How satisfied would you say you are with your experience thus far in Freemasonry? 

7. If there was one thing that you would change about Masonry or how Lodge is practiced 
that would increase either your attendance or satisfaction with the Craft, what would it 
be? 

8. Freemasonry talks about taking good men and making them better. What tools would you 
say Freemasonry has given you that have made you a better man? 

9. Did you participate in the World Café group research at Board of General Purpose 
meeting this year? 
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Yes or No check boxes – if yes, survey continues to question 9, if no survey ends. 

10. After discussing your Masonic experiences with Brothers at the Board of General 
Purpose meeting through the World Café research process, would you say that this type 
of discussion and engagement increased your appreciation for Freemasonry? 

11. Based on your experience at the Board of General Purpose meeting through the World 
Café research process, would you find value in engaging with other Masons like this 
again outside of a research context? 

Yes or No check boxes – if yes, continues to question 11, if no, survey ends. 

12. Why would you find value in more communication and engagement activities like this 
between masons in the future? 

13. When would it be best to use engagement methods like (but not limited to) the World 
Café group engagement process you experienced at the Board of General Purpose 
meeting within Masonry? 

Demitted Member Survey Questions 

1. How long were you a Freemason of good standing? 

2. What is the highest proficiency you achieved before leaving the Craft? 

3. On a scale of 1-5 (with 1 being low and 5 being high) the reasons that best describe why 
you joined Freemasonry: 

4. What positions if any did you hold at Lodge level (please select all that apply)? 

5. What positions if any did you hold at Grand Lodge level (please select all that apply)? 

6. Thinking about the circumstances that motivated you to leave the Craft, please identify 
your reasons from the list below. (Mark the top 3 reasons, as applicable) 

7. What in your opinion, needs to be done to encourage Masons to remain in good standing 
within the Craft? 

Benefits and risks to participation 

Some of the benefits that may come from the survey include quality time with Brethren whom 
you will have an opportunity to get to know on a more personal level, getting to know new 
Brethren, and a better understanding of the underlying motivations and interests of Masons in 
general. You may also find satisfaction in knowing you are helping to guide the way ahead in 
Grand Lodge’s understanding of how to maintain and grow our beloved Fraternity. I am hoping 
that the institutional benefits will come by way of informing actionable change that will lead to 
increased member retention and Lodge membership in Alberta, perhaps paving the way for other 
Masonic jurisdictions. 

There are few if any known risks associated with the study. We will be looking primarily to 
garner insights into positive experiences by the participants in relation to Freemasonry, or 
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positive outcomes of negative experiences. The only perceived risk is the potential for a 
participant to become embarrassed or uncomfortable were they to share a story about themselves 
that unintentionally reflected poorly on them, or were a similar story be shared by others. The 
expectation of this risk being realized is low. The mitigation of this will be a reminder to only 
share information that is appropriate for group consumption, and that participants should not 
share stories that may embarrass or reflect poorly on other members without discussing the 
sharing of that story with the individual(s) in question first. 

Inquiry Team 

I will have an Inquiry Team as is common practice for Royal Roads University research projects 
whose job will be to help facilitate organizational interactions, planning and implementation of 
the research with the organization, as well as communications, technological assistance, and as 
guides to help process emergent concepts. Each member’s role is as follows: 

1. Brian Wik – Chair of the Grand Lodge Communications Committee 

Brian will be helping me communicate with and discuss with the committee responsible 
for problem solving organizational issues and to assist me in the implementation of 
engagement processes. Brain will also serve to communicate between the committee and 
the Grand Lodge Officers. He will assist to provide recommendations and inform 
recommendations and the make-it-happen plan once data has been analyzed. He may be 
provided collated results from the data collected to help interpret them, but not raw data 
itself. 

2. Ron Kuban – Member of the Grand Lodge Communications Committee 

Ron will be helping me communicate and discuss with the committee responsible for 
problem solving organizational issues and to assist me in the implementation of 
engagement processes and data collection. To enable his ability to help process the data 
he will have full access to data should I find his input is required during the earliest 
phases of that analysis. He will also be used to provide recommendations and inform the 
make-it-happen plan once data has been analyzed. 

