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Moderator: Kathryn Kennedy

Panel: 
Early Career to Mid-Careerists:

· Diana Wheeler, University of Wisconsin at Madison, recently became supervisor

· Amanda Werhane, University of Wisconsin, Early Careerist Librarian

· Megan Sapp Nelson, Purdue University

Experienced:

· Karen Andrews: UC Davis, Head of Physical Sciences and Engineering Library

· Mel DeSart, University of Washington

· Jill Powell, Cornell University

· Kate Thomes, University of Pittsburg, Head of Engineering Library

· Amy Van Epps, University of West Lafayette

· Bob Schwarzwalder, University of Hawaii (soon to be with University Library at Stanford)

Moderator: What helped you adjust and be successful when starting out?

Time…it takes a long time to get adjusted.  Plus a supportive environment, meetings with supervisors and taking part in a non-librarian academic staff mentor program.  Monitoring lost of e-mail lists.

Helpful to have had a background as a graduate assistant this let me know what I was getting into.  I had someone to talk to about the “little” questions which occur.

JILL POWELL=It’s important to surround yourself with “Just Do It” people.  Negativity can get you down.  I thought that I should avoid these types, but now try to convert them.  Anything you can do to make them look good is a plus. Also, “just messed up libraries” but when they fail, don’t let it get your down.

KATE THOMES=Internship experiences are important.  Problems were turned into a “project” so “rescuer”.  Interesting to see collegial process.  I wanted to model this.

DIANA WHEELER=Cultures of library:  Supervisor needs to explain background and history of your institution.  This was very good, in my case.  It’s important to share what is going on through as a supervisor.  Sharing and communication are essential to making new employees feel welcome, not top down filtering but a culture of openness.  Being treated as a colleague and common courtesy.
BOB SCHWARZWALDER=Flexibility is important.  Look at what you were hired to do and then 6 months later what you do now.  This can be hard, but it is required and important.  We seek respect from organizations that we work for, as well as flexibility and benefit of the doubt.

MEL DESART=I worked within the engineering library from day one and I was a sponge.  I watched and absorbed and picked up from others, picking and choosing and watching others.  Especially in a big shop, this is a huge resource.  For new librarians, never be afraid to admit what you don’t know.  Make use of resources that you have.

KAREN ANDREWS=Everyone has skills/strengths.  Look at people who have skills that you don’t and observe and figure out what they do.  Flexibility is important, as well as learning from new people.

AMY VAN EPPS=A variation on the sponge philosophy is to work in the opposite way.  To observe what you DON”T want to do and look at those further along than you.

Moderator: Is there anything else that you’d want your organization to provide?

AMY VAN EPPS=More guidance on dealing with faculty.

A very thorough tour of the library would have been helpful along with an overview of the history of the library even in the last few weeks.  Also a briefing on what’s coming right up along with a description of library units and committees, as well as a welcome lunch and a librarian mentor on campus.

Every campus needs to talk about when new positions are created and look at where the overlap in positions occurs with old ones to avoid territorial issues.

DIANA WHEELER=Being recognized as a new employee in the “don’t know” context, the history.  Need such focused attention and to be recognized as a valued important individual.  Opportunity for collaboration is important among staff with newly created positions.

KATE THOMES=In terms of being “Devil’s Advocate”…Just can’t do for you.  Don’t wait for historical information, so important to “Just Do It”.  If don’t know, be quite assertive.  Recognize respect and collegiality go both ways.  Do what you can to initiate things.
Megan Sapp Nelson =When coming out of graduate school, you don’t know about the level of bureaucracy which exists.  No one knows this or teaches it.

Moderator: Mentoring Programs. Is there a program in your library related to research and collaboration?

MEL DESART=At the University of Washington, the library advisory committee, not faculty, but closest to faculty that we have handles this.  Every new librarian gets two adviors both at the associated level or higher.  Different people approach this process differently.  I take my cue from the new librarian themselves, whether they prefer structured or unstructured.

AMY VAN EPPS=We have no formal process and we have tenure.  At Purdue, we are in turmoil in this regard as new people are looking for more structure.  It’s up to the new librarian to be assertive in the process.  It is both exhilarating and terrifying to be a mentor.

