


With over 177 years invested in serving libraries, our commitment to you has
never been stronger. By offering the programs, services, and product you need to
best meet patron demand and expectation, Baker & Taylor can provide you with
total solution from a single distributor.

What makes us so special?

For more information on any of these services, please visit us at www.btol.com,
call 1-800-775-1800 or contact your local sales consultant.

Baker & Taylor
Your One-Stop Total Solution

• Over 90,000 U.K. titles available through
Gardners Books 

• Expanded Spanish language offerings through
acquisition of Libros Sin Fronteras 

• Access to over 80,000 eBook titles through
partnership with NetLibrary

• Our database contains information on over
3.8 million print and non-print titles

• Over 1.3 million titles stocked at all times

• Five regional service centers for quick order
turnaround

• Local sales consultants

• Experienced Customer Service Representatives

• Online Customer Service 24/7

• Customized Library Services

• Autoship services and notification to make
your job easier



PUBL IC  L IBRARY ASSOCIAT ION
VOLUME 45 •  NUMBER 1  •  JANUARY/FEBRUARY 2006 
ISSN 0163 -5506

F E A T U R E S

39  Diversity, Recruitment, and Retention
Going from Lip Service to Foot Patrol
To explore ways to fully engage and wrangle with the relevance 
of diversity to recruitment and retention in contemporary public 
libraries, the authors raise and respond to some of the most impor-
tant and recurring questions and themes.
t r ac i e  h a l l  a n d  j e n i f e r  g r a dy 

48  Honoring Generations
Recruiting Native Students into Careers in Librarianship
This articles describes Honoring Generations: Developing the Next 
Generation of Librarians Specializing in Services for Indigenous 
Communities, a grant project developed at the University of Texas 
to meet the need for librarians in tribal homelands.

 l o r i e n e  r oy a n d  a n to n y c h e r i a n

53 What Are They Thinking?
Results of a Survey on the Profession
The PLA Recruitment of Public Librarians Committee commis-
sioned this survey to discover information about the current popu-
lation of library staff, to find out the views of recent graduates, and 
to gain insight from prospective employers. 
p l a r e c ru i t m e n t o f  p u b l i c  l i b r a r i a n s  c o m m i t t e e

58  Retaining and Motivating 
High-performing Employees
This article addresses methods for motivating and retaining high-
performing employees and shows how truly advantageous it is to 
build a culture and work environment that leads to employee com-
mitment, loyalty, and retention.
pau l a s i n g e r  a n d  j e a n n e  g o o d r i c h

D E P A R T M E N T S

 4 News from PLA 
  k at h l e e n  h u g h e s

 7    From the President
  d a n i e l  l . wa lt e r s

 8 On the Agenda 

 11 Tales from the Front
  j e n n i f e r  r i e s - tag g a rt

 14 Perspectives
  n a n n  b l a i n e  h i lya r d

 24 Book Talk 
  l i s a  r i c h t e r

 29 Internet Spotlight 
  s t e v e n  m . c o h e n

 32 Bringing in the Money 
  s t e p h a n i e  g e r d i n g

 37  Passing Notes    
m i c h a e l  g a r r e t t fa r r e l ly

 64 By the Book 
  j u l i e  e l l i ot t

 69 New Product News 
  v i c k i  n e s t i n g

E X T R A S

 2 Editor’s Note
 9 Verso
 71 Index to Advertisers

c ov e r  b y j i m  l a n g e  d e s i g n



p u b l i c  l ib r a r ie s 2

EDITORIAL
EDITOR: Kathleen M. Hughes

CONTRIBUTING EDITORS: Hampton (Skip) Auld, Steven M. 
Cohen, Julie Elliott, Michael Garrett Farrelly, Stephanie Gerding, 
Nann Blaine Hilyard, Vicki Nesting, Jennifer Ries-Taggart

ADVISORY COMMITTEE
Marilyn Boria, Elmhurst, IL; Nancy Charnee, New York, NY; 
Bessie Condos, Sacramento, CA; Barbara Custen, Pasadena, CA; 
Sally Decker-Smith, Wheeling, IL; Luren E. Dickinson, Shaker 
Heights, OH; Nanci Milone Hill, Methuen, MA; Patricia Marvel, 
Las Vegas, NV; Marcia Schneider, San Francisco, CA.

EX OFFICIO: Clara N. Bohrer, West Bloomfield Library, 
4600 Walnut Lake Rd., West Bloomfield, MI 48323-2557; 
bohrercn@wblib.org.

PLA PRESIDENT: Daniel L. Walters, Las Vegas-Clark County 
Library District, 833 Las Vegas Blvd. N., Las Vegas, NV 89101; 
waltersd@lvccld.org

PUBLIC LIBRARIES (ISSN 0163-5506) is published bimonthly at 
50 E. Huron St., Chicago, IL 60611. It is the official publication of 
the Public Library Association, a division of the American Library 
Association. Subscription price: to members of PLA, $25 a year, 
included in membership dues; to nonmembers: U.S. $50; Canada 
$60; all other countries $60. Single copies, $10. Periodicals postage 
paid at Chicago, IL, and at additional mailing offices. 

POSTMASTER: send address changes to Public Libraries, 
50 E. Huron St., Chicago, IL 60611.

SUBSCRIPTIONS
Nonmember subscriptions, orders, changes of address, and 
inquiries should be sent to Public Libraries, Sub scription 
Department, American Library Association, 50 E. Huron St., 
Chicago, IL 60611; 1-800-545-2433, press 5; fax: (312) 944-2641; 
subscriptions@ala.org. 

ADVERTISING
William N. Coffee, c/o Benson, Coffee & Associates, 1411 Peterson 
Ave., Park Ridge, IL 60068; (847) 692-4695; fax: (847) 692-3877.

PRODUCTION
ALA PRODUCTION SERVICES: Troy D. Linker, Angela Hanshaw; 
Christopher Keech, Stephanie Kuenn, Kristen McKulski, and 
Christine Velez.

MANUSCRIPTS
Unless otherwise noted, all submissions should be sent to 
Kathleen Hughes, Public Library Association, 50 E. Huron St., 
Chicago, IL 60611; khughes@ala.org. See www.pla.org for sub-
mission instructions.

INDEXING/ABSTRACTING
Public Libraries is indexed in Library Literature and Current 
Index to Journals in Education (CIJE), in addition to a num-
ber of online services. Contents are ab stracted in Library and 
Information Science Abstracts.

MICROFILM COPIES
Microfilm copies are available from University Micro films, 300 
N. Zeeb Rd., Ann Arbor, MI 48103.

The paper used in this publication meets the minimum 
requirements of American National Standard for Information 
Sciences—Permanence of Paper for Printed Library Materials, 
ANSI Z39.48-1992.

©2006 by the American Library Association

All materials in this journal are subject to copyright by the 
American Library Association and may be photocopied for the 
noncommercial purpose of scientific or educational advance-
ment granted by Sections 107 and 108 of the Copyright Revision 
Act of 1976. For other reprinting, photocopying, or translating, 
address requests to the ALA Office of Rights and Permissions, 50 
E. Huron St., Chicago, IL 60611.

Editor’s Note
Where are the public librarians? Where are the positions for public 
librarians? How do we bring more diversity into the profession? Is 
compensation the only reward for working hard? What are the basic 
requirements for someone to be happy with his or her work? With 
this issue we turn our attention to the ongoing professional dialogue 
about recruitment and retention of public librarians. This issue con-
tains something for everyone, whether you’re looking for a job, look-
ing for an employee, trying to figure out how to keep your employees 
happy, or just trying to learn more about these subjects. Let us know 
how you like it! 

A Couple of Firsts
This is my first issue as editor and I’d like thank everyone who 
helps pull this journal together on regular basis. So, thanks to all 
of our writers and column editors—we appreciate your contribu-
tions and couldn’t do this without you—you do a great job! Next, 
PL’s production editors, Stephanie Kuenn and Angela Hanshaw; 
they do an exceptional job, patiently and professionally pulling the 
journal together for each issue. Also, the Public Libraries Advisory 
Committee, headed by Marcia Schneider. And last but not least, I am 
grateful to the editors who have come before me, Renee Vaillancourt 
McGrath and Ellen Altman. I hope the ten years that I have served as 
managing editor of the journal will help me do nearly as good a job as 
they have done. 

A new column debuts this issue, Passing Notes by Michael Garrett 
Farrelly. Farrelly’s column will address issues public librarians face in 
serving young adults. Be sure to take a look.

We have a new design! This being our forty-fifth year of publishing, 
we’ve decided to spice things up a bit. Let us know how you like it!

Remember, we’re always looking for contributions, so send 
those manuscripts in to khughes@ala.org. Also, please feel free to 
send me questions, critiques, feedback, suggestions, and so on. 
Thanks for reading!

Kathleen Hughes
Editor, Public Libraries
khughes@ala.org 

Kathleen is currently reading A Tree Grows in Brooklyn by Betty Smith 
and Four Months to a Four Hour Marathon by Dave Kuehls.

Correction
In the letter, “RFID: More Worrisome Than You Think,” (Nov/Dec 2005 
Readers Respond) by Peter Warfield, Executive Director of Library 
Users Association, PL made two editing errors that resulted in weaken-
ing a cautionary statement and incorrectly identifying his organiza-
tional affiliation. Warfield is a member of the Library Citizens Advisory 
Committee, an advisory body created by San Francisco’s Board of 
Supervisors; he is not a member of the Board of Supervisors. In a sen-
tence commenting on the ability of ordinary aluminum foil to block 
the RFID signal, we inadvertently inserted the modifier “pretty” before 
“easily modified.” The sentence should read: “That means the theft 
prevention function is easily bypassed, exposing collections that use 
RFID for security to potentially significant losses—completely unde-
tected by RFID.” PL apologizes for the errors and thanks Mr. Warfield 
for pointing them out.
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news from pla

Special Thanks
PLA wishes to thank our PLA 
Partners. PLA Partners provide direct 
financial and in-kind support for 
conferences and other PLA activities.
PLA Partners as of January 2006:

Platinum Partners 
(More than $10,000)
Baker & Taylor
Bill and Melinda Gates Foundation
H. W. Wilson Foundation
ProQuest

Gold Partners 
($5,000–$9,999)
3M
BBC Audiobooks America
Brodart Co.
Demco 
EBSCO Information Services
GIS Information Systems
Highsmith
Ingram Library Services
Innovative Interfaces, Inc.
JanWay Company
TLC

Silver Partners 
($1,000–$4,999)
Audio Publishers Association
Farrar, Straus & Giroux 
Libraries Unlimited
Little, Brown Books for 

Young Readers 
Overdrive
Penguin Group (USA) 
Random House
R. R. Bowker
Time Warner
Tutor.com

Bronze Partners 
($500–$999)
Architectural Alliance
LibraryConsultants.org

Association 
Membership Survey
Last summer, the Public Library 
Association (PLA) conducted a sur-
vey of its members to assess their 
professional interests and opinions 
about PLA services and programs. 

Data were collected regarding 
awareness and use of specific PLA 
programs and materials, topics and 
issues for future PLA programs, 
and overall feelings about being 
membership. The study was admin-
istered by the Library Research 
Center of the University of Illinois at 
Urbana-Champaign. 

At the end of May 2005, a statisti-
cally random sample of fifteen hun-
dred respondents selected from the 
current PLA membership directory 
file were invited to participate in the 
online PLA membership survey. On 
October 7, 2005, there were 614 com-
pleted questionnaires, for a response 
rate of 40.9 percent. 

Survey Findings
Overall the results suggest that mem-
bers hold PLA in high regard:

■ A majority (69.4 percent) say 
they will continue membership 
because it is helpful, while an 
additional 5.4 percent hold that 
PLA membership is “the best $50 
I’ve spent this year.”

■ Nearly all respondents (97 
percent) found “PLA conferences 
to be very rewarding” and feel 
that “PLA does a good job of 
addressing concerns of public 
librarians and libraries.”

■ More than nine in ten feel that 
the PLA covers issues important 
to them (95.9 percent), PLA 
membership is useful to them 
(95.2 percent), that PLA is 
responsive to their needs and 
requests (93.9 percent), and that 
they were satisfied with the results 
of their most recent contact with 
PLA (94.2 percent).

PLA Wants You!
Consider this your invitation to get involved! Committee participation 
enables you to become involved in planning PLA programs, events, and 
more. Committee involvement also offers you the opportunity to share 
your experiences, gain additional expertise, and learn from your peers 
while advancing the work of the profession.  

Being active in PLA will provide you with unlimited networking 
opportunities, and the chance to share job leads, new ideas, and suc-
cess stories. Work on solutions to library issues that concern all of us, 
such as technology in public libraries, outsourcing, adequate funding, 
and improved recognition. 

Visit www.pla.org to see the list of PLA committees and to get the 
committee volunteer form.

News from PLA
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■ A majority (65.1 percent) cited 
PLA as their main source for 
“keeping up with current 
developments in librarianship.” 
They also found it easy to get 
involved with PLA, and the 
majority (69.6 percent) expressed 
a desire to be more active in PLA 
than they are now.

■ More than three in four (78.2 
percent) feel that PLA helps 
advance their career.

■ A little more than one-third (34.4 
percent) do not understand 
how PLA works and found PLA 
too distant and impersonal (35 
percent).

■ Fewer than one third (23.9 
percent) felt they did not receive 
enough information from PLA. 
Far fewer (12.7 percent) felt that 
programs and materials offered 
by PLA were not relevant to their 
libraries’ situations.

Comparison to 2000 Survey
Only one statistically significant dif-
ference was found between member 
attitudes assessed in the present 
survey and those from the 2000 PLA 
membership survey. There was a 
large decrease in the percentage of 
respondents who believe PLA does 
a good job of addressing concerns 
of public librarians and libraries. 
65.1 percent agree that PLA does a 
good job of addressing concerns of 
public librarians and libraries, but in 
2000, that number was 93.2 percent. 
Otherwise, attitude items that were 
common to both surveys did not 
differ significantly. To see the entire 
survey and results visit www.pla.org. 

Former Public 
Libraries Editor Dies
Gerald (Jerry) Shields passed away 
November 10, 2005, after a long 
career as a librarian, professor, and 

editor, including stints at Public 
Libraries and American Libraries. 
Jerry was an associate professor 
at the University at Buffalo, State 
University of New York (UB-SUNY) 
from 1973 to 1990 and assistant 
dean of its school of information 
from 1975 to 1990. Before coming 
to UB-SUNY, Shields was editor of 
American Libraries from 1968 to 
1973. Upon retirement from UB-
SUNY in 1990, he served as editor of 
Public Libraries. He also worked as 
head of the social sciences division 
of Dayton and Montgomery County 
(Ohio) Public Library from 1964 to 
1968, and as a reference librarian 
at Marquette University libraries in 
Milwaukee, Wisconsin, from 1961 to 
1964. He earned an MA in Library 
Science from the University of 
Wisconsin–Madison in 1961. 

Active in the American Library 
Association (ALA), he was a 
Councilor-at-Large from 1974 to 
1978 and 1980 to 1984, treasurer for 
the Social Responsibilities Round 
Table from 1975 to 1977, and 
involved in many other ALA com-
mittees and the New York Library 
Association (NYLA). He also served 
as NYLA’s president and was a 
candidate for ALA president. With 
John Robotham, he wrote the 
book Freedom of Access to Library 
Materials (Neal-Schuman, 1982) and 
published many articles on intel-
lectual freedom. He received NYLA’s 
Intellectual Freedom Committee 
Award in 1985.

Candidate Slate for 
2006 PLA Election
President/
Vice-President Elect
Marilyn Boria, Director, Elmhurst 

(Ill.) Public Library
Jan Sanders, Director, Pasadena 

(Calif.) Public Library

Library Service Cluster 
(vote one from each pair)
Valerie Rowe Jackson, Richland (S.C.) 

Public Library
Eva Poole, Denton (Tex.) Public 

Library

Waller McGuire, St. Louis (Mo.) 
Public Library

Cathy Sanford, Contra Costra County 
Public Library, Pleasant Hill, Calif.

Library Development 
Cluster 
(vote one from each pair)
Mary Lou Caskey, Mid-York (N.Y.) 

Public Library System
Josie Parker, Ann Arbor (Mich.) 

Public Library

Terri Crawford, Lee County Public 
Library System, Fort Meyers, Fla.

Danis Kreimeier, Yorba Linda (Calif.) 
Public Library 

Issues and Concerns Cluster
(vote one from each pair)
Larry Neal, Clinton-Macomb (Mich.) 

Public Library
Gleniece Robinson, Fort Worth 

(Texas) Public Library

Neel Parikh, Pierce County Public 
Library, Tacoma, Wash.

Stephen Klein, County of Los 
Angeles (Calif.) Public Library

Special Events at 
the Upcoming PLA 
Conference

Put these on your 
conference schedule!
The PLA Conference will be held 
March 21–25, 2006, in Boston. Here’s 
a sampling of some of the special 
events in store for attendees:

■ Preconference Luncheon 
(Tuesday, March 21, 2006) 
featuring Anna Deavere Smith

news from pla



■ Opening General Session 
(Wednesday, March 22, 2006) 
featuring Linda Ellerbee, support 
provided by Highsmith, Inc. 

■ Book Buzz (Wednesday, March 22, 
2006) featuring Nancy Pearl

■ Author Luncheons (Thursday, 
March 23, and Friday, March 24) 
with events featuring Elie Wiesel, 
support provided by Farrar, 
Straus & Giroux; Jon Scieszka, 
support provided by Penguin 

Group USA; Jerry Spinelli, 
sponsored by Little, Brown Books 
for Young Readers; and Sarah 
Susanka and Michael Schlow

■ Beantown Banquet (Thursday, 
March 23, 2006) featuring Julia 
Spencer-Fleming, Clive Brill,and 
Joe Finder, sponsored by Audio 
Publishers Association

■ Closing Session (Saturday, March 
25, 2006) with keynote speaker to 
be announced.

The conference also will fea-
ture several social events includ-
ing a New Member Orientation 
and Reception scheduled for 
Wednesday, March, 22, 2006, and 
an all-conference reception slated 
for Friday, March 24, 2006. In addi-
tion, tours are available on Tuesday, 
Wednesday, Thursday, and Saturday. 
Visit www.placonference.org to 
register for the conference or to get 
more information.  

news from pla
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ALA Council approves dues increase proposal

 The American Library Association (ALA) Council voted to place a proposal to increase personal membership 
dues on the ALA spring ballot during the Midwinter Meeting in San Antonio.

“It’s been eleven years since the last dues increase. Then, as now, we had a mandate from membership to 
implement an ambitious strategic plan,” said ALA President Michael Gorman. “The dues increase is needed to 
keep ALA moving forward.”

ALA Executive Director Keith Michael Fiels explained the increase will support the association’s new strate-
gic plan, ALA Ahead to 2010. Noting that the ALA budget has been flat for five years, ALA Treasurer Terri Switzer 
said, “We have reached our financial limit. It’s imperative that we pass the dues increase. ALA cannot be all the 
things we want it to be if we don’t step up to the plate.”

The proposal calls for an increase of $10 per year over a three-year period for ALA regular members. Members 
paying $35 or $45 would see an increase of approximately $10 over three years. The salary threshold for a lower 
dues rate also would be increased from $20,000 to $25,000. If approved by members, the changes would go into 
effect in September 2006. ALA also will provide an option for installment payments by credit card.

For more information, please visit www.ala.org/alaahead.



My first job as a librarian was in rural Washington State at the North 
Central Regional Library District. North Central has twenty-eight 
branches that serve a vast, five-county area bordered on the west 

by the Cascade mountain range and stretches from the center of the state 
north to the Canadian border. Its service area extends east and south across 
portions of the great basalt Columbia Plateau, an area marked by orchards 
and fertile farmland made possible by water from Columbia Reclamation 
Project reservoirs. The striking southeast quadrant’s arresting desert topogra-
phy is riddled with coulees formed by the age-old torrential floodwaters that 
swept across the plateau from Glacial Lake Missoula. Rural public libraries 
can be found in towns and hamlets throughout this expansive area. Just the 
place for a wide-eyed librarian fresh from library school. 

I started out at the headquarters branch in Wenatchee, and during the 
course of the five years I spent at the district, I had the good fortune to try 
my hand at a variety of tasks in reference, adult services, and management 
of the branches. Microfiche catalogs were a new technology in those days, 
and the district was one of the first rural libraries to convert its catalog so 
that all branches could have access to district resources. There were only 
five ALA-accredited librarians, including the director at the time, and it 
turned out that the only limits to gaining professional experience were 
those that were self-imposed. I was the beneficiary of a generous and toler-
ant boss in now-retired director Mike Lynch, who was open to letting this 
young librarian have enough room to experiment, while tempering that 
freedom with a quick yank of the rope when necessary. And it was neces-
sary, from time to time. 

When I took the job out of library school, some of my colleagues were 
skeptical about starting a career in a cash-strapped rural system that was 
isolated from an urban center without ready access to the university and 
contact with other state-of-the-art urban libraries. Those urban and subur-
ban systems generally had larger budgets, were implementing new technolo-
gies, and were viewed as “more sophisticated.” But those systems usually had 
slots in larger departments for their new recruits. It turned out that instead 
of starting in a large system with caste-like departmental assignments in ref-
erence or adult services where advancement opportunities often hinged on 
seniority, I was not as affected by internal organizational constraints at North 
Central. Although we had a smaller budget, I learned many things at the 
district, and many from wise staff who were not ALA matriculates. Mike was 
quick to teach that the term “nonprofessional” had no place in the lexicon of 
a public library staff where the MLS was by no means the sole benchmark for 
dedication to public library service. 

Daniel L. Walters is 

Executive Director of the 

Las Vegas-Clark County 

Library District, 833 Las 

Vegas Blvd. N., Las Vegas, 

NV 89101; waltersd@lvccld.

org. 

Dan recommends his 

most recent reads, The 

Beast God Forgot To Invent 

by Jim Harrison; Eclipse 

and Shroud, both by John 

Banville; and Kafka by the 

Shore by Haruki Murakami. 
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from the president

Leadership 
and Generosity
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I met up with Mike last summer 
when vacationing in Washington 
State, and a lingering discussion 
over dinner has contributed to my 
thoughts that leadership character-
ized by generosity is essential to 
assure the growth and development 
of future leaders. Mike’s tutelage dur-
ing those years at North Central (and 
my continued access to exceptional 
public library leadership during the 
following years under the guidance 
of now-retired King County Library 
System director Herb Mutschler and 
now-retired deputy director Enid 
Griswold in Issequah, Washington) 
provided experiences that set high 
standards for trust and responsibil-
ity. I have come to realize that Mike, 
Herb, and Enid were not really look-
ing the other way when I was trying 
something, and I hope others coming 
through the ranks have the good for-
tune to experience such generosity 
of leadership in their careers. I didn’t 
know it then, but I was being “men-
tored,” although it was a much less 
formal and less intentional activity 
than we currently seek to provide as 
a critical component in leadership 
development within our institutions 
and professional associations. 

While I did not come of age in 
the horse-and-buggy stage of the 
profession, there are a number of 
changes that have altered the context 
in which library administrations can 

provide substantive opportunities for 
staff development. Larger institutions 
often have less flexibility than smaller 
organizations to provide options 
outside of “normal” assignments 
for individual staff development. 
Bargaining unit rules may also limit 
staff members with less seniority 
from participating in development 
activities. Opportunities for existing 
staff to pursue formal education such 
as a master’s in public administration 
or other degrees require a significant 
investment from the individual staff 
member and flexibility from the 
employer to adjust work schedules 
when necessary. Institutional travel 
and continuing education budgets 
are often inadequate for staff to 
participate at national ALA and PLA 
conferences, or even state meetings 
in many cases. The looming Baby 
Boomer retirements point to future 
open positions throughout the pro-
fession and across the country at a 
time when salaries and the cost of 
moving may inhibit librarians from 
relocating as their predecessors have 
done in the past. In addition to these 
hurdles, increasing diversity within 
our communities requires an institu-
tional commitment to extend leader-
ship opportunities to diverse staffs 
within our libraries if our institutions 
are to be viewed as both relevant and 
open to the communities we serve. 

Despite these difficulties, public 
libraries must create and invest in 
systems that provide opportunities 
for staff development. If funding 
is very tight locally, there are often 
scholarships available at the state 
and national level for participation 
at national conferences, including 
opportunities available through ALA 
and PLA. New extension MLS degree 
programs are now available to those 
who do not live near an accredited 
university, and some programs do 
not require time on campus from 

students who do not live nearby. The 
Laura Bush 21st Century Librarian 
initiative has already assisted with 
funding that has added new ALA-
accredited librarians to the work-
force across the country, including 
employee graduates who have been 
willing to obtain the degree in order 
to advance within their libraries 
and the profession. Library leaders 
should be aware of these opportuni-
ties so they can assist staff and oth-
ers in their communities who may 
be interested. We must convince our 
governing authorities that invest-
ments in staff development are 
critical components of our annual 
budgets in order for our libraries to 
be able to serve our communities in 
the years to come. 

There are also strategies that don’t 
require funding, but they do require 
a similar attitude of generosity and 
support that was provided to me and 
to many of my peers by their men-
tors and leaders. Mentoring systems 
can be established and maintained 
within our libraries at little expense 
other than dedicating the time and 
commitment that in turn expresses 
value in our employees. Seasoned 
librarians can be teamed with 
staff members who are consider-
ing obtaining the MLS or currently 
enrolled in a degree program. Every 
new initiative undertaken by the 
library administration can also be a 
vehicle for mixing newer staff with 
seasoned veterans on planning and 
implementation committees. 

Perhaps the greatest benefit that 
library leaders can extend to their 
staffs is simply the good will, toler-
ance, and patience that should be an 
abiding characteristic of leadership. 
After all, most of us in leadership 
positions have advanced through the 
generosity of others, even if we may 
have chafed under the yoke from 
time to time.  

On the Agenda

PLA 2006—11th National 
Conference, March 21–26, 
2006, Boston

ALA Annual Conference, 
June 22–28, 2006, New 
Orleans, Louisiana

from the president



Recruitment 
and Retention
A Tale of One Library

My library does a great job of recruiting staff members. I was recruit-
ed for a library job practically off the street, and I’m quite sure my 
experience is not unique. I was one of those stay-at-home moms 

who visited the library weekly, usually with my daughters. While checking 
materials out, I saw a sign advertising a part-time circulation clerk position. 
The enthusiastic person on the other side of the desk filled me in on the 
details, and alas, it was more hours than I could commit. But, luckily for me, 
she remembered our conversation, and a few months later when another 
job—with fewer hours—opened up, she called and suggested that I apply. 
The job was not part of my original career path; I had been a teacher before 
I was a mom and intended to go back once my younger daughter was in 
school all day. That daughter is nearly finished with her PhD—and I’m still 
here. I can think of a dozen other people, just off the top of my head, who 
had been regular patrons, saw job openings in the library, and joined the 
staff. So the moral of that story is use in-house advertising, because who 
reflects your community better than your library users? And don’t assume 
you know all the MLS-holders in the neighborhood!