3. Bill Kostenuk - Grand Lodge Secretary 

Bill will work to reach out to all members of the organization through the standard 
channels to communicate the elements of the project that interact with the members, 
including surveys and engaged inquiry. Bill will also help with discussions of problem 
solving organizational issues and to assist me in the implementation of engagement 
processes, and data collection. He will also be used to provide recommendations and 
inform the make-it-happen plan once data has been analyzed. He may be provided 
collated results from the data collected to help interpret them, but not raw data itself. 

4. Steve Kennard – Editor of the Alberta Freemason (Newsletter) 

Steve will work to reach out to members of the organization through the organization’s 
newsletter to communicate the elements of the project that interact with the members, 
including surveys and engaged inquiry and to promote the project. Steve has produced 
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elements of research and attempts to problem solve retention within Alberta’s 
Freemasons in the past and will be a valuable asset to inform my research. He will also 
help with discussions of problem solving organizational issues and to assist me in the 
implementation of engagement processes, data collection, analysis, and processing. To 
enable his ability to help process the data he will have full access to data should I find his 
input is required during the earliest phases of that analysis. He will also be used to 
provide recommendations and inform the make-it-happen plan once data has been 
analyzed. 

5. Rob Carr – Zetland No. 83 Lodge Junior Warden 

Rob will help with discussions of problem solving organizational issues and to assist me 
in the implementation of engagement processes, and data collection. He will also be used 
to provide recommendations and inform recommendations and the make-it-happen plan 
from a Lodge level perspective once data has been analyzed. Rob has experience 
researching the effects that ceremonies, traditions, symbolism, and ritual have on group 
loyalty and engagement. Rob will help provide insight from that experience and 
understanding. He may be provided collated results from the data collected to help 
interpret them, but not raw data itself. 

6. Tyler Smith – A former Royal Roads University Student in Master of Arts Leadership 
Program and current Freemason in Alberta. 

Tyler is interested in retention within Freemasonry and is well versed in all areas needed 
to provide meaningful insight and contributions to the project. Tyler will be used as a 
reference to provide a peer perspective on my thoughts, recommendations, and 
understandings. He may be provided collated results from the data collected to help 
interpret them, but not raw data itself. 

7. Zeph Wong – Royal Roads University Student in Master of Arts Leadership Program 

Zeph is completing a thesis stream research project in the same program and is familiar 
with much of the literature and processes. Zeph will be used as a reference to provide a 
peer perspective on my thoughts, recommendations, and understandings. He may be 
provided collated results from the data collected 

Real or Perceived Conflict of Interest 

As I do not hold a position in Grand Lodge or any Lodge, nor am I perusing one during the 
coming term, there is no perceived conflict of interest in this study. All participants will remain 
either anonymous, or in the case of group methods their identities and attendance will not be 
recorded. Finally, the annually changing hierarchy of the Masonic world, along with the tenant 
of meeting “on the level” helps to mitigate concerns of power-over. This information is here so 
that you can make a fully informed decision on whether or not to participate in this study. 

Confidentiality, security of data, and retention period 

I will work to protect your privacy throughout this study. All information I collect will be 
maintained in confidence with hard copies (e.g., consent forms) stored in a locked filing cabinet 
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in my home office. Electronic data (such as transcripts or audio files) will be stored on a 
password-protected computer on my home computer or laptop. Information will be recorded in 
hand-written or digitally written (word processor) format and, where appropriate, summarized, in 
anonymous format, in the body of the final report. At no time will any specific comments be 
attributed to any one individual unless specific agreement has been obtained beforehand. All 
documentation will be kept strictly confidential. The data will be held for a maximum of 4 years 
after the completion of the research and submission of the final Thesis, upon which the raw data 
will be wholly destroyed. No data will be retained pertaining to an identifiable individual who 
has withdrawn from the research at any time. Due to the group nature of a World Café, it is not 
possible to keep identities anonymous from the researcher, facilitator, or other participants, 
however participants will be asked to fill out a consent form that they will respect the privacy 
and confidentiality of the research and those who participate in it by not sharing names or 
identifying comments outside of the group. The survey tool being used in this research is Survey 
Gizmo which holds its information on Canadian servers and that information is protected in 
accordance with Canadian privacy law. 