?=Untenured faculty has a writing group.  Faculty members did a seminar on how to write a scholarly article.

JILL POWELL=Professional development week is held at Cornell University.  During this week, you practice and give presentations in front of peers.  All types and levels (new and experienced) participate.

DIANA WHEELER=University of Wisconsin at Madison does not have tenure track.  However, collaboration is important and is key.  Committee work is important on our campus for common purposes.  We have an orientation program dedicated to getting new instruction librarians set up with peer mentorship, including peer review of teaching.  The critically important thing is to have access to committees and the opportunity to work with colleagues around campus for the purpose of networking for future opportunities.

Moderator: How do you balance this and mitigate meetings?

Make sure meetings are related to your job as they are a time waster.

KATE THOMES=Navigating is a good point.  Establish good communication and trust.  What is the meeting to be on, this is how not to be distracted.  Don’t put the new librarian in the position of saying “no”.  For new librarians, get a sense of the politic, how you protect new people.

BOB SCHWARZWALDER=Committee allows new librarians to see if the person is capable of taking on a broader role and more responsibilities and to test them, as well.
(?)  Also give new employees control over their decisions.  For new people, encourage them to do time on the info desk and to learn all kinds of “nuts and bolts”.  Also, this is good for them to be “out of their comfort zone.”

Moderator: How do you “disagree” with your supervisor?

(Silence)

JILL POWELL=This is a tricky question because your supervisor controls your future.  But you need to separate emotional issues from professional ones.  When you are home you can vent, but you must problem solve.  Also, pick your battles.  Don’t push too hard and don’t take anything personally.

(?) Try to point out areas of agreement.

BOB SCHWARZWALDER=This is a good interview question and focuses on personnel styles.  “How do we disagree?”  Very difficult bosses: “I know you want to do x, for a few reasons and the benefit of the library, I suggest A, B, C”.  Just saying no is “insubordination”.   If offer options, softens the blow.

Awareness—might be issues that they can’t share with you.  So, you must accept this and just go along.  

Also, don’t publicly disagree.

DIANA WHEELER=As a newer employee, try to see things through the eyes of your supervisor.  Also sympathize with pressures that they’re under.  You’re on their side and WANT them to succeed.  Respect and trust are fragile.  Empathy is important.

KATE THOMES=Gut reactions to new ideas are both positive and negative.  As a supervisor it is important to listen with others.

BOB SCHWARZWALDER=A good example of this is to look at the weirdness of organizational charts due to problem people.  They are built around personalities.

Keep movement in your career.  Just because it’s important to me doesn’t me doesn’t mean that it matters with anyone else.  Keep your list and look at solving projects and problems of your supervisor.

KAREN ANDREWS=Be careful not to be tagged as a “person against decisions.”  Let the marketplace rule.  Use groups like the Engineering Libraries Division because your own organization won’t let you do it.  Fill your head with the positive rather than the negative.

Moderator: How do you get your organization to change direction without changing jobs?

MEL DESART=You don’t, unless you have the ear of the Dean or Director.  You get people to change, but this is only true if there is critical mass and then it may happen.

KAREN ANDREWS-You meet with others privately to discuss it and work that way.

BOB SCHWARZWALDER=Change happens by working with people right.  The illusion is that power is “one step up”, but it’s people’s “hearts and minds” throughout, not any one individual leader.  Cultural change is an art rather than a science.

(?) First Break All the Rules is the title of a book that details what makes organizations succeed or fail.  You can’t change people, but you can emphasize strengths to move towards change.  I’m not a master at it, but I look at them.
BOB SCHWARZWALDER=Understanding organizational culture is key and you must do this as a new person.  You have to watch dress and how people relate.  Library cultures can be very complicated.

Moderator: How do you defend needs within your organization when you are facing cuts (e.g., serials-related)

KATE THOMES=This is an organizational change issue.  You must advocate for collection, for students, but this is determined by the “winds”.  A lot of self-reflection is involved.  Can I be there and maintain my integrity, values and energy and avoid burnout.