My library also take steps to grow our own public librarians. Practically 
since its inception, our personnel policy has included paying for tuition for 
any full-time staff member pursuing an MLS while earning decent grades. 
When Tamiye Meehan came in several years ago as director, the policy 
expanded to include part-time staff (on a prorated basis) and those pursu-
ing a bachelor’s degree as well. The result of these generous policies? One 
youth services assistant earned her MLS, stayed for the required time com-
mitment, and became the head of youth services at a nearby library, a job 
she still holds. Another staff member started out as a page when she was in 
high school. Having worked her way up through just about every job clas-
sification we have while getting her BA and MLS, she is now the head of 
youth services at another neighboring library and a member of our Board. 
We currently have one staff member in library school—a recent college 
graduate, she thought she’d like to be a librarian, and shrewdly sought out a 
job in a public library to check her perception. We hired her as a desk assis-
tant, and since it doesn’t look like we’ll have a full-time opening when she 
finishes, some lucky library is going to get one heck of a reference librarian 
who also speaks Spanish. Two staff members are currently working on BAs. 
We’ve funded a half-dozen library technical assistants in the past ten years, 
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and most of them are still here! We 
don’t have a zillion dollars but we’ve 
established spending priorities, and 
education is one of them.

Continuing education benefits 
any library that invests in it, and also 
benefits the greater library commu-
nity. We shouldn’t be sad when peo-
ple move on to accept positions with 
more responsibility and opportunity; 
we should be proud.

As far as retention goes, there is 
so little turnover in the adult services 
department that when I do have to 
fill a position, I need to consult our 
business office manager so she can 
remind me of the details of the pro-
cess. Our salaries are well in line with 
other libraries in the area, so they’re 

not staying for the money. I can think 
of three reasons people stay:

■ I can offer some scheduling 
flexibility. We need to cover the 
desk at all times, but beyond that, 
an institution that’s open seventy-
three hours a week has ample 
opportunities to allow for people’s 
real lives. Some talented reference 
librarians are not morning people, 
and we can often schedule them 
from 11 a.m.–7 p.m. Others run out 
of steam by 4 p.m., but we love 
being scheduled first thing and 
are alert enough at that time to 
get all the computers turned on!

■ I try to be sure that everyone 
here knows that I value them 

and their contributions on an 
ongoing basis. As managers, we 
need to be at least as alert for 
things to be grateful for as we are 
for problems. And we need to be 
equally vocal about both.

■ Creative thinking is encouraged. 
Anyone who comes up with an 
idea gets to run with it.

The staff is the most important 
asset in any library. However they 
get here and whatever education 
they come in with or are in the pro-
cess of receiving, we need to be sure 
they know how important they are 
to our libraries, our patrons, and 
our communities.  

verso



Waldwick Community 
Leaders Promote Reading

One of the things that you might 
not know about a prominent per-
son is the title of a book that has 
had an impact on his or her life. 
The Waldwick (N.J.) Public Library 
(WPL) revealed the favorite books of 
fifteen community leaders this past 
fall when it unveiled a collection 
of eye-catching posters designed 
to promote reading. Based on the 
American Library Association’s 
Celebrity READ series, each 24" x 
36" poster features a local “celeb-
rity” proudly showing off his or her 
favorite book.

Each poster will be displayed in 
the library lobby for one month. 
Among the familiar faces on display 
will be those of the mayor, mem-
bers of the Borough of Waldwick 
Council, the principals of the four 
public schools, the borough admin-
istrator, the chief of police, the fire 
chief, the postmaster, and WPL’s 
children’s librarian. 

According to Library Director 
Patty Boyd, the poster project was 
planned to bring the community 
together to encourage reading:

We’re having a lot of fun learning 
about the reading interests of the 
participants. One of the recurring 
themes of the favorite-book 
selection process has been the 
role that books play in connecting 
the generations. The community 
leaders who elected to pose with 
a children’s book, frequently 
mentioned that a grandparent 

had read the book to them when 
they were young, and years later, 
they read the same book to the 
delight of their own children.

In recognition of the importance 
of reading, Mayor Rick Vander 
Wende scheduled the regular public 
meeting of the mayor and council 
to take place at WPL on September 
3, 2005. Following the meeting, the 
local celebrity READ posters were 
unveiled in the exhibit area of the 
library. The collection of all fifteen 
posters remained on display for one 
week and will now be displayed on 
an individual basis in the library 
lobby for the next sixteen months. 

JENNIFER T. RIES-TAGGART

is Contributing Editor and 

Director of the Chili Public 

Library, 3333 Chili Ave., 

Rochester, NY 14624

j a n ua ry ⁄ f e b rua ry 2 0 0 611

  tales from the front

“Tales from the Front” is a collection of news items and innovative ideas 
from libraries nationwide. Send submissions to the contributing editor.

Michael J. Meyers was one of fifteen 
leaders from Waldwick, New Jersey, who 
posed with a favorite book.
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For more information, contact 
Patty Boyd, library director, at 
(201) 652-5104.

Letter Writing Contest 
for Young Readers

A trip to our nation’s capital is the 
national prize in Letters about 
Literature, a writing contest for read-
ers in grades 4 through 12, spon-
sored by the Center for the Book in 
the Library of Congress in partner-
ship with Target Stores. 

To enter, young readers wrote a 
personal letter to an author from 
any genre—fiction or nonfiction, 
contemporary or classic—explain-
ing how his or her work changed 
their view of the world or of them-
selves. State winners will advance 
to national competition and receive 
cash prizes and a $50 Target GiftCard 
redeemable at any Target store or 
www.target.com. Six national win-
ners will receive an expenses-paid 
trip to Washington, D.C., to read 
their letters during the National 
Book Festival in fall 2006. In addi-
tion, national winners will receive a 
$500 Target GiftCard. 

Teachers, librarians, or parents 
interested in obtaining copies 
of the contest guidelines, lesson 
plans, and writing samples should 
visit the Center for the Book 
Web site (http://loc.gov/letters) 
or contact Tara Zimmermann at 
tzimmerm@browardlibrary.org.

Queens Library 
Foundation Granted 
$25,000 for Techie Teens 

The Independence Community 
Foundation has granted the Queens 
Library Foundation $25,000 to sup-
port the Teen ’Net Mentor program 

at Queens Library in Jamaica, New 
York. Teen ’Net Mentors are young 
adults who are employed part-time 
to work one-on-one with library 
customers and assist them in using 
the computer workstations for 
such tasks as searching the library’s 
catalog, using the Internet, and 
searching other online resources. 
The Teen ’Net Mentor program was 
instituted in 1996 with the dual 
purposes of using teens’ affinity for 
technology to assist library custom-
ers while providing local, part-time 
employment. The Independence 
Community Foundation grant, 
which supported the program last 
year as well, will underwrite five 
teen jobs for a full year.

“Teen ’Net Mentors are a cost-
effective, user-friendly way to 
help library customers become 
comfortable with new technol-
ogy, while the teens gain valuable 
job experience. Queens Library is 
grateful that visionary funders, such 
as the Independence Community 
Foundation, understand the ongoing 
impact of the program,” said Diana 
Chapin, executive director of the 
Queens Library Foundation. 

For more information, contact 
Joanne King at (718) 990-0704 or 
joanne.king@queenslibrary.org.

Snuggle Up Centers Benefit 
Kids, Parents, and Providers 

The Alachua County Library District  
in Gainesville, Florida, the United 
Way of North Central Florida, and 
the Early Learning Coalition of 
Alachua County have partnered to 
open Snuggle Up Centers at all ten of 
the library district’s facilities.

The United Way of North Central 
Florida unveiled its first Success By 
6 “success” with the opening of the 
first of 10 Snuggle Up Centers at th 

Headquarters Library in downtown 
Gainesville on September 1, 2005.  
The centers will provide educational 
materials on early childhood devel-
opment for new parents as well as 
for childcare providers, and offer a 
bright and cozy environment where 
children can play or read.

The second center will be at the 
Alachua Branch Library.  The local 
Alachua Program for Success teamed 
up with the United Way to secure 
$1,500 from area churches and busi-
nesses to set up a center in con-
junction with the expansion of the 
branch library. 

For more information, contact 
the Alachua County Library District 
Public Services Division director at 
(352) 334-3949.

Hurricane Evacuees Get 
Free Library Cards

The Toledo-Lucas County Public 
Library (TLCPL) is offering free 
library cards to Hurricane Katrina 
evacuees temporarily residing in 
northwest Ohio.

“This is such a tragedy that we 
feel it is our responsibility to open 
our doors and help in any way we 
can,” said Clyde Scoles, TLCPL 
director. “Hopefully our resources, 

The New Snuggle Up Center at the 
Alachua County Library District, 
Headquarters Library, Gainesville, Florida.
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such as Internet access, program-
ming, and library materials at the 
Main Library and eighteen branch-
es, will help these individuals get 
back on their feet and get on with 
their lives.”

Currently, all non-Ohio resi-
dents must pay TLCPL an annual 
fee of $75 for borrowing privileges, 
but the library will waive the out-
of-state fee for Hurricane Katrina 
evacuees, who will be asked to pro-
vide a local address.

Additionally, TLCPL issued 
an open offer to official disaster 
shelters to provide onsite story-
times and family programming. 
The Bookmobile also is available 
to make stops at these locations. 
and the Friends of the Library have 
donated books to both shelters and 
the bookmobile.

TLCPL staff are contributing to 
hurricane relief efforts through cash 
donations in exchange for a casual 
dress day. For more information, 

contact Chris Kozak, media relations 
officer, TLCPL, at (419) 259-5381.

The Library Is Where Tweens 
and Teens Can Be Architects

Young library patrons who use com-
puters at their public library can 
now log on to an innovative new 
Web site. Architect Studio 3D (www.
architectstudio3d.org) offers young 
architects the exciting experience 
of designing a home—hands on. 
Designed to appeal to the interests 
and abilities of young adult users, 
Architect Studio 3D teaches that 
good architectural design meets the 
needs of people and the particu-
lars of place. Guided by the great 
American architect Frank Lloyd 
Wright, young architects use their 
imaginations to design a house to 
suit their client’s lifestyle preferences 
and the environmental consider-
ations of their site. A rich variety of 

choices and state of the art 3-D mod-
eling technology earned the label 
“cool” from the youth audiences who 
tested the Web site.

Why the library? The public 
library is a great venue for exposing 
young people to the process of archi-
tectural design. With its technologi-
cal resources, your library can make 
the Architect Studio 3D experiences 
available to teens who may not have 
online access at home. Public librar-
ians can also use Architect Studio 
3D to offer teens and tweens inno-
vative programming at the library. 
The program can be a stand-alone 
“Be an Architect” activity or it can 
be included in a series of programs 
exploring architecture, art, mathe-
matics, or careers. Sample programs 
designed by librarians can be found 
on www.architectstudio3d.org. 

For more information, contact 
Suzy Gerow, Frank Lloyd Wright 
Preservation Trust, at (708) 848-1976, 
ext. 226.  



On 
Recruitment

What in the world does a librarian do? It’s up to you!” read the post-
er. Produced by the American Library Association (ALA) in the 
early 1970s, it showed photos of librarians in a variety of librar-

ies. In May 1975, I put the poster on the wall of my new office—the head 
librarian’s office at the Nancy Carol Roberts Memorial Library in Brenham, 
Texas. The poster had not recruited me to the profession, but it gave me 
confidence to respond positively when people asked why I had chosen to 
become a librarian. 

When I solicited essays for this column I heard from a variety of people. 
Here you’ll read about newly minted librarians whose job searches have been 
both successful and unsuccessful. You’ll also hear from library administrators 
who have stepped up their efforts to fill professional job openings. How do 
their experiences compare to yours? 

New Librarians’ Perspectives on Librarian Recruitment

ERIN CARLSON AND MELISSA STOEGER, WARREN NEWPORT PUBLIC LIBRARY; GURNEE, ILLINOIS; ECARLSON@WNPL.INFO AND 
MSTOEGER@WNPL.INFO

When we began library school, all the information we acquired indicated that 
the library profession was growing and that there would be plenty of jobs to go 
around. Upon graduating, we both discovered that finding a job in our profes-
sion would be more difficult than anticipated. It seems like this is a common 
problem for new librarians. Although we now work at the same library, the 
two of us had different experiences that led us to working here. One possible 
reason for this was our specialties (reference versus cataloging). Another may 
have been how much library experience we each had while in graduate school. 
Yet another could have been geographical limitations, or a lack thereof. Maybe 
it was just luck! Whatever the reason, we’d like to share our experiences from 
the employee side of library recruitment to help other new librarians find a 
position in their specialty, and to empathize with their struggles!

While we were searching for jobs during the past year, the lack of avail-
able positions indicated there was not a librarian shortage. However, 

perspectives

NANN BLAINE HILYARD 

is Contributing Editor 

and Director of the Zion-

Benton Public Library, 2400 

Gabriel Dr., Zion, IL 60099; 

nbhilyard@zblibrary.org. 

Nann is currently reading 

Travels of a T-Shirt in the 

Global Economy by Pietra 

Rivoli and Killer Smile by 

Lisa Scottoline.

p u b l i c  l ib r a r ie s 14

“Perspectives” offers varied viewpoints on subjects of interest to the 
public library profession.



j a n ua ry ⁄ f e b rua ry 2 0 0 615

perspectives

library students are repeatedly told 
that there is a shortage of librar-
ians and that there are (or will be) 
plenty of job opportunities in this 
field. ALA continues to actively 
recruit new librarians. The Institute 
of Museum and Library Services 
awarded $1.8 million to universities 
to recruit and educate new librar-
ians in 2002. The Department of 
Labor’s 2004–2005 Occupational 
Outlook also states that job oppor-
tunities in this field are expected to 
be very good because of the large 
number of librarians expected to 
retire in this decade. 

In their article “Entry Level Gap,” 
Holt and Strock surveyed nine hun-
dred job listings posted during a 
two-month period. Of these post-
ings, only 230 were full-time perma-
nent positions and only ninety-nine 
were open to new librarians.1 This 
article provides a more realistic pic-
ture of the challenges faced by new 
librarians. Not only are there very 
few positions available, but most of 
them call for upper-level or experi-
enced applicants. Even among the 
positions that invite new librarians 
to apply, the candidates usually 
include experienced librarians will-
ing to accept entry-level salaries. 

We were both able to get jobs in 
our specialties—Melissa as a refer-
ence librarian and Erin as a catalog-
er. In library school, our instructors 
and advisers mentioned that it might 
be easier to get a cataloging posi-
tion because traditionally, fewer 
people are interested in cataloging. 
However, there weren’t as many 
positions for catalogers in public 
libraries because only the larger, 
well-funded libraries had full-time 
professional slots, meaning fewer job 
opportunities. It wasn’t any easier to 
get a reference position. Even though 
most libraries employ reference 
librarians, the most common oppor-

tunities were unappealing part-time 
positions (often including many 
nights and weekends).

It took approximately three 
months of searching to land a cata-
loging position. The main frustra-
tion  Erin experienced in the search 
process was getting an interview 
only to be told she didn’t have 
enough experience. Because her 
résumé showed that she was right 
out of library school, this was a 
waste of time for both the employer 
and Erin. On the bright side, she got 
great practice at interviewing.

Landing a reference posi-
tion took a little longer. Although 
Melissa did not have experience 
working in a library, she had sev-
eral years of public and customer 
service experience. She felt that 
this, along with the MLIS, would be 
enough to get a job. Melissa gradu-
ated in August 2003, but did not 
secure a job until one year later. At 
the beginning of her search, she 
wanted a full-time position, but 
only found several part-time posi-
tions available. She thought that 
because she had an MLIS and the 
jobs would be plentiful, she had 
the luxury of holding out for a full-
time position. After a year of job 
searching, she realized that there 
just were not as many open jobs as 
she’d believed. Melissa was finally 
offered a full-time position but only 
on a temporary basis. She took the 
job because she decided it was a 
way for her to break into the field. 
Fortunately, it turned into a perma-
nent full-time position.

We both learned a few important 
tactics to finding a career in the 
library profession. First, it’s impor-
tant to talk to as many people in the 
field as you can—those in traditional 
librarian positions as well as inde-
pendent consultants, vendors, and 
so on—about possible job openings. 

You may discover an aspect of librari-
anship you had never thought of 
that could be really interesting. Also, 
these people can give you the insider 
view of what their job is truly like. If 
you find someone you really connect 
with, they may be willing to men-
tor you. You might also want to try 
volunteering at a library to find out 
if you like this kind of work before 
applying to library school.

While in library school, if at all 
possible, make sure to get some 
experience before you graduate, in 
the form of assistantships, intern-
ships, practicums, or volunteering. 
You can find out what skills employ-
ers need by looking at job ads for 
the positions in which you’re inter-
ested. The cataloging position Erin 
obtained required experience; even 
though she only had a semester-
long practicum, it gave her the edge 
over applicants who had only taken 
cataloging classes. The people who 
focused on getting through library 
school quickly and didn’t develop 
practical, on-the-job skills seemed to 
struggle more when looking for jobs. 
(Granted, this may be the only way 
you’re able to get through school.)

Flexibility is also important if you 
want to find a job in the library pro-
fession. You have to be willing to take 
a part-time position or a temporary 
position. You might have to work 
nights and weekends. This may not 
be ideal, but it allows you to get the 
experience you need. And it may end 
up turning into full-time work.

The experiences we had in find-
ing a job shouldn’t deter those 
interested in librarianship. We 
believe that more entry-level 
librarian positions will open up in 
the next five to ten years as some 
librarians retire and others are pro-
moted to fill their spots. Perhaps 
others won’t experience such dif-
ficulties in finding a job if as many 
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people as predicted retire in the 
coming years. 

Going the Distance

CHARLES PACE, DIRECTOR, FARGO (N.D.) PUBLIC 
LIBRARY; CPACE@CITYOFFARGO.ORG

In the four years that I have directed 
the Fargo Public Library (FPL) in 
North Dakota, I have experienced 
firsthand the difficulty of recruiting 
qualified applicants to an institution 
that is considered somewhat off the 
beaten path. We are very fortunate 
to have a dedicated staff here at FPL. 
As a result, turnover is generally low, 
particularly for full-time positions. 
But on occasion, we are in the market 
for a degreed librarian. Our rule is 
that we will not hire anyone who does 
not have an ALA-accredited MLS for 
professional library positions. After 
considerable discussion with the staff 
we concluded that it is better for a job 
to be vacant for an extended period 
of time than it is to lower our stan-
dards or to hire someone who may 
not be completely suitable.

We have experienced considerable 
difficulty in recruiting individuals 
from outside the Fargo area to work 
at our library. Most candidates that 
I have interviewed seem reluctant 
to move more than a short distance 
away from home even if the salary 
and benefits are otherwise compa-
rable or superior to what they can get 
by staying where they currently live. 
To cope with this situation, we have 
developed a two-pronged strategy 
of aggressive external recruitment 
coupled with an internal “grow your 
own” strategy to make sure our future 
needs will be met.

North Dakota and its surround-
ing states do not have any library 
schools, so we generally start recruit-
ment for a professional position with 

the assumption that we will have to 
advertise nationally. We use national 
trade publications, electronic dis-
cussion lists (for example, PubLib 
[http://lists.webjunction.org/
publib]), and such Internet sites as 
LISjobs (www.lisjobs.com) to get the 
word out. We have also conducted 
interviews at ALA and Public Library 
Association Conference placement 
centers. I regard the interview itself 
as a two-way process; not only is 
the candidate trying to sell himself 
or herself, but we are also trying to 
sell the candidate on the Fargo area 
and FPL in particular. Once we have 
completed the standard question-
and-answer portion of the interview 
and have established the candidate’s 
basic competence and professional-
ism, I then move on to the “pitch.” I 
emphasize the lower cost of living to 
be found in Fargo, the quality of life, 
and recreational opportunities. I talk 
about the benefits to be found in the 
library itself, ranging from tuition 
reimbursement and support for con-
tinuing education to more intangible 
items like the sense of teamwork and 
family atmosphere we have at FPL. I 
mention that candidates in a smaller 
institution such as ours have much 
greater responsibilities and oppor-
tunities for professional growth and 
development than they might in 
a large library system. We have, in 
some cases, offered salaries higher 
than the basic minimum for a given 
position. Once the new staff member 
is on board, the senior staff make 
an effort to get to know that person, 
to provide a support system, and to 
offer their services as mentors. I con-
fess that our record has been some-
what mixed. Most of our successful 
recruits are individuals who already 
have family or other ties to the North 
Dakota and Minnesota regions.

The second part of our strategy 
has been developing staff leader-

ship and talents from within—the 
“grow your own” approach.  FPL has 
a number of staff members who are 
classified as librarians but do not, in 
fact, hold an MLS. Many were hired 
as librarians by previous administra-
tors. What I have done is encourage 
them to earn their master’s degrees 
in library science. We have also had 
two individuals in support staff 
positions earn this degree. Because 
of future expansion, we hope to be 
able to find professional positions 
for support staff who are working on 
an MLS. 

This very successful component 
has been made possible by the rapid 
growth of distance education—a real 
boon to those of us in states without 
library schools. Two FPL staff mem-
bers enrolled in the Emporia State 
University (Kansas) MLS program 
in May 2005. At present, other staff 
are studying with Clarion University 
(Pennsylvania) and the University 
of Southern Mississippi. The city 
of Fargo has a generous tuition 
reimbursement program that helps 
with the cost of graduate school. 
Combining tuition reimbursement 
with scholarships from the state 
library or the North Dakota Library 
Association has helped defray much 
of the costs of an MLS program 
for our workers. The benefit to the 
library in this situation is that we 
gain a professional librarian who is 
already working in and familiar with 
our library. These employees are 
then able to immediately apply their 
newfound knowledge and expertise 
in a real-world work environment. 
In the case of the Emporia program, 
the cohort classes actually met at our 
library so the students had the bene-
fit of using FPL as a laboratory during 
the course of their MLS education. 

Several of our employees will 
retire over the next few years. In 
addition to this, FPL plans expansion 
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of the main library and two branch-
es, and new jobs will come with the 
new facilities. We will rely both on 
recruiting newcomers and promot-
ing our own to fill these vacancies. 
We refuse to compromise on quality. 
We will do what we need to do to 
maintain and grow a proficient, 
customer-service–driven workforce.

Librarians who want to advance 
in the profession must be geographi-
cally mobile and willing to accept 
some risk to achieve their career 
goals. My advice to library school 
students or recent graduates is to 
look beyond the bright lights of the 
big cities to the many wonderful 
opportunities to be found in libraries 
in smaller cities and rural areas. 

From the Educated but 
Not-Yet-Employed

JEFF SIEMERS, LIBRARIAN, NICOLET COLLEGE, 
LAKELAND CAMPUS, MINOCQUA, WISC.; 
JSIEMERS@NICOLETCOLLEGE.EDU

We are hearing a lot about the lack of 
capable young people who are will-
ing to become librarians, but I don’t 
think that is a problem. 

A public library in a county seat 
(with a population of fewer than 
forty thousand) received more than 
one hundred applications for two 
part-time paraprofessional positions 
that opened several months ago. 
Although bad cover letters and other 
gaffes provided fodder for an article 
by the director on what not to do in 
your job search, nevertheless, several 
qualified people were turned away.

I was one of the one hundred 
applicants for the two positions. 
Although I have an ALA-accredited 
MLS, I was not called for an inter-
view. The article on what not to do 
in a job search decried the arrogance 
of those who have no experience but 

think they might be overqualified 
just because they have a master’s 
degree. A few months after reading 
the article, I took the liberty of writ-
ing to the library director. From his 
response, I was relieved to find he 
didn’t think I sounded arrogant in 
my cover letter. He stated, however, 
that there were applicants with years 
of public library experience and 
consequently, there was no need to 
interview someone whose library 
experience was gained mainly 
through volunteering. 

I think I can accept the realities of 
this world. One of those realities is 
that libraries are being forced to do 
more with less. Another is that when 
something must get cut, it is often 
the payroll. As a result, there are 
both experienced and qualified peo-
ple out there looking for work—at all 
levels of librarianship. At the entry 
level, employers won’t have a chance 
to find out how capable many of us 
are until there really is a shortage of 
people who are willing to become 
librarians. Will that day ever come?

 Despite all the complaining about 
relatively low salaries, the library 
profession is quite attractive to many 
of us. As part of the public sector 
workforce, librarians still enjoy better 
job security and benefits than most 
private sector workers. We can feel the 
satisfaction of helping others with-
out facing the same dangers as other 
municipal employees (think firefight-
ers and police). Few employed librar-
ians are looking for a different career.

I am now aware that not everyone 
who gets a master’s degree gets to 
work in his or her chosen profes-
sion. It’s been more than a year since 
I graduated. I haven’t been hired by 
a library, but I’ve made it a point to 
continue volunteering my time in 
library settings. Unfortunately, vol-
unteering isn’t the best way to learn. 
Libraries are more willing to train 

people they have an investment 
in—their employees, not their volun-
teers. Public libraries also are reluc-
tant to allow volunteers to perform 
such professional duties as reference 
work because they feel it might give 
the library board the impression they 
can save money by using volunteers.

Does this sound like sour grapes? 
The next time I’m lucky enough to 
get a job interview I’ll be careful not 
to say that I want to get my career 
started or that I’m stuck in a catch-
22 situation. 

I recommend library school to any 
readers who have significant experi-
ence in library work. To everyone else 
my advice is this: it’s more important 
to employers that you have significant 
paid work experience in a library than 
to have an MLS. Eventually you may 
want both—but get some experience 
first if you can.

Postscript: When I was finally hired, 
much of my appeal to the administra-
tors was related to my previous career 
as a social worker and in my outreach 
work with prison inmates.  Of all my 
interviews, my current employer was 
the only one to be impressed with 
research I had done on the history of 
an American Indian tribe.  That was 
important to them because the plan is 
to do some bibliographic outreach at 
a nearby reservation.

Rebuilding a Winning Team

GRETA BEVER, ASSISTANT COMMISSIONER, CENTRAL 
LIBRARY SERVICES, CHICAGO PUBLIC LIBRARY; 
GBEVER@CHIPUBLIB.ORG

We read again and again in our pro-
fessional journals that, given our 
demographics, a significant propor-
tion of our ranks will be retiring in 
the next five to ten years. In March 
2004 the Chicago Public Library (CPL) 
experienced an artificial acceleration 
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of the process and gave its librarians 
a sneak preview of our future lineup. 
Our experience in a rebuilding year 
yields a list of key qualities that 
librarians who are just entering the 
field will need in order to step up to 
the plate.

Due to the unstinting support of 
the mayor and city council in recent 
years, Chicago has enjoyed one of the 
largest library-capital programs in 
the world. Forty-two branches have 
been built or fully renovated since 
1989, with eight more scheduled to 
be completed by 2006. When the city 
offered an early retirement package 
with financial incentives that resulted 
in dozens of librarians signing on 
the dotted line, CPL geared up for a 
year of temporary reassignments and 
promotions as well as new hires in 
unprecedented numbers. In addition 
to continually improving collections 
and services available at the central 
library, we were committed to main-
taining levels of service at all branch-
es. The retiring staff ranged from vital 
entry-level positions to key adminis-
trative titles. While it was obvious that 
many remaining staff members would 
be taking on new levels of responsibil-
ity and leadership, it was equally clear 
that more than thirty new entry-level 
librarians would be joining us before 
the end of summer 2004. Although the 
number of positions was known, the 
specific assignments were not, since 
current entry-level librarians would 
first be interviewed for transfers. 