Sharing results 

In addition to submitting my final report to Royal Roads University (RRU) in partial fulfillment 
for a Master of Arts in Leadership at Royal Roads University (RRU), I will also be sharing my 
research findings with Grand Lodge of Alberta. I intend to present my findings at conferences 
should there be an interest in my research, and to publish those findings in (though not limited 
to) academic journals, magazines, and Library and Archives Canada. I will also be publishing 
my finding through the standard Thesis publishing process and repositories of RRU. As 
discussed in the ethical implications section of this proposal, the course of this study and these 
publications will take into account the secret and sensitive elements of Freemasonry and in no 
way infringe upon, divulge, or discuss any of these elements unless explicit permission is granted 
by the organization in advance. I will see if excerpts or elements can be promulgated through 
written, verbal, and newsletter styled communications within the Alberta Freemason community, 
and further look to present at the annual Alberta Freemason’s Spring Workshop. I will also look 
to share the research and results with both Masonic and organizations globally that are interested 
in the work. As mentioned above, should participants be interested in reading the final product, 
the Thesis produced through this research will be a publicly published document upon its 
completion and successful defense. 

Procedure for withdrawing from the study 

World Café: You are not required to participate in this research project. If you do choose to 
participate, you are free to withdraw until the completion of the World Café that you participate 
in by either speaking to the facilitator or simply by removing yourself from the World Café – 
you are not required to communicate this to anyone and can leave at any time. I will hold your 
decision whether or not to participate in confidence and the researcher Bro. Nathaniel Blackmore 
will not keep track of who has participated, who has not participated, and who has withdrawn, 
nor will that information be communicated to the Grand Master by Bro. Nathaniel Blackmore or 
myself. Due to the group nature of this data collection, it may not be possible to destroy 
information provided. However, should you choose to withdraw from this element of the study 
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prior to the information being synthesized into the final report or Thesis, any information 
associated with you will be destroyed if in any way identifiable. 

Survey: Please be aware that you are not required to participate and, should you choose to 
participate, your participation would be entirely voluntary. If you do choose to participate, you 
are free to withdraw until the point you submit your results at the end of the survey. After this 
point it is not possible to remove your contributions as contributions are anonymous and 
individual identities are not tracked. If you do not wish to participate, simply do not reply to this 
request. Your decision to not participate will not be known. Your choice will not affect our 
relationship or your status in the organization in any way. Due to the anonymous nature of the 
study, there will be no way to track and delete your contributed data once provided. 

You are not required to participate in this research project. By singing the in-person consent form 
at the World Café or participating in the survey by clicking on the link and answer yes to the 
agreement statement within, you indicate that you have read and understand the information 
above and give your free and informed consent to participate in this project. 

Please keep a copy of this information letter for your records. 

Sincerely, 
WBro. Bill Kostenuk 

Grand Secretary 
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Appendix I: Current Member Survey Invitation 

E-MAIL INVITATION TO PARTICIPATE IN SURVEY 

Dear Brother, 

I am contacting you on behalf of Bro. Nathaniel Blackmore who would like to invite you to be 
part of a research project that he is conducting. This project is part of the requirement for his 
Master’s Degree in Leadership at Royal Roads University. This project has been approved by the 
Grand Master and I have been given permission to contact potential participants for this purpose. 

The purpose of Bro. Blackmore’s research is to gain greater insight into why men join 
Freemasonry in Alberta, what their expectations are, and how Lodges can better meet those 
expectations with the goal of increased retention of new members. 

Your name was chosen as a prospective participant as a Freemason in Alberta. This phase of the 
research project will consist of an electronic survey consisting of 8-12 questions depending on 
your answers and is estimated to take 5-15 minutes. You can respond to this survey from any 
computer or mobile device and will remain available for completion until 31 Aug 2019. 

The Research Information Letter document attached to the email which contained the link to this 
survey contains further information about the study conduct and will enable you to make a fully 
informed decision on whether or not you wish to participate. 

You are not required to participate in this research project. As the identities of individuals are not 
tracked, if you do choose to participate, you are free to withdraw until the point you submit your 
results at the end of the survey. After this point it is not possible to remove your contributions. 

This survey is anonymous and your decision whether or not to participate will remain unknown 
to myself, the researcher Bro. Nathaniel Blackmore, the Grant Master, or anyone else. 