BOB SCHWARZWALDER=From an administrative point of view, you need to form coalitions and bridges that engrain you in the organization so not to be attached.  If the right kind of collaborations takes place, you will not be seen in a negative way.  Once you defend, you’ve lost a lot of the battle.

MEL DESART=In some cases, don’t defend it6.  But you have to look at the organization’s needs as a whole.  The tendency is to defend your turf.  But to go farther up in the organization you need to look at the needs of the organization as a whole.

Moderator=New librarians coming out of school, do they underestimate the functional needs of the library?

(?)  You don’t share libraries, you DO them.  At Granger, we worked with others who handn’t.  You have to physically see the work flow.  I feel VERY strongly about this.  The experience of watching a workflow is crucial.

BOB SCHWARZWALDER=A new librarian has a hair-brained idea?

KAREN ANDREWS=Not hair-brained.  Play, reverse it, and see what’s valuable in it.  99% there is something useful in it.

Moderator=How do you prepare librarians to take on new, supervisory roles?

JILL POWELL=I recommend reading the book, Crucial Conversations and pay attention to the related list serve related to workplace issues.  It takes a similar approach to Myers Briggs.  Resilience is also another helpful book for established librarians.
KAREN ANDREWS=Rely on your staff to let you know when to take action.  Ask people if they are interested in management/supervision.  

KATE THOMES=As new librarians who get hired into supervising positions where supervising long-term, knowledgeable employees, ask the employee to discuss, related what they know and don’t know regarding systemic issues, human resources and bureaucracy.  Supervising is an art.  You try things, develop support networks and guide people to those resources.

BOB SCHWARZWALDER=”Ad Hocracy”.  Put people in charge with timelines and deliverables in order to development skills on project management and supervising.  At Ford, we say “Of course we can do it, we’re librarians!”


See if they have a comfort level with intractable problems.  You develop your own style and need experience.  You need to give pre-requisite experiences.  Sometimes experiences are out of left field, but there is a method to the madness.  The field desperately needs new managers and supervisors.
(?) Purdue brought in the American Libraries Association Office of Supervisory Management Program (OLMS) for a 2-3 day intensive day course.

MEL DESART=I agree with Bob.  I encourage librarians to run for office and chair a committee because these are microcosms of organizations.

Now open to questions:

Alice Trussel: Less than 1/3 have formal mentoring programs.  It’s important to match within two months (no sooner).  Survival skills and a sense of humor are also important.

Jay Bhatt: I was asked to start a mentoring program and now I go to lunch with students on a monthly basis.  

We’re getting wonderful advice for new librarians, but for those who have been doing this for 20 years.  However, new staff is often brought in as a catalyst for change.  We know then that there will be issues/conflicts.  How do we handle this in terms of being mid-level people?

BOB SCHWARZWALDER=It worries me about bringing in new staff for a change because as a newcomer, this person is the least able to understand what’s needed.  A more experienced librarian will be able to have a “niche”.  What is their track record?  What is their skill?

It’s also important to be careful in regards to peer-mentoring because, if you’re buddies, then you may have problems within the work context later on.

How do you handle when peers have a disagreement?

In regards to disagreements, inevitably we’ll disagree, but it’s how you deal with it.    Cut yourself out of the triangle.  No third party.

BOB SCHWARZWALDER-You should respectfully disagree.  For example, one department head came in and said “you have to fire” the other.  You have to discuss it.  Maybe you can’t get along personally, but you must work together.  This may require mediation.  I recommend the book “Getting to Yes” by the Harvard Negotiation Team.  It deals with resolving and maintaining in terms of respect.

DIANA WHEELER=Meeting structure can be beneficial/detrimental depending on your situation/supervisor.

How do you manage a “mixed staff” of paraprofessionals and professionals?
JILL POWELL=Support staff/professional committees for a specific task.

BOB SCHWARZWALDER=Often people treat non-professionals as 2nd class citizens, but they know a lot.

DIANA WHEELER=It’s incumbent to supervisor to mitigate these factors.

MEL DESART=I got my MLS after being a tech.  New supervisor didn’t tap into my experience when I was a tech; there was a wealth of important info that they missed.

Moderator: Ongoing dialogues in this area are important.
#  #  #
