High Participation Local Self- Assessment 
Rating Scale
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	Low Participation
	Emerging Participation
	Growing Participation
	High Participation Local



1. Distribution of Union Work
Who does the work of the union?
	1
	2
	3
	4

	Officers, staff, and a handful of activists perform nearly all union work.
	Some members assist with union work but remain dependent on officers and staff.
	Worksite leaders and committees perform significant portions of union work with support and coaching.
	Work is broadly distributed across trained worksite leaders and member teams. Officers focus on strategy, coalition work, political leadership, and organizational growth.

	
	
	
	



2. Worksite Representative Capacity
How capable are worksite leaders?
	1
	2
	3
	4

	Representatives primarily relay information.
	Representatives occasionally assist members with workplace concerns.
	Representatives regularly organize members and handle basic worksite issues.
	Representatives confidently address Level 1 concerns, organize coworkers, identify leaders, recruit members, and mobilize collective action.

	
	
	
	



3. Organizing Data
How are data used?
	1
	2
	3
	4

	Data is mainly administrative.
	Data is occasionally reviewed after campaigns.
	Data informs some organizing decisions.
	Data is routinely analyzed to identify engagement levels, leadership gaps, organizing opportunities, worksite capacity, and strategic resource allocation.

	
	
	
	



4. Member Engagement
What percentage of members take action?
	1
	2
	3
	4

	Less than 20% regularly participate.
	Participation centers around a small activist core.
	Many (50-60%) members participate in campaigns and events when asked.
	A supermajority of members (>75%) routinely participate in conversations, surveys, campaigns, meetings, actions, and leadership opportunities.

	
	
	
	



5. Organizing Conversations
How often are members engaged one-on-one?
	1
	2
	3
	4

	Member contact occurs primarily during crises or dues collection.
	Some organizing conversations occur during campaigns.
	Worksite leaders conduct regular outreach.
	Organizing conversations are a normal part of union culture, with leaders consistently identifying issues, building relationships, and developing activists.

	
	
	
	



6. Budget Alignment
What does the budget build?
	1
	2
	3
	4

	Most spending supports governance, conferences, and routine operations.
	Some funds support member engagement activities.
	Significant resources support organizing and leadership development.
	Budget decisions intentionally increase organizing capacity through leader development, worksite teams, member resources, communication systems, organizing technology, and campaign infrastructure.

	
	
	
	



7. Worksite Structures
How strong are organizing structures?
	1
	2
	3
	4

	Few organized worksites.
	Some active worksites.
	Most worksites have functioning representative structures.
	Every worksite has an effective organizing team capable of communications, issue identification, membership growth, advocacy, and campaign mobilization.

	
	
	
	


8. Internal Communication Systems
How do members learn and act?
	1
	2
	3
	4

	Communication is one-way and inconsistent.
	Information flows through a few activists.
	Multiple communication methods exist.
	Member-to-member communication networks exist in every worksite, allowing rapid dissemination of information and mobilization around union priorities.

	
	
	
	


9. Campaign Readiness
Can the local run a winning campaign?
	1
	2
	3
	4

	Local relies on staff or outside support.
	Local occasionally runs issue campaigns.
	Local can conduct internal organizing campaigns.
	Local consistently builds campaigns around clear goals including supermajority membership, supermajority participation, leadership growth, and collective action.

	
	
	
	



10. Coalition & Community Power
How connected is the local to broader community movements?
	1
	2
	3
	4

	No meaningful coalition relationships.
	Occasional participation in coalition events.
	Active relationships with community partners.
	Union regularly organizes alongside community allies, builds public support, increases coalition strength, and advances common-good campaigns.

	
	
	
	



11. Role of Union Staff
Who owns the work—the staff or the members?
	1
	2
	3
	4

	Staff are the primary problem-solvers. They handle grievances, communications, organizing, and member issues. Members rely on staff to get things done.
	Staff begin involving member leaders and worksite representatives in union work. Training and mentoring occur occasionally.
	Staff regularly coach worksite leaders, assist with strategy, and support organizing efforts. Members increasingly handle workplace issues and organizing responsibilities.
	Staff function primarily as organizers, trainers, strategists, and capacity-builders. Staff train members to address workplace issues, develop leaders, analyze organizing data, support campaigns, and strengthen worksite structures. Staff focus on building systems rather than solving individual problems.



12. Role of Union Leaders
Are leaders doing the work themselves, or developing others to lead?
	1
	2
	3
	4

	Officers and executive board members perform most union functions, make most decisions, and solve most member problems. Leadership is concentrated in a small group.
	Leaders recruit volunteers and encourage participation, but still carry most responsibility for union operations.
	Leaders intentionally develop new leaders, delegate responsibilities, and build worksite teams. Leadership is becoming distributed.
	Leaders focus on strategic planning, political leadership, coalition building, restorative conflict resolution, campaign development, and leadership recruitment. Their primary responsibility is developing other leaders and building collective power. Leadership exists throughout the organization rather than being concentrated in elected positions.



13. Centering Equity
The degree to which the local intentionally identifies, removes, and addresses barriers to participation, leadership, representation, and power based on race, class, gender, language, disability, job classification, work location, and other experiences that affect members' ability to fully engage in the union. A high-participation local treats equity not as a separate initiative, but as a core organizing strategy.
Who has access to leadership, participation, decision-making, and power in our union, and what barriers are preventing others from fully engaging?
	1
	2
	3
	4

	Equity is rarely discussed or considered in decision-making. Leadership and participation tend to come from the same social groups. The local assumes everyone has equal access to participation opportunities.
	The local expresses support for diversity, equity, and inclusion and occasionally offers trainings or recognizes equity concerns. There is growing awareness of participation gaps, but limited action to address them.
	The local intentionally recruits leaders from underrepresented groups, begins examining participation and leadership data, and adjusts programs, communications, and structures to increase access and inclusion. Equity is incorporated into organizing, bargaining, and leadership development.
	Equity is embedded in every aspect of union work. Leadership reflects the diversity of the membership. Participation barriers are regularly assessed and addressed. Organizing campaigns, bargaining priorities, communications, leadership recruitment, budget decisions, coalition work, and strategic planning are evaluated through an equity lens. Members most impacted by inequities are actively involved in shaping union priorities and strategies.







Scoring and Interpretation Process of the Self-Assessment
Step 1: Rate Each Category
For each category, assign a score from 1-4 based on the descriptions provided.
	Score
	Description

	1
	Low Participation

	2
	Emerging Participation

	3
	Growing Participation

	4
	High Participation