I realize that due to either our collegial relationship, or that of you and Bro. Nathaniel 
Blackmore, you may feel compelled to participate in this research project. Please be aware that 
you are not required to participate and, should you choose to participate, your participation 
would be entirely voluntary. If you do choose to participate, you are free to withdraw until the 
point you submit your results at the end of the survey. After this point it is not possible to remove 
your contributions. If you do not wish to participate, simply do not reply to this request. Your 
decision to not participate will not be known. Your choice will not affect our relationship or your 
status in the organization in any way. 

Please feel free to contact me at any time should you have additional questions regarding the 
project and its outcomes. 

Note: This survey will be conducted through the use of Survey Gizmo, an online survey tool 
which stores its data on Canadian servers and upholds privacy standards in accordance with 
Canadian law. 
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If this is an invitation to a survey, insert link to survey here and do not ask for a response. 

Sincerely, 

WBro. Bill Kostenuk 

 

 

Grand Secretary 
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Appendix J: Demitted Member Survey Invitation 

E-MAIL INVITATION TO PARTICIPATE IN SURVEY 

Dear Brother, 

I am contacting you on behalf of Bro. Nathaniel Blackmore who would like to invite you to be 
part of a research project that he is conducting. This project is part of the requirement for his 
Master’s Degree in Leadership at Royal Roads University. This project has been approved by the 
Grand Master and I have been given permission to contact potential participants for this purpose. 

The purpose of Bro. Blackmore’s research is to gain greater insight into why men join and leave 
Freemasonry in Alberta, what their expectations are, and how Lodges can better meet those 
expectations with the goal of increased retention of new members, and limiting the loss of long-
standing members. 

Your name was chosen as a prospective participant as a Freemason in Alberta. This phase of the 
research project will consist of an electronic survey consisting of 7 questions and is estimated to 
take 5-10 minutes. You can respond to this survey from any computer or mobile device and will 
remain available for completion until 1 Oct 2019. 

The Research Information Letter document attached to the email which contained the link to this 
survey contains further information about the study conduct and will enable you to make a fully 
informed decision on whether or not you wish to participate. 

You are not required to participate in this research project. As the identities of individuals are not 
tracked, if you do choose to participate, you are free to withdraw until the point you submit your 
results at the end of the survey. After this point it is not possible to remove your contributions. 

This survey is anonymous and your decision whether or not to participate will remain unknown 
to myself, the researcher Bro. Nathaniel Blackmore, the Grant Master, or anyone else. 

I realize that due to either our collegial relationship, or that of you and Bro. Nathaniel 
Blackmore, you may feel compelled to participate in this research project. Please be aware that 
you are not required to participate and, should you choose to participate, your participation 
would be entirely voluntary. If you do choose to participate, you are free to withdraw until the 
point you submit your results at the end of the survey. After this point it is not possible to remove 
your contributions. If you do not wish to participate, simply do not reply to this request. Your 
decision to not participate will not be known. Your choice will not affect our relationship or your 
status in the organization in any way. 

Please feel free to contact me at any time should you have additional questions regarding the 
project and its outcomes. 

Note: This survey will be conducted through the use of Survey Gizmo, an online survey tool 
which stores its data on Canadian servers and upholds privacy standards in accordance with 
Canadian law.  



MEMBER RETENTION IN ALBERTA’S FREEMASONS 170 

If this is an invitation to a survey, insert link to survey here and do not ask for a response. 

Sincerely, 

WBro. Bill Kostenuk 

 

 

Grand Secretary 
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Appendix K: World Café Informed Consent 

RESEARCH CONSENT FORM 

By signing this form, you agree that you are over the age of 19 and have read the information 
letter for this study. Your signature states that you are giving your voluntary and informed 
consent to participate in this project and the data you contribute to be used in the final report and 
any other knowledge outputs (articles, conference presentations, newsletters, etc.). 

 I consent to data collection through World Café 

 I consent to quotations and excerpts expressed by me through the World Café being 
included in this study, provided that my identity is not disclosed 

 I consent to the material I have contributed to and/or generated on flipchart, paper on 
tables, verbally, or by written notes produced as a result of my participation in the 
World Café be used in this study 

 I commit to respect the confidential nature of the World Café by not sharing identifying 
information about the other participants 

Name: (Please Print): __________________________________________________ 

Signed: _____________________________________________________________ 

Date: ______________________________________________ 
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Appendix L: Active Member Survey Informed Consent 

By signing this form, you agree that you are over the age of 19 and have read the information 
letter for this study. Your signature states that you are giving your voluntary and informed 
consent to participate in this project and have data you contribute used in the final report and any 
other knowledge outputs (articles, conference presentations, newsletters, etc.). 