In reviewing our candidate pool, 
we saw that the majority were recent 

graduates; we began to refer to these 
prospective new hires as “the class of 
2004.” As our staff began the inter-
viewing process, we started to think 
of the recruiting of new librarians 
from a different perspective, that of 
selecting new teammates. We asked 
ourselves what qualities our most 
successful librarians shared. What 
characteristics would allow a new 
librarian to thrive in this environment 
of opportunity? How could our inter-
viewing more effectively identify the 
candidates who would be the best fit 
for our institution and its future? 

Senior staff readily identified 
the first criterion—flexibility. In an 
environment of change, having staff 
members who are willing and able to 
adapt quickly can make all the dif-
ference. During the course of their 
careers, many of the retirees had 
adjusted to dramatic technological 
developments, including automated 
catalogs and the Internet. Some 
employees merely endure changing 
circumstances while others take it in 
stride. Given Chicago’s rich baseball 
heritage, staff identified the lat-
ter kind of employee as the “utility 
infielder.” How did we determine if 
candidates had this characteristic? 
We asked them directly, explain-
ing that we could not identify spe-
cific locations within the system for 
placement upon hire and that every 
candidate hired must be prepared to 
work at any of our library branches. 
Some were taken aback and hesi-
tated, while others expressed a will-
ingness to work at any location and 

offered examples of their adaptabil-
ity in other jobs. 

The same question indirectly 
tackled a candidate’s readiness to 
serve a multiracial, multilingual pub-
lic. During an interview, reservations 
expressed about certain neighbor-
hoods or the potential commute 
indicated to our staff that a candi-
date might lack the public service 
spirit we need. Few candidates are 
blatant enough to admit their biases 
in an interview, but instead ask 
veiled questions about the safety of 
a neighborhood, or describe them-
selves as suited for an academic or 
almost suburban setting. The city 
of Chicago offers a generous tuition 
reimbursement program and our 
“grow your own” plan increases the 
diversity of our professional staff, 
but that does not alleviate our need 
to have all of our librarians willing 
to serve the full range of our diverse 

“”

As our staff began the interviewing process, we started to 
think of the recruiting of new librarians from a different 
perspective, that of selecting new teammates. . . . What 
characteristics would allow a new librarian to thrive in 
this environment of opportunity? 
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population. Public libraries cannot 
afford to employ staff members who 
are interested in serving only those 
of their own ethnic or socioeconom-
ic background.

We also identified the “soft skills” 
as an essential area. In public ser-
vice, an employee’s knowledge on 
any subject is only valuable to the 
extent that he or she can success-
fully communicate that information 
to the patron. In the past, we’ve 
evaluated a candidate’s reference 
interview; however, upon discus-
sion, we realized we most value 
staff members who apply the same 
approach to other service situations. 
Candidates were presented with 
a situation in which a patron was 
observed to be violating a policy, and 
were asked how they would handle 
this situation. The ability to com-
municate effectively and courteously 
and to solve problems or suggest 
options for a patron represent neces-
sary skills not only for the reference 
interview but for nearly every inter-
action with the public.

Our new librarians were chosen for 
their overall skills and system-wide 
suitability rather than for a specific 
need at a particular location. CPL has 
already profited from their consider-
able contributions. They have brought 
new energy to our public service 
staff and reinvigorated their col-
leagues with their sense of teamwork. 
Institutional memory can be passed 
on and experience comes with time, 
but we find that the philosophical 
underpinning of the profession rarely 
develops after the degree. As the expe-
rienced professionals in librarianship 
retire, the future will be in good hands 
as long as we recruit those with the 
public service spirit, the flexibility 
to adapt to changing environments, 
and the soft skills needed for com-
munication and interaction. None 
of these qualities can be taught as 

easily as collection development or 
reference sources. If candidates are 
not screened for such qualities before 
enrolling in degree programs, then 
public libraries must screen for them 
before the hire. Whether rebuilding 
the staff of one institution or rebuild-
ing the ranks of the profession, the 
question is not which candidates we 
would trust with our collections and 
facilities but rather which we would 
trust with our public. We’re confident 
in Chicago that our new hires will 
help us to keep our patrons—our 
fans—setting records.

Observations from a 
Young Librarian

KATIE DUNNEBACK, REFERENCE LIBRARIAN, 
WESTCHESTER (ILL.) PUBLIC LIBRARY; LIBRARIAN@
DUNNEBACK.COM, WWW.YOUNGLIBRARIAN.NET

Ah, the ever-revolving discussion 
of the librarian shortage. Yes, I’m 
a librarian under the age of thirty. 
Do I believe in the Great Librarian 
Shortage? Not necessarily. I do 
believe that there will always be a 
need for well-qualified applicants. 
However, what kinds of positions will 
they be applying for?

I graduated from the University of 
Illinois in May 2003. I was a graduate 
assistant in one of the departmental 
libraries for two years, and worked as 
a graduate assistant with the Graduate 
School of Library and Information 
Science’s Instructional Technology 
Office for one year. Fairly well 
qualified for an entry-level position, 
wouldn’t you think? If you count the 
time I spent hunting for a job prior to 
graduation, it took me thirteen—yes, 
thirteen—months to get a part-time 
position in a library. It was nine 
months before I even got an interview.

Job hunting while trying to break 
into the field; substitute teaching at 

the high school I attended to scrape 
together enough money to make the 
minimum payments on my debts; 
living at home with my parents—the 
experience was truly soul-sucking.

Worse, yet, was constantly hear-
ing, “Oh, there’s this great librar-
ian shortage, you’ll find a job in 
no time.” Or, “Maybe if you apply 
outside the city you’re living in, you 
might get a job.” Well, let’s see; I did 
not limit myself geographically—I 
wanted to live somewhere besides 
the city where I had spent almost 
my entire life. Nor did I limit my 
search by type of library. Shockingly, 
the only places that called me for 
an interview were public libraries 
(with the exception of one special) 
that liked the fact that I was local. I 
had one interviewer tell me she was 
overwhelmed by applications for a 
part-time position.

What does all of this mean? I feel 
like I’m stuck in an endless repeat 
because of all the times I’ve made 
the following points:

 1. On September 11, 2001, al 
Qaeda struck the World Trade 
Center. The stock market, 
already on a downturn thanks 
to the popping of the dot-com 
bubble, hit bottom. It took with 
it the majority of retirement 
funds built up over the previous 
ten years by the prospective 
retirees who answered that 
way-out-of-date survey (from 
which everyone still seems to 
be quoting). In 1998, those who 
said they were planning on 
retiring “in the next five to ten 
years” would probably reply to 
the same question today as “in 
the next ten to fifteen.”

 2. The people who are retiring 
are, for the most part, retiring 
from the upper echelons of the 
management system. Thanks 
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once again to shrunken budgets, 
as openings “trickle down,” 
positions are not being filled, are 
being eliminated, or are broken 
up into part-time positions for 
which the management does not 
have to provide costly benefits. 

 3. From a job hunter’s point of 
view, the majority of positions 
that I saw posted were for part-
time work. Do you know how 
hard it is to scrabble together 
some semblance of a living 
with no benefits and be grateful 
for the experience? Full-time 
positions seemed few and far 
between, and to a degree, still do.

 4. What kind of people did I find 
myself competing against for 
those part-time and entry-level 
positions? They were people 
who had a number of years 
experience, who were looking 
to slow down their schedules, 
or who had lost their jobs due 
to budget cuts and needed 
some kind of income, even if 
it meant a step down in salary, 
responsibility, or prestige. 
Usually, it was all three. If 
new entrants into the field 
can’t get onto the first step of 
experience, how on earth can 
they be expected to move up the 
management ladder?

I stay aware of the current job 
market because I’m going to want to 
take the next step in my career. What 
I’m seeing now are virtually the 
same things I saw during my first 
job hunt. I still see too few jobs for 
my current level of experience. The 
salaries aren’t the best, but I didn’t 
get into this game for the money. 
(My mother is a librarian, so I was 
well-informed of my likely potential 
earning power.) It remains frustrat-
ing to be almost thirty, living at 
home with my parents, and knowing 

that it’s going to be a while before 
I’m financially comfortable enough 
to move out. Without incurring 
additional student loan debts for the 
necessary education, I’m unable to 
consider switching into other areas 
of librarianship.

I’m sure, by this point, you think 
I’m a bitter little NexGen-er. Not 
true. I greatly enjoy the positions 
I’ve found locally, and I plan on con-
tinuing my career in public librar-
ies. However, I think I have a fairly 
realistic outlook of the current job 
market. The specialty position that I 
hope to fill one day is, and probably 
always will be, rarely available. As I 
seek broader positions to give me 
the experience necessary to eventu-
ally move into that position, I can 
see that the current job market is 
expanding, albeit slowly.

What I’m frustrated, annoyed, 
and, at times, angered by is the 
continued reliance upon outdated 
figures of a survey completed before 
September 11, 2001, for the support 
of the argument of a shortage. Do a 
new survey, for goodness sake, if you 
want to continue to harp on this. If 
your new figures continue to show 
a soon-to-come Great Librarian 
Shortage, fine. I’ll gladly shut up.

So, those of you in hiring and 
planning positions: what exactly do 
these people you are trying to recruit 
have to look forward to when they 
begin their job hunts? When will the 
attrition of positions end? How many 
full-time positions—if any—will 
exist to entice those who are the sole 
or primary breadwinners for their 
households? Are you going to rely on 
people to take any scrap of employ-
ment you toss them, grateful that 
they’ll be getting experience with 
that position? After facing such a 
frustrating job market while listening 
to the propaganda about the Great 
Librarian Shortage, is there going to 

be anyone left in librarianship who 
can be leaders in this field in twenty 
or thirty years? I’m not so sure.

How to Win the Job

MAYA N. BERRY, LIBRARIAN, PARKWAY VILLAGE 
LIBRARY; MEMPHIS (TENN.) PUBLIC LIBRARY AND 
INFORMATION CENTER; BERRYM@MEMPHISLIBRARY.ORG

The potential for an acute librarian 
shortage is not a myth. Across the 
country, there are many librarians 
who have reached retirement age. 
However, the potential for a librarian 
shortage does not necessarily mean 
that new positions are actively open-
ing up at the rate that most people 
have predicted. Ever-shrinking 
library budgets affect the number of 
new employees that can be hired to 
fill vacant positions. 

Librarians who simply cannot 
retire or who, for a variety of reasons, 
do not want to retire also influence 
the librarian deficit. Perhaps they 
worked for a library system for more 
than thirty years, but they have chil-
dren attending college, or they are 
caregivers to both their children and 
their parents. Retirement is simply 
not an option in cases such as these. 
Perhaps some librarians simply do 
not want to stop working. They still 
love people, they still love books, 
they still love their job, and they feel 
like they can work a few years longer 
although they celebrated their 
retirement-age birthday a few years 
back. Of course, the decision of 
whether a librarian can retire will 
vary for each individual situation. 
When we give statistics stating that 
librarians are eligible to retire, we 
must also keep these circumstances 
of life in mind, as they will ultimately 
determine whether a person will 
retire and leave a new position open 
for an eager library school graduate. 
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I began my job search at the end 
of 2003 while I was finishing up my 
MLIS. Most of the openings I saw 
while I was job hunting were not 
entry-level positions; they required 
at least two to three years of library 
experience. As a person without 
any library or other professional job 
experience outside of my graduate 
assistantships, I was not able to suc-
cessfully apply for these jobs. My 
initial job search close to home failed, 
and I had to eventually relocate to 
find work. In the end, it took me close 
to four months to find an entry-level 
position in a public library system.

For those who are currently look-
ing for a library position, I would 
advise you not to give up. Looking 
for jobs can be very frustrating, espe-
cially if it seems like you have sent 
out hundreds of applications, you’ve 
never been called for an interview, 
and you’ve faced rejection multiple 
times. You may need to broaden the 
geographic range of your job search 
and eventually move out of state to 
find work, as I did. Keep scanning 
those job ads and continue to apply; 
each application you send out is 
another opportunity to be hired. 

You should also ask for help from 
everyone you know. Ask family 
members to look over your résumé. 
Talk to your school counselors and 
professors to see if they know of any 
job openings that might be a good 
fit for you. Find out if your library 
school offers any support or assis-
tance for job seekers, and if they do, 
utilize those resources to the fullest. 
For the sake of your sanity, set aside 
time with your friends and fam-
ily to get your mind off of the job 
search—although they will probably 
bring it up over the course of your 
conversation!

Conduct research on the places 
where you would like to work. 
Include pertinent information in 

your cover letter that shows how you 
would be an asset to the organiza-
tion. Try to discuss this same infor-
mation during your interview. Review 
the library’s policies thoroughly. 
These will be the rules that you will 
have to uphold if you are selected for 
the position. Can you live with them? 
For example, if you strongly agree 
that public computer filters need to 
be in place in a public library, can 
you work in a public library that has 
already decided they do not want 
them? If not, look for a position at a 
library with policies you support.

When you do obtain an interview 
from a prospective employer, make 
sure that you are interviewing them 
as much as they are interviewing 
you. Assess how you feel about your 
interviewers. Are they professional? 
Would you like to work for and with 
these people? Although it may be 
hard to ascertain this information 
while you are being bombarded with 
questions, if you have a bad feeling 
about the organization during your 
interview, listen to your instincts and 
consider looking elsewhere. 

If you have the opportunity, talk 
with people who work at the library 
who were not chosen to interview 
you, and listen to what they say 
about their positions. Ask them 
what they love about their jobs and 
what things they would like to see 
changed. This will give you lots of 
clues about the strengths and weak-
nesses of that organization.

Be gracious and thank everyone 
for stopping by to greet you dur-
ing your visit to the library, from 
the library page to the library direc-
tor. Even if the interview process 
is a complete disaster, you can still 
behave professionally and in a kindly 
manner. This will be remembered if 
you are hired, and even if you are not. 
Be sure to send thank-you notes to 
your interviewers as soon as possible.

Most importantly, make sure that 
you find a position that is the right 
fit for you. Librarians work longer 
hours than our timesheets will ever 
indicate. A good portion of your 
days will be spent in the library 
where you work, and you will proba-
bly go home thinking about how you 
can improve it. Usually, your first 
impulse will be to take the first job 
offered to you right out of graduate 
school, and this impulse becomes 
stronger as the job search takes 
longer than you thought it would. If 
you can afford to be picky, wait and 
choose to work for an organization 
that will support you and help you 
achieve future professional goals.

Faint Encouragement?

ANONYMOUS

I have been an employee of the 
same large metropolitan library 
system since 1999. In September 
2004 I was working as a parapro-
fessional and completing my LIS 
degree, of which I am very proud. I 
was laid off that December. After six 
months of applying, with no results, 
I applied for another position and 
was hired. My job now is library 
services coordinator in a capital 
projects office—not a traditional 
librarian position, but library-
related and with decent pay. 

Is there a librarian shortage? My 
experience thus far has been that for 
every librarian that retires, there is 
a library position that gets eliminat-
ed—or replaced with a position in 
public relations, programming, capi-
tal projects, or fund-raising (usually 
with better pay). My employer would 
say, in very crisp terms, that no posi-
tion has ever been replaced with 
another position. I would disagree. 
My employer would also say that 
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these other positions are crucial to 
the future health of this library sys-
tem. I would agree with that. So, how 
to balance the new initiatives with 
the old, and how to stay centered on 
good, solid library work in a time of 
such sharp budget cuts? 

The literature is still full of news 
of layoffs and closings, public and 
private. The job lists I frequent have 
a dismally low number of full-time, 
entry-level library jobs—especially 
for public libraries—and have for 
years. A rumor that circulates tells us 
that a recent public library job adver-
tisement received more than two 
hundred fifty applications. So I must 
say: there may be a librarian shortage 
in the near future, but the jury is still 
out as to whether the profession will 
shrink to fit the new numbers. 

It is my impression that a tamping 
down of the librarian-centered vision 
is prevalent. This causes a distinct 
lack of nurturing among librarians 
and library staff. Instead of striving 
for our potential in an evolving, excit-
ing, wide-open field, we are at best, 
waiting; at worst, withering. There is 
little sense that our everyday experi-
ence of librarianship is building on 
the past or building up something for 
the future—within the organization 
or within any individual’s career. 

Many of the traditional librarian 
responsibilities (such as collec-
tion management and program-
ming) and almost all of the recently 
evolved opportunities (such as Web 
site content management) now 
belong to other divisions of the 
library, leaving librarians to stand 
at a desk all day as public service 
staff. There is some encourage-
ment to fill book displays, but none 
to create advanced bibliographic 
pathfinder tools or, for instance, to 
develop partnerships with neigh-
borhood groups. What does this 
say to a well-educated, tech-savvy, 

community-oriented person con-
sidering a career in librarianship? It 
says: receptionist. 

If the librarian is not the center 
of the library organization, who or 
what is? 

I was understandably negative 
about library school and librarian-
ship after I was laid off right after 
earning a new degree. I had been 
foolish to choose this dying pro-
fession and I resented the loan 
payments that locked me into a 
bad career move.2 After layoffs, 
demotion, and reorganization, my 
immediate library community was 
not able to support itself, let alone 
me. If I had not been allowed to see 
the amazing potential of libraries 
in library school, and if I had not 
experienced a few years without tur-
bulence working in a library, I would 
have gone much farther outside the 
library field to find my next job. 

As much as I love and believe in 
libraries, as dedicated as I am to the 
place I work for, and as much as I can 
admire a great cataloger or an engag-
ing storytime performance, I would 
not recommend this profession to 
anyone at this time. Ditto on library 
school: the tuition-to-pay ratio is 
enough to make your listener laugh. 

I realized I’ve offered no solu-
tions here. I am deliberately showing 
you the despondency I think others 
around me feel. 

Your Career Is in Your Hands

GINNY LA JUENE, ADULT SERVICES LIBRARIAN, 
BETHLEHEM PUBLIC LIBRARY, DELMAR, N.Y.; 
LAJUENEV@UHLS.LIB.NY.US

I’ve been following the library 
employment market in my area 
for approximately seven years and 
expect to see an increase in job 
postings in the last quarter of 2005 

through the first half of 2006. This 
happened in 2000 through 2001 and 
I suspect that retirements fueled 
much of the activity at that time. I 
believe the current librarian short-
age is largely one of geography. I see 
no shortage here in upstate New 
York because this area has access to 
a library school. It is true that some 
positions take longer to fill than oth-
ers. They are usually in small librar-
ies with meager salaries that do not 
offer much in the way of benefits.    

Before entering library school I 
decided to be a generalist. Because 
relocating was not an option, I chose 
to be flexible. While I expected that 
whatever job I got would be challeng-
ing and rewarding, my primary goal 
was employment as a librarian. To 
that end, I’ve worked as an adjunct 
librarian in two colleges, a solo librar-
ian in a small business college, a chil-
dren’s librarian in an urban library, a 
library director in a small rural library, 
and an adult services librarian in a 
large suburban library.  

Did I find a specialty? Yes I did. 
Public service is my specialty. I am 
driven by the desire to provide the 
information requested and to pro-
mote library use. 

I looked at my job search as a 
career-building process and started 
preparing before graduation. My 
plan included finding libraries and 
library employment Web sites in my 
targeted geographic area; attend-
ing library workshops; joining local, 
state, and national professional 
groups; and finding informal net-
working groups in my area.  

I built an employment section 
for myself that included library job 
postings in my area and electronic 
discussion lists for regular review. At 
library workshops I met local librar-
ians and started networking. Local 
professional dinners and informal 
networking events provided oppor-
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tunities to speak with librarians 
from many different library settings 
about what’s going on locally and 
regionally. (Note to the shy: bring a 
friend to the first few meetings. Your 
comfort level will rise at each event.) 
I received valuable mentoring and 
found myself in interviews with 
librarians I knew, even if casually.  

I created résumés for the specific 
library and librarian specialty listed 
in job announcements, includ-
ing all aspects of my internship to 
show the breadth of my experience. 
Memberships in associations were a 
boost to my scant history.

Cover letters are a favorite tool in 
my efforts. Give prospective employ-
ers what they want: copy and paste 
the job announcement into a docu-
ment and craft your cover letter to 
meet the major points listed. Use it 
to convey enthusiasm, interest in the 
job, and commitment to the com-
munity you’ll be serving.  

Preparation for interviews is 
important. Starting with the library 
or company Web site, take some time 
to research the library and its com-
munity. I also search the Internet 
and review newspaper and magazine 
articles about the library or business 
I’m interviewing for and the com-
munity it serves. Interviewers are 
impressed by this attention to detail.

Interviews are the “meet and 
greet” in the science of career build-
ing. Spend time reading about the 
interview process to refresh yourself 
on the progression and its goals.  

Having interviewed for many 
more jobs than I’ve held, I feel that 
my part of the interview is to help 
the library choose the candidate that 
is best for them. That takes the pres-
sure off me to land the job, as my 
interview is one part of a process. 
(This may sound unrealistic, but 
bringing down my stress level led to 
more productive interviews.)

Prepare an interview tool kit. 
Mine includes copies of my résumé, 
paper, and a pen. Being ready to take 
a few notes helps me focus answers 
to multipoint questions. Paper and 
pen are also essential for recording 
names for thank-you notes.

Always send a thank-you note 
after the interview. With your cover 
letter and the few notes you’ve 
taken at the interview, there’s more 
than enough to create a pleasant, 
business-like note.  

Be patient with yourself. Aside 
from a job, you’re looking for a good 
fit in an existing work environment. 
A job offer is a wonderful thing, but 
do remember that you aren’t obligat-
ed to accept it. You may find during 
the interview that there are aspects 
of the job that you aren’t ready for or 
that there may be extraneous issues 
that make the job unattractive.  

The routine repeats itself after 
you’ve found the first job. The desire 
to try new things and to work in dif-
ferent settings can fuel the career-
building process.  

Here’s my advice to those consid-
ering library school. List the things 
that you are passionate about, enjoy 
learning about, and on which you 
would enjoy working. Show practic-
ing librarians your list and ask how 
these qualities mesh with jobs at 
their libraries. Computer network-
ing, Web page design, or electronic 
serials management may provide 
the detailed type of work that inter-
ests you. Love of education and the 
desire to work with children are 
the bases for youth services or the 
school library media specialties. 
Curiosity and diverse interests pro-
vide the background for all types of 
reference work. Knowing how things 
work together in a library or why a 
book is placed on a specific shelf fuel 
an interest in the technical services 
specialties. Working as a librarian 

allows you to build a career while 
you explore your interests.

To soon-to-be graduates: the 
MLS is marvelously flexible. Use it to 
advance your interests in a variety 
of settings. Spend time in public, 
academic, and special libraries. Find 
work in a hospital, corporate environ-
ment, or state agency. Change spe-
cialties. The different types of work 
experiences one can have during a 
career are expanding. Build your skill 
set and find the job that’s best for 
you, personally and professionally. 
Believe in yourself. You’ll make it!   

Conclusion
What is the secret to landing a library 
job? For the applicant: flexibility and 
tenacity. For the employer: consider-
ing nontraditional career paths and 
tapping existing talent. Librarianship 
covers a broad spectrum. Your dream 
job and your ideal candidate are out 
there!  
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Emotional 
Intelligence 
at Work
An Interview with Daniel Goleman

Daniel Goleman’s 1995 bestseller, Emotional Intelligence, argues that 
human competencies such as self-awareness, self-discipline, per-
sistence, and empathy are as important, if not more so, than IQ in 

much of life and that children can—and should—be taught these abilities. 
In his 1998 book, Working with Emotional Intelligence, he posits that these 
same skills play a far greater role in star employees’ performances than intel-
lect or technical skill, and that both individuals and companies will benefit 
from cultivating these capabilities. Goleman’s most recent book, Primal 
Leadership—Realizing the Power of Emotional Intelligence, explores the role 
of emotional intelligence in leadership. Currently, he is working on what he 
calls the “true sequel” to Emotional Intelligence—a book about social neuro-
science, or what happens in peoples’ brains and bodies when they interact—
and promoting the tenth anniversary edition of Emotional Intelligence.

Public Libraries: You open your book, Working with Emotional Intelligence, 
with an example of an American librarian posted abroad who uses her emo-
tional intelligence (EI) skills to diffuse a threatening situation. Obviously, 
the average librarian doesn’t have to persuade political activists not to burn 
down the library like the one in your book, but according to your work, EI 
plays a significant role in everyone’s career. What exactly is EI, and how did 
you get involved in this area?
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writer based in Evanston, 
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interview; lrchtc@earthlink.
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rereading The Vampire 

Chronicles by Anne Rice.

“Book Talk” provides authors’ perspectives on libraries, books, 
technology, and information. If you have any suggestions of authors you 
would like to see featured in Book Talk, or if you are interested in volun-
teering to be an author-interviewer, contact Kathleen Hughes, 
Editor of Public Libraries, at the Public Library Association, 50 E. Huron St., 
Chicago, IL 60611; khughes@ala.org. 
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Daniel Goleman: Emotional intel-
ligence is a concept that springs 
from the work of two psycholo-
gists at Yale, Peter Salovey and John 
Mayer (who is now at the University 
of New Hampshire, Durham). They 
published the idea of emotional 
intelligence in a very obscure psy-
chology journal many years ago. At 
the time, I was a science journal-
ist for the New York Times, and my 
beat was human behavior, so it was 
my job to research such obscure 
journals and retrieve concepts that 
might be newsworthy. I thought 
that [EI] was quite an important 
notion—that we could bring intel-
ligence to the domain of emotion. 
It also struck me as a good frame-
work for a book I wanted to write 
about the newly emergent science 
of emotion that had come up on us 
in the last decade or so. So I wrote 
Emotional Intelligence. 

And by that I mean, first being 
aware of feelings; second, being able 
to manage disturbing ones; third, 
knowing how other people are feel-
ing, or empathy; and fourth, putting 
all that together in skilled interaction 
in relationships—in other words, 
social skills. These four domains are 
fairly generic and fit the many mod-
els that have now been proposed by 
people in the field since my book 
was published in 1995.

In the last ten years, there has 
been an explosion of interest largely 
in two areas. One area is in educa-
tion. There is a movement in schools 
to teach emotional learning to kids 
in grades K–12. There is a parallel 
movement in organizations, adult 
education, if you will.

PL: Why are organizations interested 
in these ideas?

DG: The reason organizations are so 
interested is it turns out that what 

makes someone outstanding at a job 
is based largely on his or her abil-
ity in these areas of EI rather than 
technical skills or academic train-
ing. In fact, the data suggests that, 
the higher in the organization you 
go, the more it makes the difference 
between average performance and 
superior performance. 

PL: In some ways that seems 
almost counterintuitive. After all, if 
someone is an excellent computer 
programmer, for instance, isn’t she 
going to rise to the top?

DG: Technical skills and IQ pre-
dict powerfully what job you can 
get and hold. For example, getting 
through school to become a librar-
ian is not easy, and there are a lot of 
hurdles to cross, which means you 
probably have to have an IQ one 
standard deviation above the mean. 
But oddly enough, once a person 
attains that position, those skills 
drop away as predictors of who will 
rise to top. 

Those who do rise are then those 
who possess other skills. They are 
natural team leaders who know how 
to motivate others, who can pitch a 
strategy or plan in a persuasive way, 
who have the self-discipline to con-
tinually improve what they do, who 
have drive, who know their strengths 
and weaknesses, who know when 
not to take something on because 
someone else would be better. Those 
are all EI skills, and they turn out to 
be the ones that allow certain people 
to rise to the top in any field.

PL: We’ve had a good discussion 
about what EI is. Let’s talk a little 
about what EI isn’t. What are some 
common misconceptions?

DG: One is that people misinterpret 
EI as meaning that intellect doesn’t 

matter—that EI is all that makes a 
difference in success, which is just 
wrong. It’s important to understand 
the dynamic interplay between the 
two, which is that, in realms like a 
professional setting, such as being a 
librarian, for example, when every-
one has had to pass very difficult 
cognitive hurdles in order simply 
to enter, but there’s been relatively 
no selection on the emotional intel-
ligence side, that emotional intel-
ligence starts to explain much more 
about who will rise to the top, who 
will be the best team leader, and so 
on. And, therefore, [EI will] predict 
success once someone is in a profes-
sion. It doesn’t predict what profes-
sion you’ll be good for.

The other one is, people think 
it means just being nice, which is 
also dead wrong. For example, there 
are times when you may need to be 
very forceful or confrontational with 
someone, particularly if you are a 
group leader. Or when you have to 
review employees and offer them 
suggestions for improvement. 

PL: You know, when you are talking 
about the characteristics of EI, such 
as giving an employee review with 
empathy or the ability to listen or 
build consensus, I can’t help think-
ing these are skills generally consid-
ered female-specific qualities. Do 
women have a higher EI?

DG: Each gender has a distinct pro-
file of strengths and weaknesses on 
average. When you are talking about 
behavioral differences between 
sexes, you’re basically talking about 
largely overlapping bell curves with 
some differences at the extremes. So, 
for example, women score better on 
some tests of empathy by about 3 
percent. But that doesn’t mean that a 
man couldn’t be as highly empathic 
as the most empathic woman. And, 
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men tend to score better on tests for 
systems thinking, but that doesn’t 
mean that a woman couldn’t be as 
good an engineer as a man. 

Having said that, women tend to 
do better in domains like empathy 
and in some social skills like work-
ing together harmoniously. Men, on 
the other hand, tend to do better 
than women on average at manag-
ing distressing emotions—staying 
cool under pressure, for example. 
The good news is that all of these are 
learnable even in adults. If you’re not 
so good in something, you can get 
better if you go through the appro-
priate learning situation.

PL: How can I tell if I’m good at these 
things?

DG: You can’t tell just by doing a 
self-inventory. Actually, one of 
the competencies itself is self-
awareness. And we’ve done studies 
that show that people who are poor 
at self-awareness overestimate their 
strengths on, say, six of eighteen 
measures compared to how oth-
ers see them, who know them well. 
On the other hand, people who are 
very strong in self-awareness don’t 
overestimate their strengths, so you 
really can’t tell where you are.

PL: So if I can’t do a self-assessment, 
how do I measure my EI skills?

DG: It’s better to get other people’s 
views of you. There is a methodology 
called the 360-degree inventory. Do 
you know what that is?

PL: Only from your book, but others 
may not, so please explain.

DG: I codesigned one for leadership 
competencies and emotional intel-
ligence, and, basically, it is a method 
of asking other people, whose opin-

ions you trust and value, to evaluate 
you. For example, you might ask 
people you work with, those who 
work for you or you report to, and so 
on. You ask them to anonymously fill 
out a behavioral questionnaire that 
evaluates each of your competen-
cies. After you have six to ten evalu-
ations, the score is given to you as 
an average so that you can see how 
other people see you. Then you get 
a kind of diagnostic profile of your 
strengths and limitations across the 
whole range.

PL: What you are describing sounds 
like a rather formal program, one 
that the average person probably 
doesn’t have access to. Is there any 
way to replicate this assessment on a 
more casual basis for Joe Schmoe? 

DG: Well, you could come up with 
lists of these skills and ask people to 
evaluate you or even ask a lot of peo-
ple who know you in a very informal 
way, if you think they’ll be frank with 
you. Usually people are a little hesi-
tant to do that.

Daniel Goleman (Photo by Frank Ward)
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PL: Getting back to our earlier dis-
cussion, you mentioned there’s been 
an explosion of interest in this topic 
over the past decade or so. Why?

DG: They are articulated truths 
people have known intuitively but 
couldn’t get a handle on and couldn’t 
make strong arguments for until 
now. Personally, I’ve made a point 
of being sure that what I say is data-
based. I really am a science journal-
ist by training, and I brought that to 
this area. My approach has been to 
emphasize that this is what the data 
seems to indicate and because it’s 
data, it’s strong. 

The arguments for social and 
emotional learning in schools are 
evidence-based. Very few new cur-
riculum ideas are evidence-based. 
So the evidentiary arguments put 
social and emotional learning above 
other propositions when determin-
ing how to teach kids. The same 
thing is true in the organizational 
setting. Very few ideas about how 
to train leaders, for example, are 
evidence-based or even about what 
makes someone a good leader. Yet, 
the EI approach is to go from the 
science to the application.

PL: And what does your research 
say about what makes a good 
leader? Have we gone from an auto-
cratic approach to one that is more 
team-based?

DG: I don’t have research on auto-
cratic versus team-based. I instead 
look at leadership styles. One of the 
styles is autocratic, which is rather 

a dinosaur in leadership today but 
has its place. For example, in a 
turnaround, when an organization 
is in crisis and needs a strong and 
new direction, a leader needs to 
be autocratic in part. But if you are 
autocratic alone, then you’re going 
to shoot yourself in the foot. So the 
six leadership styles need to be used 
each on its own and each in tandem 
with the others. 

For example, say you’re taking 
over a library that is in financial cri-
sis. You have to revamp the strategy 
and how things are executed, rede-
sign the organization, and so on. The 
most skillful way to do that would 
be to apply each of the six styles as 
needed, starting with the democratic 
style, which has you listen, get a con-
sensus, and get inputs from a wide 
selection of people. 

PL: In addition to autocratic and 
democratic, what other leadership 
styles are there?

DG: The visionary style builds on 
our example, putting it all together 
and synthesizing it in such a way 
that you have a clear direction that 
makes sense to you—that you confi-
dently take on a leadership style that 
fits with your own deep principles 
and those of the organization as 
well. And then to articulate that to 
people in a way that it resonates with 
them too.

Then you get commitment. There 
is something else though that has 
nothing to do with strategy. It’s all 
about people. And that is the coach-
ing style. Coaching is not mentoring. 

Coaching is a one-on-one conver-
sation where you take someone aside 
and get to know the person asking, 
“What do you want from life?” “What 
do you want from your career?” 
“What do you want from this job?” 
“How can I help you?” If you do 
that—if you’ve done both the vision-
ary and the coaching styles, you can 
then have an ongoing conversation 
with that person, and you can give 
performance feedback in terms that 
make sense. Say, for example, “What 
you are doing doesn’t work for either 
our collective mission or your own 
personal goals. And, when you do X, 
it doesn’t work for these reasons. But 
if you did Y, it would be better. And 
here’s how you can do it.”

Yet another style is the paceset-
ting style, which is where someone 
is a very good individual performer 
and leads by example rather than by 
inspiration or motivation. That usu-
ally works best if you have a highly 
motivated and skilled team. 

Finally, there’s the affiliative style, 
where a leader realizes that people 
having a good time together is not 
a waste of time because it builds 
emotional capital. So people will be 
there for each other when the pres-
sure is on.

PL: This ability to use different kinds 
of styles is really essential to success?

DG: The data show that in orga-
nizations of all kinds, leaders who 
can manifest more of the styles get 
better bottom-line results. It’s been 
shown in the business world, in a 
remarkable study—the only study 

“”

If you do that—if you’ve done both the visionary and the 
coaching styles, you can then have an ongoing conversation 
with that person, and you can give performance feedback in 
terms that make sense.
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I know where CEOs let themselves 
be compared to other CEOs. Among 
these leaders, who were life insur-
ance company CEOs, the very 
best in terms of corporate growth 
and profit were those who drew 
upon a wide range of leadership 
styles. They were adept at the four 
styles that positively influence the 
organization’s climate—visionary, 
democratic, affiliative, and coach-
ing—matching them with the appro-
priate circumstances. They rarely 
exhibited the coercive [autocratic] or 
pacesetting styles.

It’s also been shown with heads 
of schools. For example, one study 
showed that if the heads of schools 
could display four or more of the 
six styles, their students got higher 
achievement test scores. In schools 
where the heads displayed just one 
or two styles, academic performance 
was poorest. Often the styles here 
were the pacesetting or coercive 
ones, which tend to undermine 
teacher morale and enthusiasm.

PL: What else can leaders do to opti-
mize performance? I am particularly 
intrigued by this idea that leaders 
can leverage diversity. 

DG: Leveraging diversity in organiza-
tions often means much more than 
having one Type A person and one 

Type B person, but rather seeing dif-
ferences as strengths, particularly as 
they give you insight into your mar-
ket—the people who use your facil-
ity. To the extent that one person or 
another knows part of that communi-
ty better, that person is better able to 
help you be an empathic marketer—
to put together the kinds of events or 
attractions that will draw and please 
that part of your community.

But more than that, different peo-
ple bring different ways of looking at 
and approaching problems. 

For instance, in my book, I give 
the example of a financial services 
company whose sales model focused 
on rapid-fire cold calls until it real-
ized that its most successful sales-
people were women who used a sales 
approach more in keeping with their 
gender style: the slow, sure building 
of relationships. This company now 
takes a more flexible approach to 
sales, encouraging and rewarding the 
differing styles that work better for 
salespeople of different backgrounds. 
That’s leveraging diversity.

PL: Can leaders boost their EI? If 
so, how?

DG: Often, deep-pocket organiza-
tions will offer top management 
coaching, some of which is state of 
the art. But for mid-level manage-

ment, organizations usually send 
people through trainings together 
just because of scales of economy. 

PL: Are these programs effective?

DG: Some are, some aren’t. I co-
direct a research organization in this 
field that has a Web site listing the 
best practices based on empirical 
studies of what works in this area. 
I suggest that anybody thinking of 
bringing a trainer or training into his 
or her organization look at that Web 
site to see if it fits. The address is 
www.eiconsortium.org. 

PL: In the meantime, is there any-
thing the average worker can imple-
ment today to improve her EI? Are 
there any takeaways from these les-
sons? Or is it just too hard to distill 
ten years of research into The Top 
Ten Tips?

DG: I do hesitate to do that because 
this kind of learning takes some 
effort and time. So, I don’t really 
believe in quick fixes in this area. 
But, since we are talking about 
librarians, I suggest this: read a 
book. It might get you to reflect on 
yourself, and through simple self-
reflection, you might find ways of 
incorporating some of this into your 
daily life.  

New Guide Highlights Disaster Relief for Cultural Institutions

A new resource from the Heritage Emergency National Task Force identifies federal funding to help make an 
emergency plan, buy disaster supplies, or train staff. Before and After Disasters: Federal Funding for Cultural 
Institutions provides information on fifteen federal grant and loan programs to help cultural institutions and 
historic sites prepare for and recover from disasters. As many as fifty copies of Before and After Disasters can 
be ordered at no charge from the Federal Emergency Management Agency publications office. Call 1-800-480-
2520 and ask for FEMA publication #533. The thirty-two-page booklet also can be downloaded from Heritage 
Preservation’s Web site, www.heritageemergency.org.



Anyone 
Can Take a 
Reservation

During the past few years, study after study has concluded that more 
entertainment options than ever are vying for our children’s atten-
tion. These include television, books, movies, and gaming—and 

let us not forget that kids’ days are still filled with afterschool activities and 
increased homework assignments. Since the days haven’t gotten longer (oh, 
how I wish Congress would enact a twenty-seven-hour day similar to the 
daylight savings time rollback legislation passed in August), something has to 
give. Social activities may suffer or television-watching may decrease. There 
is just not enough time to do everything; marketers know this and push their 
media of choice even more. 

The same is true for the career choices we make. As 2006 begins, there are 
more types of jobs available for college graduates. Whether the economy has 
slowed down (there are arguments for and against this), headhunters and job 
placement agencies are fighting to find employment for their clients. More 
importantly, traditional jobs that may not pay as much, such as teachers and 
librarians, are working hard to recruit potential workers on the premise that 
money should not be the basis of choosing a career. It’s hard to argue with 
someone when they go off to law or medical school fresh out of earning their 
BA. Try living in New York City on a public school teaching salary, they say, as 
they sign a letter of acceptance to graduate school, delaying their entrance 
into the “real world.”

This issue of Public Libraries is focused on recruitment and retention. 
I will focus on both in the column, but I’m more inclined to discuss the 
retaining aspect because the recruitment part has probably succeeded if 
you are reading this column (while nonlibrarians may read this magazine, 
my guess is that practicing, retired, or student librarians are its core audi-
ence). I’m reminded of what Jerry Seinfeld said in the now-famous episode 
of his eponymous television series at a car rental company: “Anyone can 
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internet spotlight

“Internet Spotlight” explores Internet and Web topics relevant to librar-
ians in the public library sector. Your input is welcome. 
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take a reservation, it’s the keeping 
of the reservation that’s important.” 
I’m sure we all agree that anyone 
can attempt to recruit a librarian; it’s 
the keeping of the librarian in the 
profession that is most important. 

A good question to ask is how can 
we continue to make the profession 
exciting for new librarians, especially 
in this technology-driven world 
where they can leave and possibly 
make more money elsewhere? The 
answer is simple. We can’t. We can’t 
force someone to do something they 
don’t want to do. What we can do is 
make the profession more exciting 
for library professionals just enter-
ing the field, and using technology is 
one way to do so. 

Other articles in this theme issue 
will focus on different methods of 
retention, but one of my passions is 
the continuous professional devel-
opment of employees that not only 
improves their library skills, but 
also gets them excited about new 
technology trends. I think keeping 
colleagues excited and happy is one 
of the keys to retaining them. By 
using the medium that new librar-
ians are more likely to focus on, we 
keep them interested, and, hopefully, 
working as librarians. When I give 
talks on keeping current, I focus on 
cutting-edge technology (blogs and 
Really Simple Syndication [RSS] are 
the most popular topics), to drum 
up excitement and teach librarians 
how to use these tools to create 
new resources in their workplace. 
Theoretically this will create happi-
ness (or at least contentedness) and 
foster a continuous, healthy 
relationship with librarianship.

Communities Can Help 
Retain Librarians
At a recent conference in Monterey, 
California, I led an evening event 

called a “Dine-Around,” in which 
a topic is chosen and attend-
ees sign up for the dinner if the 
topic (and the choice of restau-
rant) appeals to them. I chose a 
theme titled “Libraries and Online 
Communities.” Twelve of us decided 
on this topic, a perfect number for 
this type of casual conversation. 
Discussion ensued, and some sub-
groups and side conversations took 
place. In the end, we were all talking 
about how online communities can 
be used within the library setting. 
I then realized that we had formed 
a social network of our own during 
the evening. We exchanged business 
cards and will forever be connected 
through that dinner.

Despite its stereotype as a quiet 
profession, librarians know how to 
network well, something I experi-
ence at every conference that I 
attend. We also embrace different 
types of online networking tools, 
three of which I will discuss in detail 
here: wikis, electronic discussion 
lists, and event blogging. All three 
serve as ways for new librarians to be 
in constant contact with one anoth-
er, throw ideas in the virtual air, and, 
most importantly, connect.

I discussed wikis at length in a 
previous Internet Spotlight column 
(“Wiki While You Work,” July/Aug. 
2005), so there is no need to retread 
their usefulness here. There are two 
librarian-based wikis that have been 
established for disparate reasons. 
First, John Hubbard created LISwiki 
(www.liswiki.com) in June 2005 
to be a cooperative encyclopedia 
for library science professionals. 
According to Hubbard, it was meant 
to be an experiment in wikis and 
act as a “playground.”1 As of this 
writing, there have been more than 
one thousand articles written by 
numerous authors at LISwiki, rang-
ing from Late Fees (www.liswiki.

com/wiki/Late_fees) to How to Give 
a Presentation (www.liswiki.com/
wiki/HOWTO:Give_a_presentation). 
Hubbard doesn’t want LISWiki to 
replace other encyclopedias of the 
information sciences nor the library 
science article on Wikipedia (www.
wikipedia.org). I see it differently, as 
librarians will be adding content to a 
community that was specifically cre-
ated with them in mind.  

LIBSuccess (www.libsuccess.
org), is the brainchild of Meredith 
Farkas, proprietor of the weblog 
Information Wants to Be Free 
(http://meredith.wolfwater.com/
wordpress/index.php). The goal for 
this wiki is to be a “one-stop-shop 
for great ideas for librarians. All over 
the world, librarians are develop-
ing successful programs and doing 
innovative things with technology 
that no one outside of their library 
knows about. There are lots of great 
blogs out there sharing information 
about the profession, but there is no 
one place where all of this informa-
tion is collected and organized.”2 
LibSuccess has more content than 
LISwiki, probably because it has a 
more specific goal in mind. Wikis 
utilize the wisdom of the crowds to 
control content. LibSuccess uses 
the librarian crowd to collect the 
content in one place. It’s a brilliant 
idea that will not only be useful for 
information professionals of all ages 
and experiences, but also for those 
who need new ideas to latch onto 
to get out of the librarian rut (that 
place where many new professionals 
find themselves after a few years at 
the same job). One of the side-effect 
successes of LibSuccess could be in 
the retention of library professionals.

I’ve made my thoughts on elec-
tronic discussion lists clear on many 
occasions (see www.librarystuff.
net/2005/02/are-listservs-dead.html 
for an example) but I’ve come to the 
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conclusion that they do work for 
some librarians. At a recent confer-
ence in Charlottesville, Virginia, a 
solo librarian who works at a very 
small hospital library told me that 
online discussion lists were her only 
real contact with colleagues. She 
relied on them to bounce ideas and 
questions to librarians in similar 
positions. While the signal-to-noise 
ratio may be heavily skewed in the 
wrong direction, electronic discus-
sion lists do work in some arenas. 
Local library lists work well as well 
as those from niche groups. This is 
where retention comes in. For those 
new to the field of librarianship who 
need to connect with others, there 
are two online discussion lists that 
have large memberships and rel-
evant discussions.

The New Librarian Mailing List 
(www.lahacal.org/newlib) has more 
than thirteen hundred members and 
is “for librarians new to the profes-
sion who wish to share experiences 
and discuss ideas, issues, trends, 
and problems faced by librarians 
in the early stages of their careers. 
However, this list is also of interest to 
those who are considering becom-
ing librarians.” Similarly, the NexGen 
Librarian mailing list (http://lists.
topica.com/lists/nexgenlib-l) has 
more than fifteen hundred members. 
It bills itself as “a forum for library 
and information professionals, 
paraprofessionals, and students in 
Generations X and Y to discuss the 

future of the profession, issues relat-
ed to being a young librarian, and 
bring fresh perspective to all things 
library related.”

The overall theme here is continu-
ous connectedness to other librar-
ians in similar situations that, if not 
discussed, may lead to frustration 
and a move to another profession. 
These tools also allow new librarians 
to get involved in a community, ask 
questions, add to the discussion, and 
be useful to others. 

One last method of being part 
of a community effort and creat-
ing content at the same time is 
through blogging at library confer-
ences. While not as popular as elec-
tronic mailing lists (and a close third 
behind wikis), being part of a team 
that reports on events on a spon-
sored blog is becoming an integral 
part of the major library conferences. 
One example among many is the 
PLA Blog (www.plablog.org; see “The 
PLA Blog,” May/June 2005 Public 
Libraries for an in-depth review). 
There is a camaraderie that forms 
around the bloggers taking part in 
the event-blogging experience.

Retention of librarians—especially 
those right out of library school—is 
important to our profession, and it is 
imperative that we do what we can 
to meet their needs. By supporting 
and reaching out to the communities 
that form around the next genera-
tion of librarians, we can ensure that 
they don’t feel misplaced, displaced, 

and lost. That is something we can’t 
afford to have happen.  
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I think keeping colleagues excited and happy is one of 
the keys to retaining them. By using the medium that 
new librarians are more likely to focus on, we keep them 
interested, and, hopefully, working as librarians.
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A Common 
Purpose
Community Foundations and Libraries 

Community foundations and libraries share a common purpose—mak-
ing a difference in communities by enhancing the residents’ quality of 
life. Similarities between the mission statements of community foun-

dations and public libraries are immediately apparent. Both organizations 
enrich their communities by: (1) being responsive and dynamic, serving the 
relevant needs of their local regions; (2) continually striving to reach out to the 
disadvantaged; and (3) supporting equality. By developing strong partnerships, 
community foundations and libraries can better serve communities.  

What Is a Community Foundation?
Community foundations have existed since 1914 and are often cited as one 
of the fastest-growing sectors of philanthropy in the United States. There are 
now approximately seven hundred community foundations nationwide, pos-
sessing assets of approximately $35 billion, awarding grants of more than $2.6 
billion, and affecting the lives of many people each year.1 Community foun-
dations are publicly supported charitable institutions governed by volunteer 
boards of community leaders and administered by full-time professional staff 
with an expert knowledge of community needs. Community foundations:

● enable donors to easily and effectively support issues that they care about; 
● provide professional investment management of charitable contributions; 
● offer the benefits of private foundations such as providing donors control 

over donated assets while avoiding some of the tax, administration, and 
associated red-tape expenses of private foundations; 

● allow donors to claim the maximum charitable tax deduction for their 
contributions as most community foundations are classified under the tax 
code as public charities; and 
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“Bringing in the Money” presents fund-raising strategies for public librar-
ies. Many librarians are turning to alternative funding sources to supple-
ment shrinking budgets. Fund-raising efforts not only boost finances, but 
also leverage community support and build collaborative strategies. 
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● accept funds from private 
foundations, corporations, 
governmental agencies, and 
other grantmakers, offering tax 
advantages and often easier 
reporting and grantmaking 
procedures for these 
organizations.

Community foundations also 
identify current and emerging com-
munity issues, stimulate resources to 
address those issues, and help plan 
and prepare for the future. The abil-
ity to be flexible in giving enables 
community foundations to adapt to 
the changing needs of communities. 

Community foundations are 
effective in serving the needs of 
local communities for the 
following reasons: 

 1. Community foundations 
are knowledgeable. These 
organizations focus only on 
the communities’ needs, which 
helps to identify the neediest 
community institutions. 

 2. Community foundations are 
flexible. Specialized knowledge 
of the community enables 
community foundations to 
quickly change beneficiaries 
when local needs change. 

 3. Community foundations 
provide economies of scale by 
combining small gifts given 
for similar purposes into 
endowments, which creates 
a larger pot of funding. These 
cumulative funds can then be 
used more effectively to tackle 
larger community problems.2 

Where Are Community 
Foundations? 
Everywhere! Community founda-
tions are located across the United 
States, from major cities to smaller 

towns. These organizations may 
serve the immediate area, while 
some serve an entire county or state.

To find community foundations 
in your area, visit The Foundation 
Center Web site (http://fdncenter.
org/funders/grantmaker/gws_
comm/comm.html). Not only are 
community foundations listed, but 
annotations also provide relevant 
details and Web site links for each 
foundation.

What Can Community 
Foundations Provide 
for Libraries?
Community foundations are primarily 
thought of as a source for grant funds. 

It may be true that it is easier 
for libraries to obtain grants from 
community foundations than from 
private foundations because com-
munity foundations are already 
aware of local funding needs. 
Community foundations also pro-
vide valuable advice and integrate 
other solutions and community 
resources for library grant projects. 
Many community foundations also 
provide free workshops on grants.

There are also many other benefits 
that libraries may realize from part-
nering with community foundations.

Fund Management
Community foundations can assist 
libraries in meeting their philan-
thropic goals by collecting, manag-
ing, and distributing assets. 

Endowment Building 
Contributions from individuals and 
organizations are endowed to assure 
permanency and maximize earning 
potential. An endowment is com-
parable to a savings account that is 
planned to exist forever. Donations 
are invested with the intent of the 
principle remaining and growing, 

while the earnings are used for char-
itable purposes. Transferring man-
agement of library endowments to a 
community foundation can reduce 
bookkeeping, accounting, adminis-
tration, and investment costs.

Trust and Designated Funds 
An individual trust fund or pool of 
donor funds can be created to spe-
cifically benefit the local library. This 
is a good solution for donors who do 
not want to create a new foundation 
but do want to focus their giving on 
their local city or region. Donors to 
community foundations can specify 
that their funds are used to support 
libraries in particular or such issues 
as literacy or lifelong learning. 

Managing Funds of Library 
Friends and Foundations 
Because community foundations 
manage many individual gifts, 
these organizations can service and 
administer each gift at a fraction of 
the cost to individual Friends groups 
or library foundations. Directing 
charitable dollars to community 
foundations is more economical 
than establishing individual trusts or 
private foundations because com-
munity foundations already possess 
centralized legal, accounting, and 
investment knowledge and profes-
sional management experience. 
Lower administration costs ensure 
that more charitable dollars remain 
at work for libraries. 

Community Building 
Community foundations exist to 
help support and build communi-
ties. These organizations provide 
leadership to communities through 
collaboration, connecting commu-
nity leaders, assessing community 
challenges and opportunities, and 
developing resources and solutions 
for community needs. 
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At a Community Foundation 
Network conference, Peter 
deCourcy Hero, president and CEO 
of the Silicon Valley Community 
Foundation gave a speech titled 
“Convene, Connect, Endow: 
Community Foundations in the 
Twenty-first Century.” He stated: 

The greatest assets of my 
[community] foundation lay 
not just in the small grants we 
distributed through the year, 
but [also in] the capacities to: 
(1) be an apolitical objective 
third party convener; (2) be 
a gearbox or mechanism to 
connect disparate parts of the 
community (especially donors or, 
as the Victoria British Columbia 
Community Foundation puts it, 
“to connect people who care with 
the causes that matter”); and (3) 
to endow the community, yes, 
but not simply with a financial 
endowment . . . but rather endow 
with new institutions, increased 
civic leadership, and stronger 
self-sustaining NGO’s [non-
governmental organization].3 

Patricia Grey, a senior pro-
gram officer for The Pittsburgh 
Foundation, stated that her commu-
nity foundation “uses the leadership 
strategies of convening, advocating, 
mediating, and brokering to edu-
cate, build capacity, and leverage 
resources in the communities it 
serves.” She added:

[I]n general, the missions 
of community foundations 
position them to be agents for 
local change. The wellspring of 
community trusts enables these 
foundations to be self-sustained 
community catalysts committed 
to collaborative public problem-
solving and community solutions 

for the long haul. Community 
foundations seek to understand 
the communities they serve 
and define the opportunities in 
them while other community 
foundations address community 
challenges; and change 
community attitudes, systems, 
and institutions.4

Partnership 
Community foundations have prov-
en to be strong partners and advo-
cates for libraries. The following are 
some examples of community foun-
dation and library partnerships.