 I consent to data collection through electronic survey. 

 I consent to quotations and excerpts expressed by me through the electronic survey 
being included in this study, provided that my identity is not disclosed. 

 I consent to the material I have contributed to and/or generated through my 
participation in electronic survey be used in this study. 

 I commit to respect the confidential nature of the electronic survey by not sharing 
identifying information about the other participants. 

Name: (Please Print): __________________________________________________ 

Signed: _____________________________________________________________ 

Date: ______________________________________________ 

Note: These elements were included in the online survey and agreement with the terms was 
required prior to being able to move forward to participate in the survey. 
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Appendix M: Demitted Member Survey Informed Consent 

By signing this form, you agree that you are over the age of 19 and have read the information 
letter for this study. Your signature states that you are giving your voluntary and informed 
consent to participate in this project and have data you contribute used in the final report and any 
other knowledge outputs (articles, conference presentations, newsletters, etc.). 

 I consent to data collection through electronic survey. 

 I consent to quotations and excerpts expressed by me through the electronic survey 
being included in this study, provided that my identity is not disclosed. 

 I consent to the material I have contributed to and/or generated through my 
participation in electronic survey be used in this study. 

 I commit to respect the confidential nature of the electronic survey by not sharing 
identifying information about the other participants. 

Name: (Please Print): __________________________________________________ 

Signed: _____________________________________________________________ 

Date: ______________________________________________ 

Note. These elements were included in the online survey and agreement with the terms was 
required prior to being able to move forward to participate in the survey. 
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Appendix N: Masonic Resources 

Masonic Programs 

• The 7 Steps to Initiation – Grand Lodge of Alberta A.F. & A.M.: 
https://freemasons.ab.ca/index.php/7-steps-initiation/ (Grand Lodge of Alberta 
membership password required – may be requested through the Grand Secretary of 
Alberta) 

• Freemason University (FMU) – Grand Lodge of Montana A.F. & A.M.: 
http://www.grandlodgemontana.org/MEDIA/Freemason%20University.htm 

• Grand Lodge of Pennsylvania – Officer Seminars and Sectional Schools of Instruction: 
https://pagrandlodge.org/masonic-education/seminars-and-sectional-schools-of-
instruction/ 

• Grand Lodge of Pennsylvania – Online Education & Mentoring Program: 
https://pagrandlodge.org/online-mentoring/ 

• Grand Lodge of Pennsylvania – Speakers Bureau: https://pagrandlodge.org/masonic-
education/speakers-bureau/ 

University Courses on Freemasonry 

• Masonic Sourcebook: 
http://www.masonicsourcebook.com/UCLA_study_of_freemasonry_grand_master_adam
son.htm 

• UCLA University Courses on Freemasonry: 

- https://freemasonryandcivilsociety.ucla.edu/ 

- https://freemasonryandcivilsociety.ucla.edu/courses/ 

Videos 

• Grand Lodge Free & Accepted Masons of Wisconsin YouTube Channel: 
https://www.youtube.com/channel/UCT0l7vgBldFOoIj_ryppZOw 

• Grand Lodge of Pennsylvania, Free & Accepted Masons YouTube Chanel: 
https://www.youtube.com/channel/UC0YzZtZbNmW9pkbA63EqFgA 

• Masons of California YouTube Channel: 
https://www.youtube.com/channel/UCGry67JpM1pDaKE-0Mown-w= 

• Scottish Rite Northern Masonic Jurisdiction Website: https://scottishritenmj.org/ 

• Scottish Rite Northern Masonic Jurisdiction YouTube Channel: 
https://www.youtube.com/channel/UCIp-b7bUjj92IBb5wZSHl3g 

• The Most Worshipful Grand Lodge of Arkansas Free & Accepted Masons Facebook 
Page: 
https://www.facebook.com/TheMostWorshipfulGrandLodgeOfArkansasFam/videos/ 
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• The Scottish Rite of Freemasonry Southern Jurisdiction, USA: https://scottishrite.org/ 