Arizona Community Foundation
Bruce Astrein, former senior vice 
president of programs for the 
Arizona Community Foundation 
(ACF) in Phoenix, worked to create 
an initiative named Libraries for the 
Future as part of ACF’s community 
development program. This initative 
addresses early education, after-
school options for youth, family sup-
port, and community building. 

Orcas Island Community 
Foundation 
The Orcas Island (Wash.) 
Community Foundation has several 
funds set up for the library (www.
oicf.us/donorinfo/designatedfunds.
html), including a book fund and a 
memorial fund.

Greater Triangle Community 
Foundation
Established by the Library Friends 
group to support library projects and 
programs, the Durham (N.C.) Library 
Fund is a donor-advised fund 
administered through the Greater 
Triangle Community Foundation. 
The Durham Library Foundation has 
also established endowment funds 
for programming, collections, and 
technology.
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packaging large quantities of
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of court; federal and state court organization
charts; guide to Internet access to federal
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alternative dispute resolution sources; and a
glossary of terms. An excellent reference and
educational source.
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Court Clerks & County
Courthouses, 2006
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Includes address and phone numbers for
State court clerks, from each State’s supreme
court to county courthouse level. Also
includes: State-by-State listing of deed
recording and probate offices; offices of vital
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State court websites; trends in court
litigation; and much more.
(ISBN: 0-9701229-9-3) $75.00

Please visit our website
for additional information:

www.courts.com

Voice: 212-687-3774 • Fax: 212-687-3779
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420 Lexington Ave., Suite 300
New York, NY 10170
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East Bay Community Foundation 
The Friends of the Danville (Calif.) 
Library Endowment Fund was estab-
lished to ensure that the library has 
the books, materials, programs, and 
activities that often suffer due to the 
ebb and flow of tax-based support. 
The funds are professionally man-
aged by the East Bay Community 
Foundation.

Community Foundation for 
Southeastern Michigan 
The Northville District Library and 
the Friends of the Northville District 
Library established an endow-
ment fund through the Community 
Foundation for Southeastern 
Michigan. Income from the endow-
ment is used to enhance collections, 
programs, and services. 

When the Friends of the Northville 
District Library announced the new 
endowment in their newsletter, they 
provided an example of how a couple 
who contributed four hundred dol-
lars to the endowment would only 
incur an expense of sixty dollars due 
to the tax savings! A strong message 
was shared: 

Some community members 
may question the need for an 
endowment. Doesn’t our tax 
money support the library? they 
may ask. Yes, it does, but in 
the case of Northville, vision is 
important. Not far down the road 
when every available piece of land 
in the city and township is built 
on, the income from our property 
taxes will reach a finite amount 
and cease to increase through 
the addition of new building. 
Furthermore, the traditional 
support of libraries in Michigan 
through counties—the use of 
penal fines—has been decreasing 
for some time. Therefore, it 
became urgent in Northville—as 

it has in a number of local 
communities—that support for 
libraries had to increase. 5

The Pittsburgh Foundation
Grey shared the following ways her 
community foundation has worked 
with libraries:

As stewards of the community’s 
resource of funds, The Pittsburgh 
Foundation supports libraries 
through educational and special 
interest funds. It also exercised its 
leadership to address the needs 
of libraries across venues, sectors, 
and municipal boundaries 
through partnering with The 
Buhl Foundation in Pittsburgh 
to establish the Allegheny 
Library Brainstrust as a vehicle 
to convene providers and users 
of library services. The trust 
aims to develop and champion 
a blueprint for the strategic 
location of future libraries, 
effective library governance, and 
adequate funding that is equitably 
distributed to libraries; and to 
position libraries as an important 
part of the regional agenda for the 
region’s economic success.6 

When Meeting 
with Community 
Foundations for the 
First Time, What Should 
Libraries Discuss? 
The library is a community cen-
ter—funded by the community, 
serving the community, and patron-
ized by the community. It is more 
central to a community than virtu-
ally any other institution. Libraries 
provide life-changing experiences; 
library staff work directly with a 
cross section of the community for 
the public good. Libraries make a 
difference in people’s lives every 

day (librarians know this, but often 
others do not). When meeting with 
community foundations, libraries 
should stress the mutual interest 
and service to the community that 
both groups provide.

To form a true partnership, librar-
ies should find out what the commu-
nity foundation’s priorities are and 
the issues on which they are cur-
rently focused. Identify the common 
goals between the foundation and 
the library, so that you can discuss 
all similar motives.

Libraries and community founda-
tions have enormous opportunities 
to work together to maximize their 
shared knowledge and should regu-
larly meet to share information. If a 
community foundation is unfamiliar 
with the work of libraries, demon-
strate what libraries can offer com-
munity foundations. Some points to 
stress about the benefits of working 
with libraries include the following:

● Libraries provide space for public 
discussion and meetings in an 
unbiased, uniquely equalizing 
community space

● Libraries have Foundation Center 
collections or other resources 
valuable to nonprofits

● Libraries can provide access to 
community foundation materials, 
such as announcements, grant 
guidelines, and reports

● Libraries can share the needs and 
interests of a broad community 
of users, including formal needs 
assessments

● Libraries can help community 
foundations with research needs

● Libraries can identify community 
groups and leaders to help 
solve problems identified by 
community foundations

Community foundation lead-
ers who also are library advocates 
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offered the following advice to librar-
ies seeking partnerships with com-
munity foundations.

Astrein, formerly of ACF, advised 
libraries to present the diversity of 
ways in which libraries work with the 
community, informing community 
foundations of the importance of 
and the challenges facing libraries. 
Emphasize the library’s importance 
as a community institution.7

Grey provided the following tips:

When a library meets with a 
community foundation for 
the first time, it should come 
prepared to share its history, 
mission, goals, objectives, assets, 
challenges and community 
need(s) it wants to address 
in ways that are sustainable 
after a grant. Have measurable 
outcomes. If the library is seeking 
funding for a specific project, 
the conversation should clarify 
whether there is a potential fit for 
the foundation’s Board of Trustees 
to consider supporting. The 
conversation could result in the 
surfacing of ideas to strengthen 

the project, as well as potential 
partners and other unexpected 
ideas for support and resources.8

If your library does not yet have 
a close relationship with the local 
community foundation, make it a 
priority to establish one. Community 
foundations can help libraries bring 
in the money through grants, collab-
orations, and support from donors 
throughout the community.  
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Rochester Hills (Mich.) Public Library Receives $216,000 Bequest

The Rochester Hills (Mich.) Public Library recently received a $216,000 bequest from the estate of local resident 
Alice Horter. During its eighty-one year history, the library has received four significant bequests, with Horter’s 
being the third-largest received to date.  

The Horter bequest requires that the money be used to maintain the children’s library and for acquisition of 
books and equipment for the entire library as well as a recognition plaque for the Horters. “The library is very 
appreciative of this bequest and plans to use a portion of this bequest to migrate library’s automation system 
to Polaris, to pay for the re-arrangement of materials in the youth services area and to add to the library’s book 
collection,” said Library Board President Anna Fidler.

“George and Alice Horter’s names will be added to the beneficiary plaque in the library’s lobby,” said Library 
Director Christine Lind Hage. Surprisingly, the library staff does not recall ever meeting Mrs. Horter. “It is reas-
suring to me that the library staff provides such great service that people we don’t even recognize would thank 
the library through a bequest like this,” said Hage.



For the Boys

I’m a librarian today because a librarian let me commit murder a very 
long time ago. I was ten, and the local branch of the Chicago Public 
Library held a mystery reading contest. The specifics of the contest evade 

me now, but at the end, each kid stood up in front of the room and presented 
themselves as a mystery character of some kind. Arthur Conan Doyle would 
have drowned in the sea of Sherlocks and wallowed in all the Watsons. My 
friend Tom and I decided to try something a little less conventional. Swiping 
one of my family’s candlesticks, a deadly weapon if you have ever played the 
board game Clue, I portrayed a murderer and Tom was my unsuspecting vic-
tim. When the time came I lightly tapped him on the top of the head—lightly 
being a very subjective term where young boys are involved—and he dra-
matically collapsed to the floor. Sadly, our interpretation was beat out by an 
annoyingly adorable seven-year-old girl dressed as Incognito Mosquito. That 
contest and the inventive spirit behind it, however, propelled a young boy’s 
interest in libraries. 

That’s right; I’m a boy—well, a man now. And why does that come as a 
surprise? Librarianship is a “pink collar” profession. We’re bombarded with 
that notion from day one of library school. I knew from the get-go that my 
gender was going to be an interesting part of my professional development. 
The gender divide, or lack thereof, in librarianship was only reinforced when 
I first started attending conferences and often found myself the only man in 
the room. On many of those occasions other attendees assumed that I was 
an administrator or department head. While that was flattering to me when I 
was still in graduate school, this and other aspects of gender-based assump-
tions became worrisome to me. One professor of mine (a male professor, it’s 
worth noting) speculated that the reason the library profession did not pay 
as well had a direct link to a huge percentage of the librarian workforce being 
made up of women.

Working as a male children’s librarian presented an even greater gender chal-
lenge for me. First, there’s a basic societal notion that the motivations of a man 
who wants to spend time with children who are not his own are suspect. If this 
sounds like an overreaction or a simplification, think of Michael Jackson. Now 
granted, the King of Pop is strange in many ways, but the most common gut 
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Passing Notes focuses on young adult service issues including program-
ming, collection development, creating stronger connections with young 
adult patrons, and other issues facing youth librarians. The column will 
address these topics with a humorous bent and an awareness that the 
key to working with young adults is constant reinvention.
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reaction from people hearing about 
his most recent run-in with the law is, 
“Why would a grown man want to be 
around kids in the first place?” That’s 
a concern among many patrons when 
they first send their kids to a program 
I’m hosting. I’ve anticipated this, and 
often tell parents that they’re more 
than welcome to stay at any pro-
gram, or to come in at any time and 
observe me. The concerns still linger. 
In one program I asked kids to swear 
a comical oath about not using what 
they learned in today’s storytime to 
“conquer the earth” or “build an army 
of giant robots” at home. I realized 
afterward that my insisting on a secret 
oath could be mistranslated as, “the 
librarian and I have a secret, and I 
can’t tell you.” 

There’s also the “we need a guy” 
situation. At my first library posi-
tion, whenever a questionable 
male patron would come into the 
department I’d be asked to keep an 
eye on him. This put me, a twenty-
two-year-old assistant, in the very 
awkward role of bouncer. Once I was 
asked to check on a homeless man 
who had gone into the bathroom 

near closing. Sticking my head into 
the restroom I called out that we 
were about to close; a gravely male 
voice responded with a very polite, 
and descriptive, answer regarding 
his bathroom status. 

Libraries can take a few very sim-
ple steps to help their male librar-
ians keep their sanity and avoid from 
stereotyping them as pedophiles or 
bouncers. Institute a clear, open-
door policy on all programming, one 
that’s reiterated on take-home calen-
dars and programming handouts for 
parents. This will both put parents at 
ease and keep male librarians from 
feeling singled out as suspects. Also, 
hire a dedicated security guard to 
handle tricky situations—it will be a 
great relief for your male employees.

Beyond the safety issues or 
parental suspicion, there’s also the 
simple aspect of making male librar-
ians feel welcome. It can be terribly 
off-putting to a male librarian to 
find out that the only social outings 
sponsored by your library are “mani 
and pedi” nights or that the library 
book club is reading The Notebook. 
It’s not that you need to indulge in 

stereotypes on the other end of the 
spectrum and plan trips to monster 
truck rallies or keggers—but if your 
library seems a bit like a girl’s only 
club it can make your male librarian 
feel quite the square peg. 

If it sounds as if creating a male-
positive library work environment is 
a lot of work, know that it is worth 
the effort. Male children’s librarians 
offer a different voice and perspec-
tive on everything from program-
ming to collection development. 
When the latest, depressing “Why 
won’t Johnny read?” report comes 
across the wires, male children’s 
librarians can be invaluable at 
supercharging young male inter-
est in reading. In visiting schools 
I’ve found that because I, as a man, 
know books and read makes it just 
that much more interesting to young 
male readers. Playing a round of 
“stump the librarian” with a bunch 
of boys on the subject of wrestling, 
basketball, or superheroes can edge 
a reluctant reader back into read-
ing—or perhaps inspire the next 
generation of mischievous boys to 
enter the profession.  

passing notes



Public libraries occupy an ideal in our collective minds of inclusion, respect, and encouragement of intel-
lectual growth. In light of the deep demographic shifts that most communities have witnessed during the 
past ten to fifteen years, it is certain that the public libraries that have failed to make diversity in hiring a 

priority as a value and an outcome are likely already suffering the repercussions.
It is no secret—diversity has become one of the library and information science (LIS) profession’s most 

ubiquitous buzzwords. As a term, diversity brings together under one canopy those communities, statuses, 
and ways of being that have been marginalized or decentered. While it offers a useful handle for talking about 
various experiences of difference and marginalization, some argue that the term “diversity” has become so 
laden with sundry concepts as to compromise real meaningfulness. Others argue that diversity has become a 
euphemism, “safe talk,” a means of avoiding serious dialogue about prejudice, discrimination, inequity, and 
bias. Despite the debate about whether diversity has become embedded with myriad meanings, it is clear 
that it remains the best term we have for talking about difference in an inclusive way. What also seems clear, 
especially in the current discourse around diversity and its relevance to institutional performance and service 
delivery in LIS settings is that a large segment of the profession is still waiting to be convinced of its signifi-
cance as a business driver. 

There are many aspects of diversity that bear special consideration in the LIS arena: the need for greater 
age diversity; the reality that many well-qualified individuals with disabilities remain un- or underemployed; 
the perception that young librarians have little to offer; the fact that many settings are not safe spaces for les-
bian, bisexual, gay, transgender (LGBT), or sexually questioning individuals, or even for information resources 
relevant to the LGBT existence. Perhaps the area where prolonged wrangling over the importance of diversity 
is most apparent is in the recruitment and retention of ethnic and racial minorities (or emerging majorities), 
a population that is inclusive of each of the aforementioned identities and persistently and powerfully under-
represented in the library workforce.
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To be certain, the question of how to make our 
public library staff composition more reflective of the 
communities we serve cannot be reduced to a game 
of numbers. There is no magic formula. What we do 
know is that despite concerted recruitment efforts 
being made by many individual libraries, library 
schools, and associations, the total of ethnically and 
racially diverse students graduating from masters-
level LIS (MLIS) programs has remained static for a 
very long time. When compared to the exponential 
increase documented by the United States Census 
of those communities during the same period, the 
diversity in LIS graduates has actually decreased in 
proportion to the actual population. What becomes 
apparent then is that current diversity recruitment 
initiatives are not dramatically increasing the num-
ber of ethnically and racially underrepresented indi-
viduals who enter librarianship, but rather helping to 
stave off what would be a marked decrease in diver-
sity in MLIS enrollment. According to the Association 
for Library and Information Science Education 
(ALISE) statistical reports, in 1991, ethnic and racial 
minorities comprised only 9 percent, or 344 of the 
4,032 graduates receiving accredited MLIS degrees.1 
By 2002—more than a full decade later and despite 
the potent recruitment efforts of such initiatives as 
University of Arizona’s Knowledge River and ALA’s 
Spectrum Scholarship Program—ethnic and racial 
minorities still accounted for less than 12 percent or 
494 of MLIS graduates.2 That only one hundred fifty 
more students from underrepresented ethnic and 
racial groups received the professional degree in 2002 
than did in 1991 is an increase that fails woefully to 
reflect the combined 152 percent growth experienced 
by these populations in the same period.3 

A Conversation about the Causes, 
Repercussions, and Remedies
In identifying the skill set he deemed most valuable 
in his employees, magnate and philanthropist John 
D. Rockefeller declared, “I will pay more for the ability 
to deal with people than any other ability under the 
sun.” It is imperative that twenty-first-century libraries 
understand diversity as simply the art of dealing with 
people, no matter where they come from, and what 
they come with. Far more than a tangential notion 
for public libraries, diversity—especially in regards to 
effective service provision and the building of a reflec-
tive workforce through proactive recruitment and 
retention—must become a core competency.

To explore ways to fully engage, and indeed 
wrangle, with the relevance of diversity to recruit-

ment and retention in contemporary public librar-
ies, we decided to raise and respond to some of the 
most important and recurring questions and themes 
in a question-and-answer format. This dialogue 
inspired us to share stories, challenge assumptions, 
and recommend actions that we hope will be both 
provocative and catalyzing.

What is the culture of librarianship? And has it per-
petuated the lack of diversity in our ranks?

Tracie Hall: For me, looking at professional culture 
is critical and something that I keep coming back to, 
especially when we talk about libraries. We are a pro-
fession that has imposed a certain kind of image in 
the public eye. If we really interrogate the images that 
we rebuff as stereotypes more deeply, we see that far 
more compelling than the commentary about being 
uptight or fashion-challenged is the idea that we are 
monocultural and monolithic. Today especially, in 
this knowledge-as-commodity age, we are seeing a 
kind of social phenomenon where being a nerd or 
geek is considered cool. So in a way, librarianship as 
a career can speak to some individuals who embrace 
the power of information and knowledge work. I say 
some because if you go into the average library, as, 
say, a person of color, there are very few visual cues 
that this is a professional milieu in which you can 
thrive or be fully articulated. 

Isabel Espinal has written really effectively about 
the culture of exclusivity in librarianship that seems 
so pervasive.4 Ethelene Whitmire is someone else 
who has done important work in applying Claude 
Steel’s look at race and schooling to libraries. She 
pointed out the “specter of stigma and vulnerability” 
that can hamper interactions between librarians and 
users from diverse backgrounds.5 Whitmire writes 
that for some users, asking for help implies “being at 
risk of confirming, as self-characteristic, a negative 
stereotype about one’s group.”6 We have to recognize 
that the whole process of information access and 
mediation, especially in the context of public librar-
ies, brings up issues around hierarchy, privilege, and 
access. The question of who is behind that desk dis-
pensing information and who is in front of it seeking 
information is in many ways a question of power.

Jenifer Grady: In addition to addressing the culture 
of libraries, who’s in the in-group, who’s invited 
in, and how that in-group looks from the outside, 
we also have to take responsibility for tackling the 
cultures of our individual libraries. I was fortunate 
to have had the experience of working at a library 
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where I was the only person of color on staff and 
culture was celebrated and discussed honestly and 
openly. But I will never forget an interview I had 
for a library internship position when I was still an 
undergraduate aspiring to go to library school. The 
director was visibly shaken to see that Jenifer Lyn 
Grady was black. She interviewed me, then asked 
another black woman, who was not affiliated with 
either of the departments to which I’d be assigned, 
to show me around. Of course she was the only 
person of color on staff. As time has passed, that is 
something I learned to become aware of—especially 
in interviews—to whom I am introduced and to 
whom I am not. 

As individuals we all have to do constant self-
assessment and to ask ourselves how much of the 
professional culture we have internalized. Are we 
looking at the world through a white, female, middle-
aged, middle-class lens, regardless of our personal 
backgrounds? Should that be our definition of self? 
Why is my self not adequate? I am talking about tak-
ing a personal look and personal responsibility here. I 
can’t imagine where our profession would be without 
those librarians of color who serve our professions 
and their communities with a strong definition of 
self, like E. J. Josey, Loriene Roy, Carla Hayden, and 
countless others.

TH: Yes, I think back on my own LIS education. I 
remember taking such classes as “Library Services 
to Special Populations.” What I discovered is that 
anyone who was a person of color or had a dis-
ability, or wasn’t middle-class, straight, and under 
sixty-five was special. “Special” started getting pretty 
crowded. Even though it was a great class, just the 
nomenclature and the way much of the literature 
reiterated a kind of “us/them” oppositionality was 
unsettling and certainly as a prospective librarian of 
color, it was very disorienting. I think the real danger 
of propagating the idea that there are “special” user 
populations or “special” services in libraries is that 
it reinforces the idea that there are normal, main-
stream, or ideal user populations and more central 
or legitimate services. 

Not too long ago I observed a situation that I fre-
quently share when I speak or lead and participate 
in training. I was in a heavily Latino neighborhood 
reading at a table not far from the entrance, when 
two adults and a child walked in and headed toward 
the reference desk. The child was clutching a piece of 
paper, probably homework. Before they could even 
ask their question, the person at the desk looked up 
and said, “I’m sorry, Hector isn’t here today,” then 

added, “No Español.” I thought, “wait a minute, this is 
a Latino neighborhood and there is only one person 
serving Spanish-speakers? Something’s wrong.” But 
unfortunately situations like that are all too pervasive.

JG: And when you tell that story, we still don’t know 
if Hector is a librarian, library support staff, or the 
security guard at the library. I also think about the 
damage done to that family and to their perception 
of the library. What if their question could have been 
answered without having Hector there? But if the 
person at that desk automatically feels unequipped 
to serve, that is disadvantageous to the whole com-
munity. When you look at that incident, especially 
through the eyes of a child, not only is that potential-
ly cutting off a future generation of library users, but 
a future generation of prospective librarians.

Why do the changing demographics of communities 
we serve obligate public libraries to become more 
aggressive in the area of recruitment and retention?

JG: I think it’s important that libraries—public 
libraries, in particular—understand why it is so 
important to take diversity seriously. The reality is 
that an ever-changing, ever-expanding user base 
means ever-changing, ever-expanding expectations 
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from services and service providers. By U.S. Census 
projections the white (non-Hispanic) population is 
projected to decrease from 69 percent to 50 percent 
while the Hispanic and Asian Pacific Islander popula-
tions will double.7 When we talk about diversity we are 
not only talking about how people look or speak, we 
are talking about diverse communication and cogni-
tive styles, diverse values and priorities. Hiring in a 
manner that reflects this diversity and empowering 
staff to participate in collection development and cre-
ate and offer relevant programming is not about altru-
ism. It is not about hiring someone who can take care 
of “those people” visiting “our libraries” with “their 
problems.” It’s about seeing the payoff in increased 
visits, circulation, and funding opportunities.

TH: Exactly! When we start looking at diversity as a 
win-win proposition I think our attitudes will change. 
I like to use the analogy of a department store where 
everything is made in one fabric, say, corduroy. The 
buyers may bring in different styles—straight and 
bootleg trousers, long and short skirts, button-down 
and zip-up jackets, various colors. There’s only one 
problem, it’s all corduroy. And they may actually 
drum up business and do okay sales, because you 
know as a public we usually make do with what’s 
available. Now imagine that one day this store hires 
someone who really knows denim and someone else 
who really knows satin and silk. And they don’t just 
keep these people chained to the cash register, they 
actually encourage their input and provide them 
with opportunities for growth, and soon these two 
people become buyers. Now suddenly there are satin 
dresses, silk shirts, and denim jeans. And sales start 
climbing, people are lining up early before the store 
opens and shopping until it closes, because finally 
there is something there besides corduroy, something 
that speaks to them and their aesthetic. 

JG: To be effective, recruiting for diversity has to be 
interlinked with a cultural shift in the institution. We 
have to ask ourselves is this going to be a behavioral 
change or an attitude change? Are we really going to 
cultivate an environment of inclusivity and mutual 
respect? In the workplace, a behavioral change is easier 

to accomplish, but an attitude change requires that we 
really assess what is going on with us personally, with 
our library’s culture. It means being attentive to those 
subtle cues that push minorities away, like your story 
about Hector or images and terminology on signs. 
Stereotypes and attitudes may have an impact on how 
you write your job descriptions, where you look for 
new hires, who you deem “qualified,” how you conduct 
interviews, who participates in interviews, the benefits 
you offer, and how much you offer in salary. They may 
have an impact on how you manage and lead these 
people who are not like you.

TH: You are talking about deep change. I think one 
of our discomforts with diversity is that it requires a 
deeper level of reflection, ongoing self-assessment, 
and education. It’s not a goal that allows us to be 
lazy because diversity is a dynamic concept. Moving 
diversity from lip-service to foot-patrol means com-
mitting not only to recruitment, because hiring peo-
ple is the easy part, but also to making sure that the 
climate is actually a hospitable one. Representation 
for representation’s sake is not enough. We need 
to make sure that organizational diversity actually 
impacts the way that public libraries do business. 

I think about the libraries where I have worked 
alongside librarians who were members of immigrant 
and ethnolinguistic communities who retained those 
deep connections. Whenever they did programming, 
members of these communities, who were usually 
hidden users, would come out en masse. Often times 
we assume that various communities place library 
usage low on their priority lists, when it really may be 
that their interests are not being met, that their needs 
are not being served.

Diversity has to be a virtuous circle, self-
propagating. A library without staff members rep-
resentative of the potential user base—and I am 
talking about at every library location and at every 
level of leadership—is going to have a hard time 
maintaining its relevancy and later on, a hard time 
proving its worth.

JG: In many communities there are people who take 
on an ambassadorial or gatekeeper role. They might 
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be the person who was part of an earlier group of 
immigrants or a child who may be the one person in 
her family that speaks or reads English fluently. The 
ambassador may be the person who relies on public 
libraries and their resources for access to information 
that will be relayed to twenty, thirty people. Making 
that gatekeeper feel comfortable and welcome by 
people on the library staff sensitive to community 
needs can cause a ripple effect.

TH: Cheryl Metoyer-Duran and John Agada have 
done important research on gatekeepers and their 
impact in ethnic and ethnolinguistic communities.8 
Greg Reese and Ernestine Hawkins have also written 
about the primacy of the library in providing access 
to information that can lead to personal and commu-
nity wide transformation.9 Camila Alire has acknowl-
edged the important role that the minority librarians 
play in both the library and the community.10 So all 
of these things have been documented. The business 
case has been made for diversity in recruitment over 
and over again.

JG: And it’s not about just hiring one person and if 
that doesn’t work out, saying, “oh well, we tried.” 
There has to be that commitment to learn, to make 
mistakes, and to keep on trying. There has to be the 
same flexibility and commitment in hiring minorities 
as there is in other hires. 

TH: That same level of investment.

JG: It has to be there. Look at immigration patterns, 
even among those people displaced by Hurricane 
Katrina. People are going everywhere, to rural areas, 
suburbs. It’s no longer just your Brooklyn, Queens, 
or Broward County public libraries that are dealing 
with communities that look and sound different from 
each other. Diversity is everywhere. 

TH: And we have to approach diversity holistically, 
not just by placing staff of color only in certain neigh-
borhoods. A former colleague told me about an inter-
view that she had for a reference position at a central 
library a little while ago. She was really pleased to be 
called back and told that they were interested. But 
they told her that if she was hired, she’d be put in a 
small storefront branch in “a more urban” neighbor-
hood in a position that hadn’t even been advertised. 
They didn’t even mention the reference job she’d ini-
tially applied for. She was left wondering if that same 
situation would have happened to someone from a 
different background. 

No place is, can, or should be insulated from 
diversity. Technology, be it airplanes or the Internet, 
is bringing us closer together than ever. Our librar-
ies have to be out in front of these demographic 
and social trends. Recruitment of a diverse work-
force is one means a public library has of ensuring 
that it remains a part of the conversation. You know 
there’s that old adage: “If you don’t like change, 
you’ll hate irrelevancy.”

Retention
The Other Side of the Recruitment Coin
TH: We’ve been talking about recruitment, but maybe 
we should shift to the other side of the coin and talk 
about retention. 

JG: Yes, because it’s not just about getting people, it’s 
also about keeping them. Without that strategy in 
place, diversity recruitment efforts start to look like 
a revolving door. What we find when we read the lit-
erature is that a lot of the things that cause people to 
leave are things we can do something about. In Here 
Today, Here Tomorrow: Transforming Your Workforce 
from High-turnover to High-retention, Gregory Smith 
identified common reasons why people quit that are 
quite applicable to public libraries.11 They are: hav-
ing to do the job of more than one person, result-
ing in longer days and weekend hours; cutbacks in 
administrative help; wage and promotion freezes; 
management doesn’t allow staff to make decisions 
or have pride of ownership; management constantly 
reorganizes; management doesn’t clarify goals and 
decisions; and management shows favoritism. The 
last four of these reasons are fixable and could 
alleviate the tension caused by the first. According 
to Love ’Em or Lose ’Em, a retention workbook, 
employees stay because of career growth, learning 
and development, exciting or challenging, meaning-
ful work (we have that), a good boss, and recogni-
tion.12 Again, possible.

TH: Absolutely. But if those in leadership only hire 
their “mini-mes,” those people who look just like 
them, think just like them, and act just like them, we 
will never get there. Reinette Jones at the University 
of Kentucky Libraries has provided data that serves 
as evidence of higher than average attrition among 
ethnic and racial minorities in Kentucky, and through 
her analyses of U.S. Equal Employment Opportunity 
Commission (EEOC) data, in the profession at 
large.13 Even though the U.S. Census does not allow 
us to verify whether people who self-selected the 
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title “librarian” actually hold an MLIS, that the data 
shows a loss between 1990 and 2000 of a bit more 
than 5 percent of the overall workforce, but almost 
27 percent of African Americans, 23 percent of Native 
Americans, 10 percent of Asians, and a slight increase 
of approximately 3 percent of Hispanics—that I am a 
bit suspicious of because of the change in categori-
zation—is testimony that we are not paying enough 
attention on how to retain a diverse workforce.14

JG: It’s the nature of people to prefer to be with peo-
ple who are like them. But in the business world and 
in public services, that conscious or subconscious 
preference can be problematic when you need 
fresh ideas and new energy to shake up the status 
quo. With the various leadership and management 
training programs in the library field, are we really 
providing people with opportunities to gain skills 
that will be recognized by their institutions and 
help them be promoted? Or are the high-level posi-
tions being passed between a small cadre while 
complaints ring out that there is no one else to take 
them? We have to ask where is the real networking 
being done? Where are the real deals being made? 
At conventions, during lunches, in high-level meet-
ings—places where new hires and perpetual others 
are not usually granted access. The only way to get 
a choice project or promotion is if you are on the 
radar of decision-makers.

TH: That reality of being locked outside of leader-
ship and decision-making opportunities is one of the 
glass ceilings that people from diverse backgrounds 
hit a lot sooner than their counterparts. I’ve been 
reading a lot about mentorship and there is this dif-
ferentiation between mentorship and the more infor-
mal notion of sponsorship. Even though I believe 
that mentorship is critical, especially in relation to 
developing a diverse library workforce, there is still 
a kind of hegemony implied in the relationship. 
Sponsorship on the other hand is more natural. It 
happens all the time, especially within groups. It’s the 
kind of thing where you and I may be friends, and 
I think you are really well-organized, then another 

friend mentions that he’s looking for help organizing 
his new home business, and immediately I recom-
mend you. Even though this friend has never met 
you nor seen your work, the fact that I’ve personally 
spoken for you is enough to get you in the door. With 
sponsorship, even though we may be of different 
ages with different levels of experience, there is this 
mutual affinity that kind of tears the walls down. I am 
not waiting for you to prove your worthiness.

JG: Ruth Metz writes about coaching, which is pur-
poseful like mentorship but professionally focused 
and goal-oriented, like sponsorship can be. She says 
coaching “develops your sensitivity to conditions that 
threaten your effectiveness and that of your library,” 
conditions like a lack of diversity.15 I see some leaders 
holding tightly to the power they have as if there isn’t 
enough to go around. This is one reason I’m excited 
about the public library administrator certification. It 
has the potential to give a new group of public librar-
ians the skills and confidence to apply for leadership 
positions. Providing continuing education about how 
to grow in the profession is another way of helping 
minority staff.

TH: For diversity to happen, we do need palpable 
and visible career ladders. Otherwise opportuni-
ties for job mobility will remain elusive and evasive. 
That’s why PLA’s effort and the efforts being made 
in many public libraries to “grow your own” are so 
necessary. When libraries like Philadelphia, Chicago, 
Brooklyn, Miami, New Haven, Seattle, and others 
decide to invest in growing future library leaders by 
supporting their library education, that is a powerful 
testimony to their commitment to diversity.

Are low salaries solely to blame for low minority 
recruitment and retention?

JG: You call the argument that ethnic and racial minori-
ties don’t go into librarianship a myth. Why is that?

TH: Because it’s a cop-out; it’s too easy. We know 
that the high school and college graduation rates 

“”

With sponsorship, even though we may be 
of different ages with different levels of 
experience, there is this mutual affinity 
that kind of tears the walls down. I am not 

waiting for you to prove your worthiness.
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for people of color is lagging and that requires, in 
many cases, a reevaluation and revamping of sup-
port structures. But in terms of understanding why 
people of color who have attained undergraduate 
degrees are underrepresented in the library field, 
laying the blame solely at the feet of salaries means 
that we’re letting ourselves off the hook too easily 
when we talk about recruitment. The National Center 
for Education Statistics studies tell us that even 
after decades of public discourse on how underpaid 
teachers at virtually every level are, approximately 50 
percent of the advanced degrees earned by people 
of color are in the field of education.16 For me, the 
postulation that minorities don’t go into librarian-
ship simply because of low salaries is a blatant and 
untrue stereotype. It assumes that as human beings 
we do not share the same motivations that attract all 
people to certain areas of work: the desire to make a 
contribution, to be of service, the desire for achieve-
ment and recognition. In fact when we look at com-
parable pay studies we see that ethnic and racial 
minorities routinely earn less than their counterparts 
in the exact same position. So to say it’s strictly about 
money doesn’t work for me. 

JG: I agree. People are still joining other underpaid and 
female-dominated professions: teaching, nursing, and 
social work. These professions have done quite a bit to 
raise their salaries collectively, which is something we 
are beginning to do. To see our salaries increase will be 
a good thing. But in the meantime I have to agree that 
salary is not the whole issue when it comes to diversity 
recruitment and retention. We see ethnic and racial 
minorities readily making careers for themselves in 
other unglamorous, low- and mid-level salary arenas 
and staying on to become managers at department 
stores and fast-food restaurants.

I also wonder who is being told about the profes-
sion. The support staff population is more reflective 
of the diversity of the United States, and there are 
notable libraries “growing their own.” More librarians 
should be looking for a spark that could ignite for our 
profession within their staff, their patrons, the chil-
dren who visit, and their parents.

I was at an event at a cultural center with a group 
of other librarians, and the gentleman who worked 
there immediately started talking about the fact that 
we were underpaid. He was working in a role that he 
clearly loved, but that may not have paid as much 

The Prescription for Diversity 
Recruitment and Retention? 
So what can we do to ensure that the twenty-first-
century library workforce more effectively mirrors 
the world around us? Here are a few suggestions:

● Visit the Diversity in the Workplace and 
Diversity in Libraries subject heading sections 
of your library.

● Seek advice for this journey. The road to 
diversity must be paved with more than good 
intentions. Look for recruitment and retention 
models and strategies, within librarianship 
(for example, Brooklyn Public Library’s PULSE 
program or the Philadelphia Free Library’s 
LEAP program) or other professions.

● Develop a comprehensive diversity plan that is 
inclusive of recruitment and retention and that 
requires institutionwide accountability. Assign 
responsibilities and meet at regular intervals to 
assess and evaluate progress. 

● Walk the talk! If your library is committed to 
diversity, be proactive. Go into ethnically, racially, 
and ethnolinguistically diverse communities 
and community-based organizations to recruit 
staff. Doing so means building relationships over 

time. The after-school activities coordinator at a 
neighborhood recreation center could one day 
become one of the most effective young adult 
librarians you’ve ever had.

● Provide formal and informal mentoring, 
sponsorship, and coaching opportunities 
designed to help every staff member navigate 
institutional terrain, identify career ladders, and 
advance professionally. 

● Show consistency in hiring at all levels. 
Diversity is valuable at the highest level of 
leadership as well as in front-line services. 

● Be willing to lean into discomfort and to 
make mistakes. Achieving diversity in the 
workplace requires regularly challenging one’s 
assumptions and understanding that there may 
be more than one center.

● Approach recruitment and retention for 
diversity as a win-win proposition. A diverse 
library workforce enables the library to plug 
into various user groups, to establish its 
relevancy, and to expand its advocacy base. 
It’s the Southwest Airlines approach. This little 
airline proved that cultivating an ethnically and 
economically diverse market base is not just a 
nice thing to do—it’s good business!
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as an entry-level clerical position in a library but he 
was taking pity on us. I think it’s also a status issue. It 
happens all the time.

TH: And status can have so many kinds of indica-
tors. Perhaps the man you described saw himself as a 
“cultural worker,” a role or status that, paid or unpaid, 
has many inherent rewards. What’s funny is that is the 
role that first attracted me to librarianship. I saw it as 
a way to be of service not just to one of the communi-
ties with which I identified, but to all of them. Salary 
was a secondary consideration. I actually don’t think 
I really knew how much librarians made or didn’t 
make until I started looking for a job. Considering the 
kinds of work that people in my family have had to do 
to earn even a stingy living made librarianship that 
much more attractive. What was important to me and 
is important to me still, is that I find work in an envi-
ronment that is affirming and that encourages me to 
bring my whole self to the work.  
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The library and information science profession faces an impending staff shortage. With a median age 
of forty-seven, one in four librarians will reach retirement age by 2009.1 The need for information 
workers extends into tribal homelands. Each year, the four-thousand new graduates of American 

Library Association–accredited master’s degree programs find an increasing variety of employment 
options.2 If urban settings that typically pay higher salaries and offer more lifestyle amenities are hav-
ing difficulty recruiting librarians, the outlook for librarians in rural areas, including tribal homelands, is 
even more grave. Native American and First Nations communities need librarians for tribal schools, tribal 
community libraries, public libraries, and tribal colleges. They need them for academic libraries that serve 
American Indian students and for libraries, archives, and museums that house collections representing 
indigenous cultures. 

In fall 2003 the U.S. Institute of Museum and Library Services (IMLS) awarded the first round of Librarians 
for the 21st Century Grants. The grant accepts proposals that address one of six priorities, providing funding 
for: master’s level programs, doctoral programs, preprofessional programs, research in librarian education, 
curriculum, and continuing education and training. Each grant provides funding of $50,000 to $1 million 
for periods of one to three years. In October 2003 our team at the University of Texas School of Information 
was awarded a $342,000 Librarians for the 21st Century Grant for Honoring Generations: Developing the 
Next Generation of Librarians Specializing in Library Services for Indigenous Communities.3 The grant funds 
the graduate educations of six indigenous students who specialize in one of three career areas: tribal school 
librarianship, tribal community (public) librarianship, or tribal academic librarianship. Each Honoring 
Generations student receives financial support covering tuition, fees, and a monthly cost-of-living sti-
pend. The two supporting partners in the grant are the American Indian Library Association and the Tocker 
Foundation, a family foundation that supports rural library development.

We knew at the onset that recruitment would be challenging since we were seeking only tribally recognized 
students. Furthermore we were looking for students willing to relocate to an in-residence graduate program 
on our campus in Austin, Texas, complete their programs, and then return to their tribal communities for 
their careers. These requirements further shrunk the pool of potential applicants. This article describes how 
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we are working day to day to recruit Native American 
students into Honoring Generations and what we are 
learning through this process.

Recruitment Prior to 
Receiving Grant Funding
Although the IMLS grant supporting Honoring 
Generations arrived in 2003 we have been involved 
in working with tribal communities for at least a 
decade. Honoring Generations funding allows us 
to support connections that have been forged over 
time, working with tribal communities through 
long-standing informal networks. One of our tribal 
community-based initiatives is “If I Can Read, I Can 
Do Anything,” a national reading club for Native chil-
dren we started in 1998 with financial support from 
then-ALA President Sarah A. Long.4 We have also col-
laborated on information literacy projects with tribal 
colleges, virtual museum and exhibit development 
projects with the National Museum of the American 
Indian, and have established and maintained con-
nections with indigenous librarians in Aotearoa/New 
Zealand, Australia, Canada, and Sweden through 
the biennial International Indigenous Librarians 
Forum. We built on the international connections 
established in the forum by initiating “Gathering of 
Readers,” a virtual celebration of indigenous chil-
dren’s reading and culture launched in spring 2005.5 

We conducted an informal needs assessment 
when writing the Honoring Generations grant pro-
posal. We e-mailed a number of personal contacts to 
determine if they knew of potential applicants and 
received replies from librarians in Arizona, Colorado, 
Montana, Nebraska, New Mexico, North Dakota, 
South Dakota, and Washington. These respondents 
identified eight prospective Honoring Generations 
students at their own institutions and some even 
supplied reference letters supporting students 
in advance. Librarians in the field welcomed the 
Honoring Generations concept but also pointed out 
the need to provide assistance for Native students 
to complete their bachelor’s degrees as well as the 
need for programs that provide distance-education 
options. They made clear that it will take a variety of 
educational approaches to increase the number of 
indigenous librarians. 

In the Honoring Generations grant proposal we 
emphasized our strengths in recruitment, profes-
sional education, mentoring, and service-learning. 
First, we knew we already had established contacts 
in Native communities who would help us spread 
the news about Honoring Generations scholar-

ships. Second, the School of Information curriculum 
includes a wealth of offerings that appeal to those 
interested in working with indigenous populations. 
Students have the opportunity to take coursework 
in preservation planning, audio conservation, and 
museum studies, as well as self-designed indepen-
dent studies and coursework in other departments 
on campus. Third, we also knew that we could offer 
mentoring through our partners and peer sup-
port from School of Information graduate students. 
Fourth, the service-learning opportunities we could 
provide would ensure that Honoring Generations 
students retain contact with tribal communities they 
know while establishing new working relationships 
with other tribal communities. Finally, the capstone 
project, a practical experience project all School of 
Information master’s students complete in their final 
semester with the information organization of their 
choice, provides Honoring Generations students 
another avenue to collaborate on developing and 
extending library services for tribal communities. 

Recruitment upon 
Receiving Grant Funding
After receiving notification of the IMLS grant fund-
ing, we prepared some standard recruitment mate-
rials: a one-page handout and a project Web site. 
We dedicated one section of the Web site to guiding 
students through the application process. Applying 
to graduate school at a large state university can be a 
daunting task. To ease the process, on the Honoring 
Generations Web site (www.ischool.utexas.edu/~hg), 
we took care to translate university jargon and gath-
ered into one section admissions information that 
was located in a variety of different university offices 
and departments. 

We knew that face-to-face contact and personal 
exchanges would be key elements of a produc-
tive recruitment strategy. Through direct contact, 
prospective students and their advisors can verify 
that a Native professor will be guiding their stud-
ies.6 Sometimes, however, applicants discovered the 
program on their own. Our third student is a Ford 
Foundation Fellow who found our Web site in the 
process of selecting his host institution.

Ten days after receiving grant funding, we attend-
ed the Third International Indigenous Librarians 
Forum in Santa Fe, New Mexico, in November 2003. 
This event provided us with the first opportunity to 
verbally announce the award and to start nurturing 
relationships with prospective students. Our pres-
ence at this event resulted in the recruitment of our 
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first Honoring Generations student, who started his 
studies the following fall semester. 

We learned to focus our recruitment efforts 
around each admissions deadline. Every five to six 
months we cast a wide net to advertise Honoring 
Generations, contacting three hundred to five hun-
dred individuals or groups to identify a recruitment 
pool of approximately twenty-five prospective stu-
dents. We work closely with this smaller pool of con-
tacts up to the next admissions deadline. Once that 
deadline was passed we would again advertise widely 
to remind people that the Honoring Generations 
program continued to accept applications. Each of 
these rounds of applications resulted in at least one 
student’s admission to the Honoring Generations 
program. While many programs recruit cohorts 
of students who enter their programs at the same 
time, staggered admissions have worked well for us. 
Given the comparatively small number of students in 
Honoring Generations, our students’ varying degrees 
of experience in the program have worked to build 
a community of mentorship, with more experienced 
students helping new recruits navigate the system.

During the first year and a half of the recruit-
ment efforts we sent weekly electronic news reports 
called “This Week from Honoring Generations” to 
prospective students. This was a means to share 
news about the School of Information and our activi-
ties along with reminders about the steps students 
need to complete as part of the admissions process. 
We sent general announcements about Honoring 
Generations to electronic lists organized for mem-
bers of the American Indian Library Association, 
the Sequoyah Research Center Symposium, the 
International Indigenous Librarians Council, and the 
Native American Libraries Special Interest Group of 
the New Mexico Library Association. In addition, we 
contacted hundreds of individuals including Native 
professors, faculty at Native American studies pro-
grams, principals and librarians at tribal schools, 
staff at the Smithsonian Institution, American Library 
Association Spectrum Scholars, and personnel at 
the American Indian Graduate Center, the Native 
American Telecommunications Institute, and the Bill 
and Melinda Gates Foundation’s Native American 
Access to Technology Program. One of these com-
munications led to the admissions of our second 
Honoring Generations student. She was working in a 
tribal school when the school librarian shared a copy 
of our general e-mail invitation with her. 

We also submitted proposals for conferences 
that might attract Native undergraduate students 
or indigenous library support staff. We presented 
a paper at the Popular Culture Association and 
American Culture Association Southwest Texas 
annual meeting. This organization has a Native stud-
ies area and holds most of its annual meetings in 
Albuquerque. Attending this event provided us with 
the opportunity to visit the University of New Mexico 
campus as well as tribal schools. We scheduled other 
talks at the 2004 New Mexico Library Association 
annual conference; the 2004 Tribal College Librarians 
Professional Development Institute in Bozeman, 
Montana; the Sequoyah Research Center Symposium 
in Little Rock, Arkansas; the Second National 
Conference on Tribal Libraries, Archives, and 
Museums held in Mesa, Arizona, in May 2005; and 
at the Fourth International Indigenous Librarians 
Forum in Regina, Saskatchewan,in September 2005. 

We learned that it is important to include a cur-
rent School of Information student in these presenta-
tions. Prospective students then have an opportunity 
to meet and converse with a peer. We recommend 
providing opportunities for applicants to continue 
communication with one or more current students. 
Conferences have proven to be an excellent meet-
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ing ground for students and have allowed Honoring 
Generations students to meet their peers attending 
other LIS programs. 

We maintain ongoing connections with recruit-
ment partners. We visit annually with students and 
faculty at the University of New Mexico’s Native 
studies program. We have a continuing relation-
ship with Fort Lewis College’s Center for Southwest 
Studies in Durango, Colorado, where Native students 
are enrolled in post-bachelor’s internship programs 
in librarianship, archives, or museum studies. We 
submit reports on Honoring Generations to various 
publications. Coverage has appeared in the Austin 
American Statesman, The Daily Texan (the student 
newspaper at the University of Texas at Austin), 
the Hitchhiker newsletter for the New Mexico State 
Library, and Carla Hayden’s ALA president’s column 
in American Libraries. We participated in two broad-
casts of “Native America Calling,” a live, national 
call-in radio program. These venues give us an 
opportunity to announce the scholarships and to 
mention elements of the program and setting that 
appeal to students. We mention, for example, that 
Austin is known for its live music scene and the uni-
versity has a strong sports tradition. 

We work closely with the admissions and awards 
committees in the school. This involves monitoring 
application material, sending reminders, and provid-
ing guidance through the process. We recommend 
that recruitment programs build in funding to sup-
port site visits for prospective students, especially 
students who have been admitted and are planning 
their move. Site visits can be structured so that appli-
cants can audit classes, meet with current students, 
schedule time with an apartment locator, arrange for 
direct bank deposit of their monthly stipends, and 
attend to the details of course registration.

Continuing Our Circle: 
Ongoing Recruitment
We have learned that recruitment activities take place 
every day. The Honoring Generations program is a 
part of both our casual and professional conversa-
tion. Having a branded name is useful in recruitment 

because we can observe the impact of recruitment by 
the extent to which others are aware of the program. 

We have learned to anticipate working with pro-
spective students during a long period of time. We 
communicate regularly with undergraduate stu-
dents and expect to hear from them for at least the 
next decade. 

We support other initiatives by informing pro-
spective students about other scholarship programs 
and by directing them to the Honoring Generations 
Web site, where we have links to other educa-
tional initiatives of possible interest. We assist 
our Honoring Generations students in applying 
for other awards. Our first two students received 
Spectrum Initiative Scholarships. One was accepted 
into a leadership program hosted by the Association 
of Research Libraries and also funded through an 
IMLS grant, and one student received a scholarship 
through the American Indian Library Association. 
We work with students to apply for supplemental 
funding through their tribes or such organizations 
as Catching the Dream and the American Indian 
Graduate Center, both of which support graduate 
education for Native students. Each student decides 
when and if he or she wants to also work in a paid 
position while a student. Our first student did not 
work during his first year of studies. In his second 
year he began a nineteen-hour-a-week position 
in technical services at the local community col-
lege. Our second student was hired as the graduate 
research associate for the project after she complet-
ed her first two courses. 

Student support does not end with a student’s 
admission into the program. Students often have 
the option to work together in classes, socialize, and 
share their plans for the future. This semester, all 
three Honoring Generations students are in a class 
together for the first time, and they have chosen to 
work as a team for their class project and to work 
with the Alabama-Coushatta tribe to assess the needs 
of its library users.

Current students often are the best recruiters. 
They help in the design or redesign of recruitment 
material, know the skills needed to navigate the 
admissions process, and the persistence needed to 
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relocate and attend a challenging graduate program. 
They can also help provide class support and the 
much-needed social support that helps students 
develop a well-rounded educational experience. 

We are learning that additional resources and 
other approaches might lead to more Native students 
entering the field. Recruitment approaches may need 
to start early and be sustained over a long time. An 
Ojibwe fifth-grader interested in librarianship sug-
gested that we host a summer librarianship camp for 
Native children. We need to test ways to help Native 
undergraduate students prepare for the profession. 
Some universities offer fly-in weekends to recruit 
Native students. Such an option might be explored 
for prospective students who have not yet started 
their applications. LIS programs should coordinate 
their recruitment efforts so that Native students can 
locate the program that best suits them. 

LIS programs interested in recruiting Native 
students might consider arranging for cooperative 
housing, providing such technical support as laptops, 
wireless access, support to attend conferences, and a 
textbook stipend. Indigenous students usually place 
high value on geographical proximity to home and 
to Native communities. Service to and with these 
communities can impact a Native student’s decision 
to attend a particular LIS program. And programs 
should provide flexible funding to address each stu-
dent’s individual needs.

Conclusion
The Honoring Generations scholarship program 
builds on the School of Information’s long-standing 
service-based learning work with tribal communities. 
We are busy building our community and extend-
ing our network so graduates will have professional 
support system for life. We are also seeking long-
standing financial support so we can promise fund-
ing to Native students for years to come. Honoring 
Generations students are already exerting an influ-
ence on our program and in the field. Our first stu-

dent is a codirector for the Student Association of 
the School of Information. One student is the first 
from his tribal community to attend the program. He 
stated our ongoing vision for Honoring Generations: 
“I am the first. Others will follow.”   
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The threat of an upcoming shortage of librarians has created plenty of discussion, and consequently rein-
forced the need to work on the recruiting and retention of public librarians. To make an effective plan, the 
Public Library Association’s (PLA) Recruitment of Public Librarians Committee (RPLC) wanted to know 

more about current public librarians and their plans for the future, so RPLC commissioned a survey to obtain a 
better statistical picture of public librarians in the United States regarding recruitment, retention, and retirement. 

The purpose of this survey is to discover information about the current population of library staff, to find 
out the views of recent graduates, and to gain insight from prospective employers. An analysis of the data 
collected in this survey will be used to formulate a formal plan for PLA to help recruit and retain a high-qual-
ity, diverse workforce of public librarians during the next decade. The survey was Web-based and targeted at 
anyone serving in a public library performing the typical duties of a librarian: a director or manager, reference 
services, and collection development. The survey sought additional answers from specific target respondents, 
such as recent graduates and respondents who are responsible for hiring. The survey was posted on the PLA 
Web site between January 6 and March 1, 2005. Requests to complete the survey were sent to the following 
electronic discussion lists:  PLA Leaders, PubLib, ALA State Chapter Leaders, PLA eNews, NextGen, and vari-
ous state discussion lists. It was also highlighted in the January/February 2005 issue of Public Libraries.

Who Responded?
In an open study like this one, it is particularly important to know the demographics of its respondents. 
Respondents to the survey came from every state and Washington, D.C. Approximately 1,890 people responded to 
the survey, with residents from the following five states making up the largest percentage: Michigan, 192 respon-
dents (10.1 percent); Pennsylvania, 191 (10.1 percent); Texas, 160 (8.4 percent); California, 133 (7.0 percent); and 
Illinois, 100 (5.3 percent). Forty-four percent served suburban areas, 33 percent served urban areas, and 23 per-
cent served rural areas. Library staff numbers were distributed among a wide range of numbers. Seventeen per-
cent have staffs of fewer than ten to fifty people, while 25 percent have staffs of more than 150 people. 

Twenty-nine percent of respondents were library directors, 24 percent were department heads or manag-
ers, and 15 percent were adult librarians. Nine-hundred forty-two respondents indicated direct involvement in 
the hiring process, and 942 said they did not participate in hiring. Eighty-six percent of respondents reported 
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holding a MLIS as their highest degree. There was a 
generally even dispersal of respondents across years 
they obtained their degrees, as was the scattering of 
ages at the time the degree was earned. Not surpris-
ingly, the largest grouping was the 39.1 percent of the 
respondents who earned their degrees between the 
ages of twenty-two and twenty-six. However there 
were people who finished their degree at every age, 
including two brave people who said their degrees 
were obtained at sixty-one years or older.

There was also a wide range of answers for the 
age people decided they wanted to become librar-
ians, with the largest percentage (10 percent) before 
the age of 16, and every other age range represented, 
including the eighteen people who made this deci-
sion at age of 51 or older. Fifty-nine percent of respo-
dents completed their degree between the ages of 22 
and 26. Interestingly, there was no large spike in the 
number of respondents who decided to work in pub-
lic libraries between ages twenty-two and twenty-six, 
the same ages at which they finished their MLIS. This 
seems to indicate that enrolling  in library school is 
not giving students any extra incentive to enter the 
public library field. This would be a logical place in 
which to increase our efforts in recruiting.  Helping 
students understand the rewards of working in a 
public library could help encourage more qualified 
applicants, resulting in stronger library staff.

Forty-six percent of respondents had no experi-
ence and 36 percent had one to five years of experi-
ence working in a public library before obtaining 
their MLIS. This indicated that public libraries may 
not have a lot of staff members—or at least not long-
term staff—who are moving from support staff posi-
tions to librarian positions. This is another place to 
consider important for future recruiting. Working in 
a library before entering the profession would help 
graduates make better decisions about the kind of 
library work they want to do, as well as help them 
understand what to expect from a new job, making 
them more valuable employees to any library.  

Sixty-nine percent of respondents said they were 
very likely to work in public librarianship until retire-
ment, with another 16 percent saying they were 
somewhat likely to do so. Apparently, once people 
enter the public library field they are likely to stay—a 
good sign for the future of the field. 

Recent Graduate Questions
One area of interest for both recruiting and reten-
tion is to discover what the current crop of new 
hires is thinking about their job experiences. “Recent 

graduate” was defined as graduating from a LIS pro-
gram between 2000 and 2004. Four hundred eight 
respondents answered at least some of the questions 
in this section of the survey. Some very positive infor-
mation was revealed: 57 percent found their job within 
one month of graduation; 43 percent of all respon-
dents said it was very close to their ideal job and 39 
percent of all respondents said the position was fairly 
close. All respondents were asked about compromises 
they had to make, and not surprisingly the most fre-
quent answer (35 percent of all responses) was that 
they had accepted a lower starting salary than desired 
(see table 1). Eighteen percent of recent-grad respon-
dents relocated, and 16 percent said they accepted a 
part-time job instead of a full-time position. 

The lack of jobs for new graduates has been dis-
cussed in classrooms, conferences, and in general 
conversation. The recent graduates who responded 
to this survey, however, indicated they were able 
to find jobs quickly and generally seemed positive 
about those jobs (see table 2). Eighty-five percent of 
recent grads who responded found a job within six 
months of graduation. Although this number can 
always be higher, with more than half of the respon-
dents being employed within one month of gradua-
tion, this is a more positive response than might have 
been predicted.

RPLC wanted to know more about the preparation 
and encouragement recent graduates received from 
their LIS programs to begin their careers as public 
librarians. Targeting LIS students is ideal for bring-
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Table 1. Compromises Recent Graduates 
Made When Accepting Their First Jobs

Respondents

Compromise No. %

Accepted lower starting salary 
than desired

167 35

Relocated   86 18

Took a part-time job instead of a 
full-time job

75 16

Other 75 16

Accepted job without health 
benefits

52 11

Still searching for a job 13 3

Took a nonlibrary job   5 1
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ing people into public librarianship because they 
already show interest in the field and may be casting 
about for a specialization. Twenty-one percent of the 
respondents said their educations prepared them 
very well for working in a public library, and another 
54 percent said they were fairly well prepared. 

Twenty-seven percent strongly agreed that careers 
in public libraries were well represented in course-
work, with 43.5 percent saying they somewhat 
agreed. Respondents who believed they were not pre-
pared to work in public libraries by their coursework 
offered comments on their deficiencies. Twenty-
nine respondents noted that their courses were not 
practical, and twenty-two said they did not learn 
relevant information. There could be an opportunity 
for libraries to become more involved with the cur-
riculum in LIS schools, and provide opportunities for 
students to work before they graduate.

Employers who hired recent graduates discussed 
the latter’s strengths and weaknesses. Employers 
most frequently cited a lack of people and customer 
skills (51 respondents), followed closely by a lack of 
work or practical experience (48), a lack of leadership 
skills (36), and a lack of general professional knowl-

edge (35). By far, the biggest strength indicated by 
employers is the technological skills recent graduates 
bring (215), followed by enthusiasm (40), and open-
ness to innovation and change (26). Providing more 
opportunities for students to work in the profession 
should help alleviate the majority of the problems 
cited with hiring recent graduates. Many recent grad-
uates may not have ever held a full-time job, much 
less worked in some capacity in public libraries. With 
experience comes greater skill, and the problems 
listed by employers can be solved with more training 
and more experience.

Staffing in the Libraries
In the past year the respondents have posted 2,985 
jobs. Of the jobs posted, 1,231 of them were general, 
666 were in adult services, and 591 were children’s or 
youth services positions. Respondents encountered 
difficulty filling ninety-six of the general positions, 
seventy of the adult services, and 163 of the children’s 
and youth services jobs. Likely these numbers do 
not come as a surprise to anyone working in public 
libraries; it is difficult to find high-quality children’s 
librarians. More research could be done to discover 
the reasons for this and to help find methods of 
recruiting that would help bring more qualified 
people to the public library world, and to children’s 
positions in particular. 

The respondents were asked about librarian-
staffing trends during the past three years in their 
libraries. The survey allowed multiple answers and 
received 955 responses. Forty-three percent of all 
answers (409 people) said their libraries were hiring 
more part-time staff than full-time staff. Twenty-eight 
percent (263) said their libraries were hiring people 
without an MLIS or other masters degrees to work at 
the reference desk. Again, this is probably not sur-
prising to people who are managing and working in 
libraries now, but it does indicate a potentially trou-
bling trend devaluing the MLIS degree. 

All libraries need to deal realistically in their own 
ways with the problems brought on by decreasing 
budgets. But as a profession, we may want to con-
sider doing more to work with public libraries to 
encourage them to retain their best-educated and 
trained staff members, not only for the individual 
institution (important as that is) but also for the pro-
fession in general.

Respondents said that during the next five years, 
36 percent expect staffing levels of librarians to 
increase slightly; 49 percent anticipated that staffing 
levels would remain about the same (see table 3). 
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Table 2. Months It Took Recent Graduates 
to Find a Job

Respondents

Months No. %

1 167 57

2 20 7

3 21 7

4 12 4

5 10 3

6 21 7

7 3 1

8 5 2

9 8 3

10 4 1

11 4 1

12 8 3

13+ 11 4



During the next ten years 46 percent expect staff-
ing levels of librarians to increase slightly, and 30 
percent believe they will remain the same as they 
are today (see table 4). Although not overwhelm-
ingly positive, these responses are reasonably posi-
tive predictions based on both available budgets 
and current staffing levels. The increase predicted 
between five and ten years indicated that respon-
dents are feeling optimistic about long-term pros-
pects in their libraries. Very few forecasted decreases 
in their librarian staffing; 12 percent expect staffing 
to decrease either slightly or significantly in the next 
five years, and 16 percent expect decreases in the 
next ten years.

 Diversity in staffing emerged as an important 
issue during the past few years, along with the need 
for libraries to reflect the communities they serve. 
Thirty-seven percent of  all respondents say their 
libraries are very reflective of the racial makeup of 
their community, with 39 percent telling RPCL that 
their library is somewhat reflective. This sounds like 
positive news. However, 92.4 percent of the respon-
dents indentified as white/Caucasian; 2.1 percent 
as black/African American, 2.1 percent as Hispanic/
Latino, and 3.4 percent identified themselves as 
other; these numbers do not match the general 
population (see table 5). One potential problem with 
the data is that there may be some uncertainty as to 
the true racial composition of communities. If none 
of the staff speak Spanish, Russian, or Vietnamese 
and there are no materials in these languages in the 
library, the Hispanic, Russian, and Vietnamese mem-
bers of the community will not come to the library 
and it may not be obvious they are even missing. 

The survey asked respondents whether they 
encountered problems finding librarians who speak 
languages other than English that are frequently 
spoken by patrons in their service areas. Three hun-
dred fourteen said they had trouble finding Spanish 
speakers, forty-six had problems finding Russian 
speakers, and forty-three struggled to find Chinese 
speakers. The respondents also mention difficulty 
in finding speakers of Vietnamese (38), Korean (25), 
Hindi (14), Polish (12), Arabic (10), and many other 
languages. If library staff cannot speak or com-
municate with their patrons and thus cannot serve 
them, librarians are not doing their jobs effectively. 
The days of insisting everyone speak and read only 
English are finished, and all public employees will 
need to be more educated about multicultural com-
munication. Potential employees who can demon-
strate their skill in this area are already ahead. MLIS 
curriculum might be a good place to address the lan-
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Table 4. Changes Respondents Expect 
in Librarian Staffing Level During the 
Next Ten Years

Respondents

Expected change No. %

Increase greatly   73 8

Increase slightly   419 46

Remain about the same  273 30

Decrease slightly   101 11

Decrease significantly  48 5

Table 5. Respondents’ Ethnic Backgrounds

Respondents

Ethnicity No. %

White/Caucasian   1,654 92.4

Black/African American   38 2.1

Hispanic/Latino   38 2.1

American Indian/
Alaska Native

28 1.6

Asian   26 1.5

Native Hawaiian/Other 
Pacific Islander   

7 0.4

Table 3. Changes Respondents Expect 
in Staffing Level of Librarians during 
the Next Five Years

Respondents

Expected change No. %

Increase greatly   34 4

Increase slightly   331 36

Remain about the same  446 49

Decrease slightly   90 10

Decrease significantly   18 2
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guage issue; it is definitely an aspect of recruitment 
and retention that can be addressed through staff 
continuing education. 

Looking to the Future
PLA wants to help libraries recruit a high-quality, 
diverse workforce. The survey gave respondents 
three potential suggestions for achieving this goal. 
The most common suggestion selected, with 1,424 
responses, was to fund work experience programs 
that pay for student internships in public libraries. 
With 955 answers, the second-most common answer 
was to fund Spectrum scholarships for ethnically 
underrepresented students to attend accredited 
MLIS programs. Eight hundred ninety-six people said 
they would advocate promoting job shadow days 
where students follow a librarian through a workday 
to learn about the job. Fifty-two percent of respon-
dents said if PLA wanted to conduct a promotional 
campaign about careers in public libraries, the most 
effective way to do it would be on an ongoing basis 
(28 percent cited National Library Week as the best 
way to do this). All these could be incorporated into 
recruiting plans designed by libraries.

As a profession, it is good to know what current 
librarians value about their jobs—and what they 
do not—to give libraries a better idea about what 
they can emphasize in future recruiting programs. 
Respondents to the survey answered an open-ended 
question about the best and worst parts of their 
careers. In an interesting twist, respondents cited 
“people” as their least favorite part more often than 
anything else (475 answers). Yet respondents most 
often cited “providing public service” (624) and “cus-
tomer interaction” (589), respectively, as the best part 
about their jobs. As anyone who has worked a public 
desk can attest, it certainly can be the people you 
interact with daily who make the job both wonderful 
and terrible. Respondents labeled job variety (420), 
intellectual challenge (311), and that the job is inter-
esting (92) as other positive aspects to the profession.

Low wages (447 people) and bureaucracy (328) 
rounded out the list of respondents’ least favorite 
aspects of the job. Both are items to address when 
creating a recruitment campaign. While raising wages 
is a worthy goal, it is not going to happen any time 
soon in a lot of places. Instead, recruiters need to 
emphasize the other positive parts of public library 
employment—steady work with regular hours; holi-
day, sick, and vacation pay; such reasonable benefits 
as high-quality health insurance, and other quality-
of-life benefits a recent graduate or someone with 

limited employment experience might not take into 
account as important. 

The survey asked recent graduates to indicate 
their greatest disappointment and their greatest 
joy in the profession. Disappointments included: 
bureaucracy (95 responses), compensation (67), 
budget (34), and poor supervisors and leaders (19).  
These responses indicate that the same frustrations 
remain with librarians throughout their career. The 
greatest joys include: helping people (113), research 
and connecting people with information (87), hav-
ing a creative and ever-changing job stimulating 
continuous learning (70), and intrinsic job satisfac-
tion and knowing that your work makes a difference 
(62). The positives listed by recent graduates make 
outstanding items around which to build a recruit-
ing campaign—although you may not get paid a 
lot, your job will be challenging, ever-changing, and 
bring you a lot of satisfaction. Students, and oth-
ers considering the LIS field, could be drawn to the 
profession for these positive rewards and see them 
as outweighing the negatives (all of which exist in 
every job). It is these positive attributes that make 
the LIS field a special one, and what gives most 
librarians such job satisfaction.

Conclusion
The public library field is one that provides many 
challenges, exciting experiences, and offers its mem-
bers a lot of personal satisfaction. Although no job 
can ever be perfect, the results of this survey indicate 
that most public librarians are generally satisfied and 
plan to stay for a while. With some encouragement 
and assistance, PLA hopes to continue bringing high-
quality professionals to the field and keep it strong 
for decades to come.  
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Retaining talented employees is becoming increasingly difficult. As information technology (IT) has 
become indispensable to the functioning of libraries, human capital requirements for effective 
librarians have shifted. Libraries are now forced to compete in a broader arena than ever before for 

talented, IT-savvy, and interpersonally skilled library workers. In addition, libraries face a decreasing pool 
of leadership, owing to the relatively older workforce. Today, 57 percent or more of librarians are at least 
forty-five-years-old (if not older).1 The American Library Association (ALA) estimates that only 7 percent 
of librarians are currently ages twenty to twenty-nine.2 ALA projects that nearly 60 percent of current 
librarians will reach retirement age by 2025.3 In the midst of these talent-siphoning factors, salaries in the 
public sector are low and library degree-program graduation and job-growth rates are flat and are pro-
jected to remain so.4 In this article we address some ways to motivate and retain high-performing employ-
ees. For the reasons mentioned previously, retention is becoming an acute issue for libraries. An effective 
retention strategy is an investment that pays for itself in almost any organization. Turnover of trained staff 
is expensive and creates additional costs and extra work. Let’s look at these costs. They are higher than you 
may think, and they include:

● the cost to hire (advertising, time spent screening resumes, interviewing candidates); 
● costs due to lost productivity; 
● training costs—yes, it is expensive to get a new employee up to speed. Even the most experienced new hire 

will have a learning curve; and
● the costs from colleagues spending their time orienting their newest team member. 

If your library is required by union or civil service rules to pay “acting pay” to a staff person who 
assumes the tasks of the departing employee, that will add to costs as well. Human resources experts esti-
mate that the cost of filling a vacancy is one-and-a-half to two times the salary and benefits of the person 
who leaves.  

In addition, there are less tangible costs of turnover. The library system loses the knowledge and insti-
tutional history the departing employee takes with him or her. Projects might not be completed on time, 
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priorities not met, and colleagues might feel the 
burden of additional work piled on top of their 
already overscheduled workday. 

As you can see, it is truly advantageous to build a 
culture and work environment that leads to employ-
ee commitment, loyalty, and retention. How, then, 
can a library generate and maintain commitment 
among its employees? We pose this question in the 
context of current employer and employee expecta-
tions, listed in figure 1. These expectations reflect 
today’s employment reality and are quite different 
from the expectations that many staff with fifteen or 
twenty years’ tenure brought to their jobs.

We approach building and maintaining employee 
commitment as a process, one that begins before 
recruitment and ends after retirement. We do not 
assume that library workers stay in one position for 
the duration of their careers—the opposite is more 
often the case—but this approach allows us to cap-
ture the full spectrum of employee experiences as 
they relate to employee commitment.

Building Commitment
Employees report that they stay with an employer for 
the following reasons:

● They feel valued: their concerns, ideas, and 
suggestions are genuinely sought and listened to.

● They enjoy a feeling of connection and that they 
make a difference: they know how the work they 
do helps the library accomplish its mission.

● They have opportunities for personal and 
professional growth: formal education, workshops, 
on-the-job training, new assignments, job 
rotation, attendance at conferences.

● The work environment promotes continuous 
learning: growth opportunities, jobs that are 
designed to be interesting and stimulating, and 
the opportunity to participate on committees and 
task forces.

● Good management: a bad supervisor is often cited 
as the reason employees leave an employer.

● Fair pay and benefits: even though many work in 
libraries because they love libraries and support 
the mission, most employees have to receive pay 
and benefits that allow them to live a reasonably 
comfortable life.

With employee loyalty and job security lower than 
ever, building commitment means responding to 
workforce needs and expectations. Fair compensa-
tion and benefits, career development, involvement 
in decision-making, and recognition are all areas of 
the work experience that play a role in whether an 
employee leaves or stays. 

Retention can be improved by considering 
employee preferences and capabilities. Managers 

featureRETAINING AND MOTIVATING HIGH-PERFORMING EMPLOYEES

Employer Employee

Your education alone does not qualify you for this 
job

We are not offering a job for life, and we don’t 
expect you to spend your lifetime here

Your workmates may change during your 
employment here

You will be part of many self-managed teams, each 
responsible for a range of tasks

Your assignments will provide learning experiences 
that will enhance your employability

We expect you to support our vision and values 
passionately while employed here

I know my job stability will be based upon my 
reputation for performance

I will be responsible for managing my own 
benefits

I will continue to hone my skills and grow 
professionally

I will embrace intrapreneurship

I will always be open to new jobs and 
opportunities inside the library and elsewhere

Figure 1. Expectations Imposed by Today’s Labor Market



can build employee commitment, and with it 
retention, through responsiveness in each of the 
following areas.

Compensation 
Some of the most obvious elements of employee 
retention are also the most important. Compensation 
and benefits must be addressed as key issues 
enhancing initial recruitment and continued reten-
tion. Base pay is the foundation for total compensa-
tion because it establishes the standard of living. 
Employees with good IT and interpersonal skills 
demand a competitive salary. Libraries’ capacity to 
offset this demand with benefits unique to their gov-
ernment affiliations is generally difficult. The ALA 
established the Better Salaries and Pay Equity Task 
Force to address library workers’ comparably lower 
average level of compensation. ALA’s “Advocating for 
Better Salaries and Pay Equity Toolkit,” published in 
2003, can be helpful in this arena, but does not pro-
vide short-term relief for libraries facing recruitment 
and retention problems.5 

What, then, can libraries do? Libraries must 
enlarge as much as possible the quality of the work 
experience and work environment. This begins with 
recruitment and carries through the orientation 
period and beyond.

Recruitment and Orientation
An employee’s experience of a place starts with 
recruitment—that is, before he or she is actually 
hired. Recruitment, orientation, and assimilation 
processes provide chances to emphasize the personal 
elements of a prospective employee’s connection to 
the organization. For instance, by dispensing with 
paperwork and procedural tasks in advance of the 
actual orientation, helping with relocation, inviting 
new hires to introduce their partners or families to 
the library and vice-versa, and matching them with 
such local services as babysitters, an orientation 
process fosters the sort of personal connections that 
most employees value. 

Orientation should include such basic elements 
as introducing the new employee to fellow workers, 

having the workspace ready, providing instruction 
on the use of office equipment and basic informa-
tion about where to put coats, lunches, and so on. It 
should also cover the employee’s specific job and give 
him or her a more general introduction to the library 
as a whole. A checklist of points to cover can be help-
ful to a harried manager so the most mundane and 
the most critical points can be remembered. Adding 
a few extra touches (balloons at the desk, a mug with 
the library’s logo, the director stopping by to intro-
duce him or herself) can make the new employee feel 
even more welcome and valued.

A library can improve its induction process by 
surveying reactions to orientation at 30, 60, and 120 
days and sharing the feedback with library leadership 
and then making changes. This process also com-
municates to new hires that the library values their 
input. First impressions are extremely important, and 
taking the time to find out if the library is making a 
positive and productive first impression will pay off 
in increased feelings of inclusion and loyalty.

A new employee’s assimilation into the library 
workplace can be enhanced through developing 
standards and practices that support the process. 
Managers need to know that they are expected to 
assist new employees throughout their first few 
months of employment by purposefully creating 
ways for them to become engaged members of their 
work unit. Publicizing and recognizing creative 
ways of doing this can inspire other supervisors 
and managers and will create an environment 
that is seen to value the thoughtful induction of 
new employees.

Structuring Benefits and 
Work Environment
Elements of the orientation process dovetail with 
retention strategies. A buddy or mentoring system 
does not lose its value just because someone has 
passed his or her probationary period. A mentor can 
provide career guidance, constructive criticism, and 
act as a sounding board for employee frustrations or 
ideas with regard to how the library functions and 
organizational politics. 
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Adding a few extra touches (balloons at the 
desk, a mug with the library’s logo, the director 
stopping by to introduce him or herself) 
can make the new employee feel even more 

welcome and valued.
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Like mentoring, employee rotations through 
different functions, branches, programs, or depart-
ments need not end with the official end of orien-
tation. Exposing employees to different aspects of 
the library’s work and giving them an opportunity 
to acquire skills, knowledge, and experience in a 
variety of areas can hold their interest, make them 
more effective team members, and make them better 
candidates for greater responsibilities or promotion. 
Treating rotations as a chance for skill-acquisition 
and recruiting from within enables employers to link 
skills, expectations, and rewards. 

Different employees value different aspects of 
their compensation and benefits and certainly 
respond differently to opportunities, expectations, 
and rewards. Career development, health benefits, 
and the work-life balance are areas to which keen 
attention should be paid. Younger employees may 
be more interested in career development than, 
say, health screening or retirement plans, and may 
benefit more from mentoring than more mature or 
experienced personnel. In addition, career develop-
ment generally means different things to newer, and 
often younger, employees interested in skill acqui-
sition than it does to employees seeking manage-
ment experience or pursuing an advanced degree. 
For employees nearing retirement, mentoring or 
teaching opportunities may be the preferred form 
of career development. Supporting career develop-
ment not only gives a library a means of aligning its 
goals with that of its workers, it also offers challeng-
es to employees—a proven factor in building loyalty 
and retention.

Health benefits also mean different things to dif-
ferent employees. For some, access to a fitness center 
is an important health benefit. For others, subsidized 
health screening or family insurance coverage is 
prized. To a still greater degree, helping employees to 
strike a balance between work and home life means 
tailoring paid time off and benefits to their prefer-
ences, capabilities, and level of responsibility both at 
home and in the library.

A responsive work environment is another crucial 
source of employee commitment and thus retention. 
The keywords here are communication, accountabil-
ity, and recognition. Creating and maintaining effec-
tive forums for employee input can connect leaders 
to staff at all levels. Employee involvement in making 
decisions—made possible by open but structured 
communication—invests everyone in positive and 
negative outcomes, such that all are accountable to 
all. Finally, accountability is indivisible from recogni-
tion for contributions and achievements. Whether in 

the form of a small bonus or thanks and applause at 
a staff meeting, the universality of forms of recogni-
tion in public and private sector organizations is a 
testament to recognition’s importance for cementing 
employee commitment.

It is critical to train managers and supervisors in 
the value of a work environment that appreciates and 
fosters employee participation, involvement in deci-
sion-making, initiative, and creativity. A manager or 
supervisor who is familiar and comfortable with the 
old “command and control” environment will not 
necessarily embrace this new approach nor know 
how to make it work effectively. The work environ-
ment and employee culture desired by library lead-
ership will not exist if those in middle management 
and supervisory positions are not supportive of it.6 

Work-Life Balance 
Helping employees balance work with life is criti-
cal in the twenty-first century. The expectation of a 
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balanced life is a given among many of our younger 
colleagues. It is not, as frequently mentioned by Baby 
Boomers, that younger employees do not have the 
same work ethic their older colleagues do; they just 
define it differently. The work gets done: just not nec-
essarily in the same way, in the same style, with the 
same tools, or even in the same place. 

What are some ways to create an environment 
that tries to balance both work and life? There are 
some ways to demonstrate and acknowledge the dif-
ferences in employees. They include:

 1. Define the work in terms of what is to be 
accomplished. Do not just say “our working 
hours are from 8 a.m. to 5 p.m. Be there” (except 
for when an employee needs to cover a desk 
or attend meetings). Focus on the project or 
the program. Ask “what needs to be done,” and 
“what is the work?” Think about whether it really 
needs to be completed only onsite during regular 
business hours. 

 2. Provide flexible work schedules, allow for job 
sharing and out-of-the box ways of meeting 
customer, employee, and library needs. 

 3. Provide flexible benefits and cafeteria plans. To 
the extent you can, align what employees want 
with what they get.

 4. Evaluate alternative work places and tele-
commuting as options.

 5. Appreciate dilemma of child care, elder care, and 
multiple individual roles

 6. Allow voluntary demotions. Of course your 
library allows voluntary demotions, but what 
we are saying is that it is important to create 
a culture where a demotion—or a change of 
direction—is safe and acceptable. A culture 
where an employee can take a risk, and change 
his or her mind.

 7. Appreciate diversity of personal values and 
priorities . . . and demonstrate that acceptance.

Surveying Employees
Employees leave for other—possibly higher-level 
or more lucrative—library jobs, for jobs in other 
sectors, and to retire. Managers should learn from 
each scenario.

Exit interviews can provide an invaluable source 
of information, especially if an employee leaves for 
another library system. There is less at risk for exit-
ing employees, allowing them to be honest and 
open in their criticisms and suggestions. Whether 
exit interviews yield specific or general comments, 

managers would do well to learn more about what 
prompted a resignation—what pull another job had 
and possibly what pushed the employee to leave his 
or her current job. If you are having trouble retain-
ing key staff, carefully and systematically explore the 
causes. Losing staff is a symptom. Doing something 
about it demands an understanding about the true 
causes. Not waiting until employees leave to get their 
opinions about life and work at the library is an even 
more proactive way to understand the wants and 
needs of the workforce. Many organizations (and a 
few public libraries) conduct confidential employee 
climate or opinion surveys—and make changes 
based upon what they discover.

Retaining Talent As They Age
Phased retirement is an important way to mitigate 
the impact of an employee exit on a given organiza-
tion. By making schedules and tasks more flexible for 
those considering retirement, managers can retain 
a talented pool of mentors without taking on new 
compensation costs and without overburdening full-
time employees. As retirees, former full-time employ-
ees can provide a reliable, flexible, knowledgeable, 
and affordable addition to the library’s workforce.

Inducements for phased retirement could include 
flexible hours or assignments so retirees can travel or 
pursue other personal interests but still be available 
during parts of the year or week, or for projects of 
several months’ duration. Some library employers are 
finding ways to capture and celebrate the many years 
of experience and the deep knowledge base their 
most senior employees possess. Others are develop-
ing ways for senior staff and managers to take larger 
periods of time off while still retaining their employ-
ment status or to phase out by working part-time or 
on temporary assignments before they ultimately 
retire completely. This latter option is most attractive 
when future retirement benefits are not adversely 
impacted by preretirement reductions in hours.

The Commitment Keys
These strategies are all about building commitment 
to the job and the employer, since productivity and 
retention are greatly increased when employees 
are committed. This is especially important today 
since job security and loyalty to the library—to any 
employer—are much lower than ever before.

Retention strategies must be intentionally designed 
so employees know what they need to do and what is 
expected of them; so they are involved in decisions that 
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affect the work they do and the services they provide to 
library users; so they have opportunities to learn and 
grow; so they earn recognition for good performance; 
and so they know that they are responsible for their 
performance and will be held accountable if perfor-
mance is lacking. Strategies developed with these 
factors in mind will result in the best and brightest 
employees choosing to stay with the library in capaci-
ties that allow them to contribute, learn, and grow.

In sum, productivity and employee retention are 
greatly increased when employees are committed. To 
enhance retention, remember these five keys: 

 Focus: employees know what they need to do and 
what is expected of them;

 Involvement: people support most what they help 
to create; 

 Development: opportunities for learning and 
growth are encouraged;

 Gratitude: recognition for good performance 
(formal or informal); and

 Accountability: employees are responsible for 
their performance and lack thereof.  
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knowledge and skills you are looking for in:

•   Budget and Finance
•   Management of Technology
•   Organization and Personnel Administration
•   Planning and Management of Buildings
•   Current Issues 
•   Fundraising
•   Marketing
•   Politics and Networking
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The Librarian’s Career 
Guidebook

By Priscilla K. Shontz. Lanham, Md.: 
Scarecrow, 2004. 592p., paper. $40 
(ISBN 0-8108-5034-6) LC 2004008537
Not all of us are fortunate to have 
flesh and blood mentors. However, 
those who work in the field of library 
and information science know that 
trusted guides can be found online 
(through e-mail, instant messaging, 
Weblogs, wikis, mailing lists, and 
forums) and, yes, even in old-fash-
ioned books (print books, that is, 
not e-books). The Librarian’s Career 
Guidebook is one of those valuable 
print resources for career develop-
ment, offering the collective wisdom 
of those serving the library commu-
nity and patrons on frontlines and 
in trenches.

Priscilla K. Shontz, author of 
Jump Start Your Career in Library 
and Information Science (Scarecrow, 
2002), has compiled an excellent col-
lection of contributions. From library 
celebrities to shooting stars (like 
Timothy A. Baird of New York’s White 
Plains Public Library, who earned 
his MLIS in the late 1990s) and sea-
soned veterans (like Sarah Ann Long 
from Illinois North Suburban Library 
System), The Librarian’s Career 
Guidebook covers much terrain. 
Through the diversity of its contribu-
tors and viewpoints, this book will 
appeal to an eclectic audience: pro-
spective librarians, career changers, 
seasoned library and information 
professionals, library science stu-
dents, career and vocational coun-
selors, and others.

Divided into eight sections—and 
featuring more than sixty chapters—
this book addresses motivations for 
becoming a librarian, reasons to 
remain in or leave the profession, 
alternative careers for library profes-
sionals, overcoming burnout, man-

aging stress as well as change, and 
much more. In addition, each chap-
ter features a list of related readings 
as well as a succinct biographical 
sketch of the contributor. The book 
concludes with positive and inspir-
ing quotes that answer the question, 
“What do you love about your job?”

Shontz is aptly suited to spear-
head this project and oversee The 
Librarian’s Career Guidebook. Not 
only does she possess a back-
ground in academic, special, 
and public libraries, but she also  
currently works as a freelance 
writer, Webmaster, and editor for 
LIScareer.com. This book—despite 
its formidable size—is eminently 
readable and practical. Those 
who own it will surely consult its 
pages throughout the different 
stages of their career. Highly rec-
ommended for public libraries.—C. 
Brian Smith, Reference/Electronic 
Resources Librarian, Arlington 
Heights (Ill.) Memorial Library

Cooperative Reference: Social 
Interaction in the Workplace

By Celia Hales Mabry. Binghamton, 
N.Y.: Haworth, 2003. 290p. $29.95 
(ISBN: 0-78902-370-9) LC 2003-24348
A common stereotype for librarians 
is that they sit around all day read-
ing books. Of course, real librarians 
know that they are constantly engag-
ing in social activities of one kind 
or another. Cooperative Reference: 
Social Interaction in the Workplace 
edited by Celia Hales Mabry and 
simultaneously published as a spe-
cial issue of The Reference Librarian, 
is a laundry list of the ways in which 
reference librarians cooperate with 
patrons, fellow employees, faculty, 
and other librarians. Librarians 
cooperate to learn, to save money, to 
provide better service, to reach wider 
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audiences, and to keep up with the 
fast pace of their profession. Mabry 
has compiled a comprehensive col-
lection of essays that cover topics 
such as how students view reference 
interactions, reference behavior 
guidelines, cooperative collec-
tion development, bringing library 
media specialists and academic 
librarians together, and providing 
reference service to distance learn-
ers. These essays provide ideas for 
how librarians can best combine 
their skills with those of their peers 
and colleagues. Public and academ-
ic reference librarians share their 
research and experiences on how to 
improve the social interactions in 
which they already participate such 
as the reference interview or refer-
ence desk scheduling. Essays in a 
section on the Virtual Library cover-
ing topics such as Web sites, online 
tutorials, and e-mail are examples 
of how to interact with patrons 
who may use library services with-
out ever coming into the building. 
Joseph Straw’s essay at the end of 
the collection provides a history 
of resource sharing among librar-
ies from 1876 to 2002. It acts as a 
reminder of the strong foundation 
of library cooperation and should 
inspire librarians to continue their 
efforts.—Tricia Arrington, Reference 
Librarian, Peabody Institute Library, 
Danvers, Mass.

The Branch Manager’s 
Handbook

By Vickie Rivers. Jefferson, N.C.: 
McFarland, 2005. 203p. $39.95 (ISBN 
0-7864-1821-4. LC 2004-15873
Branch managers face a unique set 
of challenges and concerns. As the 
local face of the main library and the 
head of a separate facility, branch 
managers must handle everything 

from coordinating programming for 
children to conducting performance 
appraisals to ensuring that the 
washrooms are kept clean. In this 
guide to the fulfilling yet somewhat 
daunting world of branch librarian-

ship, veteran branch manager Vickie 
Rivers gives an overview of topics of 
concern to branch managers with 
a focus on supervision, manage-
ment, and patron services. Since 
this is a handbook, the chapters are 
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Out of Order by Charles Benoit
1-59058-252-7 • HC • $24.95 1-59058-253-5 • Lg Print Tpbk • $22.95
“Edgar-nominee Benoit’s assured second mystery... A spicy quest 
tale in an India at once modern  and ancient.”

—Publishers Weekly

Spurred Ambition by Twist Phelan
1-59058-147-4 • HC • $24.95 1-59058-174-1 • Lg Print Tpbk • $22.95
“Fans of extreme sports will admire Phelan’s protagonist...but 
even those more at home on the couch will still enjoy the brainy 
heroine…”—Booklist

Foolish Undertaking by Mark de Castrique
1-59058-227-6 • HC • $24.95 1-59058-228-4 • Lg Print Tpbk • $22.95
“The premise of Foolish Undertaking is irresistible...but most impor-
tantly, the execution of this mystery is flawless” 

—Crimespree Magazine
Desert Run by Betty Webb
1-59058-234-9 • HC • $24.95 1-59058-264-0 • Lg Print Tpbk • $22.95
“Webb’s multifaceted, fast-paced fourth Lena Jones mystery ... 
combines evocative descriptions of place with fine historical re-
search in a plot packed with twists.” —Publishers Weekly

A Case of Imagination by Jane Tesh
1-59058-219-5 • HC • $24.95 1-59058-220-9 • Lg Print Tpbk • $22.95
 “The small-town southern milieu, busy plot, and good humor—a 
slightly frothier version of Margaret Maron’s Deborah Knott se-
ries—make Tesh’s debut enjoyable reading for cozy lovers.”

—Booklist
Witch Cradle by Kathleen Hills
1-59058-254-3 • HC • $24.95 1-59058-255-1 • Lg Print Tpbk • $22.95
Witch Cradle is a superb historical mystery that provides insight 
into two related eras... linked by Communism.... Kathleen Hills 
provides an insightful educating, yet definitely entertaining who-
done-it.”—Midwest Book Review
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brief, focused, and practical, with 
information organized thematically 
and broken down into short sec-
tions. Only the essentials of each 
subject are presented here, and in 
plain, easy-to-understand language. 
Occasionally, other works are cited 
at length, and there’s a bibliography 
for further information on a variety 
of subjects.

Much of the information is of use 
to librarians of all types, not sim-
ply branch managers, but specific 
examples relating to branch opera-
tion are provided. Though much of 
the day-to-day operations at a typi-
cal branch are dependent on local 
policy and practice, Rivers provides 
overviews of how things could be 
done. Appendixes contain poli-
cies and guidelines that may be of 
use to branch managers, including 
the American Library Association 
Freedom to Read Statement and the 
Library Bill of Rights. An index pro-
vides quick access to key topics.

Prior to the publication of The 
Branch Manager’s Handbook, there 
was no how-to guide to assist novice 
branch managers with the com-
plexity of their new position, so 
this book is an excellent addition 
to branch professional collections. 
Many branch librarians will find it 
helpful to have a copy of The Branch 
Manager’s Handbook on hand as a 
reference. Highly recommended.—
Nanette Donohue, Champaign (Ill.) 
Public Library

The Accidental Library 
Manager

By Rachel Singer Gordon. Medford, 
N.J.: Information Today, 2005. 362p. 
$29.50 (ISBN 1-57387-210-5) LC 
2004-020283
“Librarians tend to enter the pro-
fession with the idea of specializ-

ing in subfields such as reference, 
youth services, or knowledge man-
agement,” writes Rachel Singer 
Gordon in the introduction to The 
Accidental Library Manager. “Only 
later do many librarians realize that 
they need to assume management 
responsibilities in order to move for-
ward in their career” (xv).

The truth: many library science 
students graduate with an MLS and 
without knowledge and experience 
in management and management 
theory. After all, they earned an MLS 
and not an MBA (though some will 
pursue and attain joint degrees). 
How, then, can the profession over-
come this educational and experien-
tial deficit in management skills? 

Gordon’s book does more than 
offer remedial education, as its 
audience is not only neophytes, 
but also seasoned veterans. She 
leads us down the path of enlight-
enment in thirteen cogent chap-
ters (such as “Becoming a Library 
Manager,” “Managing Change,” and 
“Philosophical, Legal, and Ethical 
Issues”) for the library community. 
The author is well suited to offer 
this sagacious advice. First, she is 
a prolific author, having penned 
The Accidental Systems Librarian. 
Second, she is passionately commit-
ted to helping librarians and infor-
mation professionals develop their 
careers as evidenced by her LisJobs 
Web site (www.lisjobs.com) and 
blog, Beyond the Job (http://
librarycareers.blogspot.com).

The Accidental Library Manager is 
a welcome addition to the acclaimed 
Accidental series by Information 
Today. (The other two volumes are 
the Accidental Webmaster and the 
aforementioned Accidental Systems 
Librarian). In addition to cover-
ing the management of depart-
ments and staff, Gordon discusses 
the management of the self (or 

self-management). She mentions 
habits to avoid: procrastination, 
impatience, miscommunication, 
and defensiveness. Moreover, she 
encourages managers to be atten-
tive, proactive, assertive, and com-
mitted to lifelong learning.

Perhaps the most important fea-
ture of this book is its inclusion of 
comments from library employees. 
Read in particular chapter six, “What 
Library Staff Want.” Specifically, 
Gordon assesses what staff members 
think of different managerial styles. 
She highlights “potential pitfalls” 
like conflict avoidance as well as 
“preferred patterns” like giving credit 
where credit is due.

Those who do not hold an MBA 
and who graduated from library 
school without taking any busi-
ness and management courses 
will find chapter eleven, “Theories 
of Management,” especially help-
ful; in it Gordon provides a suc-
cinct overview of management 
philosophies. She covers the whole 
gamut—Systems Theory, Total 
Quality Management (TQM), Myers-
Briggs, and much more. In addition, 
she provides a helpful annotated 
bibliography of classic management 
titles, including The Fifth Discipline, 
Thriving on Chaos, and The Practice 
of Management. 

The book includes two appendi-
ces: Appendix A includes a survey 
that Gordon sent to library man-
agers, and Appendix B is replete 
with URLs to helpful resources. 
Lest you’re concerned that the Web 
sites will become obsolete, consult 
the book’s companion Web site 
(www.lisjobs.com/talm); here you’ll 
find links to updated resources. 
Specifically, peruse the online table 
of contents at www.lisjobs.com/
talm/toc.htm.

In sum, The Accidental Library 
Manager is recommended reading 
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for library students. It will also help 
battle-scarred professionals in the 
library-information science field. 
Appropriate for all library (and infor-
mation) environments—academic, 
public, and special libraries.—C. 
Brian Smith, Reference/Electronic 
Resources Librarian, Arlington 
Heights (Ill.) Memorial Library

Fundamentals of Library 
Supervision

By Joan Giesecke and Beth McNeil. 
Chicago: ALA, 2005. 166p. $42 (ISBN 
0-8389-0895-0) LC 2004-24654
Management and supervision is 
a complex area in any field, and 
sifting through the wealth of infor-
mation published on these topics 
can seem daunting, especially to 
newer managers. With everything 

that’s out there, where do you 
start? Fundamentals of Library 
Supervision, the latest installment 
of ALA’s Fundamentals series, pro-
vides a general overview of library 
supervision and management top-
ics. Authors Joan Giesecke and Beth 
McNeil, both experienced library 
administrators from the University 
of Nebraska–Lincoln, provide infor-
mation and insight on a variety 
of management and supervision-
related topics. Each chapter is brief, 
readable, and packed with practical 
information of use to managers at 
all levels within the organization. 
New managers will find the book 
especially useful because it provides 
an overview of what a manager may 
face in recruitment, hiring, inter-
viewing, and retention. Seasoned 
managers will appreciate the atten-
tion paid to communication, team 

building, inclusiveness and diversity, 
and motivation. In addition to the 
information about managing others, 
there is also a helpful and thought-
provoking chapter about career 
management, a topic that is often 
omitted from general management 
books. A variety of real-world exam-
ples are provided to help relate the-
ory to reality, and a thorough subject 
index allows this book to be used as 
a reference when information on a 
specific topic is needed. 

Though this work is ostensibly 
aimed at new managers, experienced 
managers will also find it helpful 
as a refresher and a desk reference. 
This is an excellent addition to pro-
fessional collections at libraries of 
all sizes. Highly recommended.—
Nanette Donohue, Champaign (Ill.) 
Public Library  
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How to Lose Your Best People

 1. Make them share computers—because you can’t afford an $800 computer for a $35,000 professional.
 2. Don’t give them voicemail—they don’t need to talk to the outside world. And don’t let them make long-

distance phone calls, either.
 3. Give them more desk time—public service people never burn out.
 4. Don’t consult front-line staff when adding new services—they will support whatever you dream up.
 5. Don’t let them attend the national PLA conference—the state conference is good enough.
 6. Nitpick about the dress code—because socks are essential to good public service.
 7. Don’t let them read professional journals—they might find a better job.
 8. Have regular seminars on excellent public service—but set rules that work against it.
 9. Focus on growing your own management staff—because outsiders have crazy ideas.
 10. Don’t ask (or listen to) their ideas—they can’t see the “big picture.” 
11. Don’t bother to communicate—they find out everything they need to know through the rumor mill.
 12. Quickly stifle anyone who speaks up—you don’t want complainers around.
 13. Refuse to change—because the public library has been the same for the last one hundred years.

Several seasoned librarians contributed to this list (but prefer to remain anonymous).
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Thomson Gale and U.S. Legal 
Forms to Supply Legal Forms 
to Libraries Nationwide

www.gale.com
www.uslegalforms.com 

Thomson Gale and U.S. Legal Forms 
announced that state-specific legal 
forms will soon be available at public 
libraries across the country, enabling 
broad, popular access to thousands 
of professionally created and con-
tinually updated documents.

The forms will be distributed 
under the name Thomson Gale 
LegalForms. Powered by the U.S. 
Legal Forms electronic database, 
the system will make downloadable, 
printable forms available for library 
patrons, customized to comply with 
the laws of each state. The number 
of forms available in each library will 
vary depending on the location, but 
will typically include between one 
thousand and three thousand specif-
ic documents addressing such sub-
jects as bankruptcy, divorce, power 
of attorney, real estate, employment, 
taxation, and landlord-tenant law.

Innovative-OCLC Partnership 
Makes Local Library 
Holdings Accessible to 
Internet Search Engines

www.oclc.org
www.iii.com

Innovative Interfaces announced the 
completion of a project to link Open 
WorldCat, a Web-accessible union 
catalog of more than sixty-one mil-
lion records, with more than seven 
hundred Innovative public and 
academic library systems in North 
America. Users of such search engine 
tools as Google and Yahoo! Search 
will be able to view local items from 

Innovative libraries with just a few 
mouse clicks.

Open WorldCat makes records of 
library-owned materials in OCLC’s 
WorldCat database available to Web 
users on popular Internet search, 
bibliographic, and book-selling sites. 
Innovative libraries will provide Web 
users with holdings information for 
the citations they find in WorldCat. 
When a search engine produces 
results that match a searcher’s key-
word or title, it also presents a link 
to the Open WorldCat “Find in a 
Library” interface. There, they can 
locate the item they want at a local 
or regional library.

Bowker Assists Libraries 
with Implementation of 
New ISBN-13 Standard

www.bowkersupport.com/isbn13/

Bowker has released a variety of new 
resources to assist library profes-
sionals with the operational changes 
necessary to transition to the new 
global ISBN-13 standard that takes 
effect in 2007.

ISBN is the unique number that 
marks any book published in the 
world and enables that book, with its 
particular edition and binding, to be 
easily tracked by libraries, booksell-
ers, and even consumers. To accom-
modate the growing number of 
books being published each year, the 
International ISBN Agency recently 
decided to convert from a ten-digit 
format to a thirteen-digit format, 
effective January 1, 2007.

To ease the transition for libraries, 
Bowker has unveiled a new Web site 
that features a series of free resources 
and convenient links to other useful 
sites. These resources include a help-
ful Frequently Asked Questions fact 
sheet, a simple “10-digit to 13-digit 
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ISBN” conversion tool, guidelines for 
the implementation of ISBN-13 in 
any library setting, and various tips 
regarding how to make the transition 
as seamless as possible.

In addition, Bowker has 
announced that its flagship Web 
sites, BooksInPrint.com and 
GlobalBooksInPrint.com, now fully 
support ISBN-13 searching by library 
professionals. Users of either site can 
search for specific titles by both the 
new ISBN-13 and the old 10-digit 
ISBN, with or without hyphens. The 
new ISBN-13 will now automatically 
appear on the full description page 
for every title with a ten-digit ISBN.

DVD Series Helps Students 
Prepare for the New SAT

www.standarddeviants.com

The new SAT contains a written 
essay section and more difficult 
math questions, making older test 
preparation materials obsolete. 
Goldhil Education is now offering a 
comprehensive SAT prep program 
on DVD that addresses these 
changes. The Standard Deviants 
School SAT Prep set includes six new 
educational DVDs: 

● SAT Prep Module 1: Introduction 
to the SAT and Sentence 
Completion

● SAT Prep Module 2: Critical 
Reading and Vocabulary

● SAT Prep Module 3: The Writing 
Section

● SAT Prep Module 4: Introduction 
to Math Section

● SAT Prep Module 5: Algebra
● SAT Prep Module 6: Geometry

The first three modules will help 
take the anxiety out of test-taking by 
preparing the student with such time-

saving techniques as critical reading 
for the main idea and eliminating 
wrong answers. These programs also 
help students prepare for the new 
essay section by reviewing strategies 
to organize and express ideas clearly.

Modules 4, 5, and 6 focus on three 
separate math subjects: introductory 
math, algebra, and geometry. Since 
the new SAT includes expanded 
math topics and a greater empha-
sis on algebra, this programming 
teaches students response strategies 
and how to succeed on the multiple-
choice sections. 

SirsiDynix Offers Disaster 
Recovery Planning

www.sirsidynix.com

SirsiDynix announced the availabil-
ity of SirsiDynix Secured Resources, 
a peace-of-mind service to ensure 
that library users and staff will have 
access to all electronic resources in 
any type of emergency. SirsiDynix 
Secured Resources takes care of 
everything, from storing backup 
tapes to verifying backup routines. 
In the event of a system failure, 
SirsiDynix staff will restore the 
system quickly. An Emergency 
Application Service Provider option 
is available in the event of longer-
term loss of hardware availability.

Queens Public Library 
Chooses Bluesocket for 
Wireless Access

www.bluesocket.com

Bluesocket announced that the 
Queens Public Library in Jamaica, 
New York, has installed its 
BlueSecure 5000 Controller in a cen-
tral location to provide secure wire-

less access to more than fourteen 
million visitors annually in sixty-
three different locations. 

The Queens Public Library serves 
a population of more than two mil-
lion in the most ethnically diverse 
county in the United States. The 
library installed a BlueSecure 5000 
Controller in the main branch in 
Jamaica, New York, providing secu-
rity and authentication with wireless 
traffic routing between the central 
location and each remote location.

Most libraries use a specific 
protocol called SIP2 for their data-
base technology allowing library 
patrons to log-on securely using 
their library card pin number for 
Internet access as well as the online 
catalog. Utilizing Bluesocket’s Secure 
Mobility technology for wireless data 
and voice applications, BlueSecure 
Controllers provide high-perfor-
mance, reliable, policy-based wire-
less local area network (WLAN) 
security and management solutions 
used by thousands of large institu-
tions, enterprises, health care, and 
public access providers.

Garden Literature Index 
Added to EBSCOhost

www.ebsco.com

Ebsco Publishing is now offer-
ing Garden Literature Index via 
EBSCOhost. Garden Literature Index 
is the premier resource for access 
to articles pertaining to plants and 
gardens. Topics covered include 
horticulture, botany, garden and 
landscape design and history, ecol-
ogy, plant and garden conservation, 
garden management, and horticul-
tural therapy. 

This database provides a mix of 
diverse serial publications including 
general gardening titles of national, 
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international, and regional interest; 
titles devoted to specialty gardens 
and plant groups; and high-end 
scholarly and peer-reviewed titles. A 
highlight of the database is its focus 
on environmentally sustainable hor-
ticultural and design practices. 

Garden Literature Index is 
designed for gardening enthusiasts 
and professionals as well as students 
of horticulture, landscape design, 
and history. Indexing and abstracts 
are provided for more than three 
hundred core titles, the majority 
of which are published in English. 
Coverage for many titles extends 
back further than a decade. Garden 
Literature Index brings together arti-
cles about plants and gardens into a 
single source and includes titles that 
are not available in any other index.

New Technology Allows 
Automated Wireless 
Downloads of Digital 
Audio to Smartphones

www.audible.com/audibleair

Audible, a provider of digital spo-
ken audio information, announced 
the launch of the public beta test 
of AudibleAir, a new service that 
allows the automated wireless down-
load of secure digital audio files to 
Smartphones. Now Audible custom-
ers can bypass connecting to the 
desktop and program their Audible 
content to be delivered wirelessly 
anytime and anywhere. The initial 

public beta test will begin with the 
Palm Treo Smartphones. 

AudibleAir allows busy individu-
als to program how and when they 
want to receive their audio—deliv-
ered whether they are on the go or 
still asleep. Customers can refresh 
their content automatically as 
AudibleAir recognizes how much of 
a downloaded audio program they 
have heard. The application retains 
the portion to which they haven’t 
listened, while refreshing the device 
with new audio. Any content in the 
Audible My Library can be accessed 
by Audible customers and down-
loaded at any time, from any wire-
less connection.

Create Bibliographies 
Automatically with 
WilsonWeb 2.5 

www.hwwilson.com

With just a few clicks, users of 
WilsonWeb databases can now cre-
ate precise, professional bibliogra-
phies of articles cited, thanks to an 
innovation of WilsonWeb Version 2.5. 
WilsonWeb formats bibliographic 
entries automatically using two 
popular standards, MLA and APA. 
Users avoid errors and tedium while 
saving time.

Users select articles from their 
WilsonWeb search results using 
checkboxes. Then they go to the 
“Print/Email/Save” page, select “brief 
citation,” choose MLA or APA format 

from the dropdown menu, and click 
“save.” Their list of selected articles is 
then saved as a bibliography.

AAP Launches Authors 
@ your library® Web site

www.authorsatyourlibrary.org

The Association of American 
Publishers announced the launch of 
the Authors @ your library Web site, 
which will provide a link between 
publishers and librarians that will 
simplify the process of scheduling 
library events.

The Web site is a free online ser-
vice for librarians who wish to sched-
ule successful author events, and for 
publishers who are seeking enthu-
siastic audiences for their authors. 
It only takes a few minutes for users 
to enter information about their 
libraries and authors into the online 
database, which is fully searchable. 
Library programmers will be able 
to search for authors by name, title, 
geographic location, author tour 
schedules, and other items. With the 
full contact information for publish-
ers provided as well, it will be easier 
than ever for librarians to schedule 
author events. Publishers will be able 
to quickly identify the opportuni-
ties that various libraries present for 
author events in different regions 
of the country, simplifying the pro-
cess of scheduling author tours and 
increasing publicity for new titles.  
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Carroll Publishing’s GovSearch Local is a comprehensive, multi-

functional, government contact information service. This unique web-

based research and information tool covers thousands of officials at

all levels of government within a state. For each state, this easy-to-use

resource delivers names, addresses, contact numbers and other infor-

mation across town, city and county governments, as well as state

and federal offices, GovSearch Local is the preferred choice for

users who desire access to officials and decision makers in all levels

of government in a specific local area.

GovSearch Local is available three ways: by individual state,ten

Federal Regions and by 362 Metropolitan Statistical Areas (MSA).

All three services include expenditures, population information, locator

numbers and frequently called numbers.

FOR MORE INFORMATION:

Go to our website carrollpub.com or call 301-263-9800 x104 

to speak to a government information specialist.

Never Before Available!

Contacts to all levels of government
officials and decision makers any way you
want them! 

YOUR GOVERNMENT–YOUR WAY™.

We’ve done it!

New
! Come See Us 

at PLA 2006 in Boston
Booth 1319





We can help.

Bringing books and readers together.

The Reader’s Advisor Online helps librarians
and other professionals who work with
readers identify books they will enjoy 
reading—whether it is genre fiction, liter-
ary/mainstream fiction, or recreational non-
fiction. More than a database, this sophisti-
cated finding tool gives users multiple ways
to browse and access titles in a friendly, con-
versational tone.

Based on our well-known Genreflecting
series, this new electronic tool can also be
used in collection development, and as an
educational tool for practicing readers’ advi-
sors and LIS students. Essays on genres and
their appeals offer insights into what readers
enjoy and why.

With a unique Readers’ Advisory Tool 

•  Gives Guidance You Can trust

•  Saves Time

•  Holistic

•  Eases Access

•  Simplifies Readers’ Advisory

•  Helps you grow professionally

•  Updated quarterly

Available March 2006

Contact your Libraries Unlimited Sales Representative for pricing, a free trial, and other 
information: 800 225-5800 x3426 or visit our Web site: www.lu.com/RAOnline


