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What happens when we work together?



OCLC Research-April to May 2020

The New Model Library 4 Focus Areas
At the height of the COVID-19 pandemic, OCLC's

Research arm interviewed 29 library leaders Agility in Work Environments
from around the world, national, public, and

Flexible staffing, cross-training, shared responsibilities — building teams that can pivot.

academic libraries to ask two questions:

Cross-Departmental Collaboration

Breaking down siloed structures to share knowledge and create unified service models.

Virtualization of Resources

o

ote  ©J

COLLABORATION VIRTUALIZATION




Does your library provide the following structured or
formal programs or benefits to staff to help them
advance within the library field?

City I Suburban Town/Rural Overall

A mentorship program

Encouragement to engage in service at
the state or national level (e.g., serving on
library association committees)

Funding for professional association memberships
Funding for professional development

Opportunities to participate in library work beyond their
assigned duties to improve skills or broaden experience

Time during work hours or paid time off for
professional development activities

Tuition reimbursement
Other
Yes to any of the above

Source: Public Library Staffing Report Result form the 2024 PLA Survey



Does your library use any of the following strategies to
retain staff from underrepresented groups?

City Suburban Town/Rural Overall

Action plans for retaining employees
from underrepresented groups

Formal mentorship program for new hires
Fostering an inclusive workplace culture
Working to dismantle systemic racism in our organization

Other retention strategies (please specify)
Yes to any retention strategy

Total question responses

Source: Public Library Staffing Report Result form the 2024 PLA Survey



Organizational Psychology

Job Characteristics Model (JCM): Hackman Theory of Purposeful Work Behavior:
and Oldham (1975) propose that altering core  Barrick, Mount, and Li (2013) suggest that

dimensions like skill variety fosters aligning personality traits with job
"experienced meaningfulness," preventing characteristics fosters intrinsic motivation
career plateaus and burnout. and goal striving.

Social Cognitive Career Theory (SCCT): Psychological Ownership: Pierce, Jussila,
Bandura (1986) and Appling et al. (2022) and Cummings (2009) found that complex
stress that mentorship and experiential jobs—via control, intimate knowing, and self-

learning develop "self-efficacy" (confidence to investment—lead to a deep sense of
succeed) through vicarious observation, verbal commitment and job ownership.
persuasion, and performance accomplishments.



Agility and ROI

e Retaining Talent: A 2025 study of
Australian university library
cadetships and internships proved
that highly structured, collaborative
training programs resulted in 87% of
participants remaining in the library
sector.

e Keeping Institutional Knowledge:
48% of those cadets remained
employed at the exact same
institution where they completed their
training.

The Gallup Q12: Business units that
achieve high collaborative engagement
realize 23% higher profitability, a 51%
reduction in turnover (in low-turnover
organizations), and a massive 78% drop
in absenteeism.

The LinkedIn Learning Report
Organizations that actively build internal
mobility and mentorship see a 57%
higher rate of employee retention, a
23% higher rate of successful internal
mobility, and 15% more promotions to
management

Source: Gallup 2024 Q12 Meta-Analysis; Linkedin 2024 Workplace Learning Report; Kolympiris, Hoenen, & Klein

(2019); Nguyen (2025) Library Cadetship Study.
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Dev. Resources @
Westchester Libraries

Institutional membership in
Metropolitan New York Library
Council (METRO); Long Island Library
Resources Council (LILRC)

o Frequent webinar info emails
Through Westchester Library System,
access to in-person training, some in-
house @ library branches, some @
WLS headquarters
Tuition assistance and reimbursement
for conferences, webinars (incl. travel,
housing, meals if relevant)
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Accreditation ReqS- Across three branches:

e ~9 reference librarians (& 1-3
part-time staff) across
Riverfront's 3 desks

e ~12 reference librarians across

New York State (as you all know!) requires
60 hours C.E. every five years for librarians
to maintain their credentials

Most public libraries in New York price this Will's 2 desks
into librarians’ schedules: e 1 reference librarian (& ~3 part-
e No mandatory time off desks, but in time staff) across Crestwood'’s 1
practice some number of hours in any desk
given day
e Union rules mandate a limited number Averaging 2-4 hours desk time per
of nights worked (i.e. shifts consisting staff member in any given day over
mostly of reference desk work) an 8-hour work day, + 1 lunch hour,

adjusted for programming
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By default, circulation clerks do not receive
blocks of time off desks as librarians do.

e Professional development, conferences
are available, but management/admin
must schedule to accommodate

e No standing requirements for
professional development means no
guarantees of hours available for this

e Consider hiring, also: how many staff
are available to cover for P.D. for clerks,
compared to librarians?

In practice, frontline staff need extra effort to
access professional development compared
to librarians.

Comparing Circ. Frontline
Scheduling

e Institutional virtues here include

(@)

Flexibility — and the capacity
to adapt to the needs and
interests of staff

Rewarding, and telegraphing
rewards for, initiative — staff
want to grow, either to pursue
new roles or to excel in their
existing roles, but only when
they know they’ll be
supported — you want them to
grow, but you have to let
them know that!
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Comparing Circ. Frontline
External Trainings

Professional development offered by
external orgs. — METRO, LILRC, etc. — largely
targets librarians

® i.e., collection development,
management, archival, programming

e serves METRO/LILRC/etc. preferences;
membership largely librarians

e some portion of P.D. available applies
to frontline staff work, but not all!

Tuition assistance requires justification; P.D.
not immediately related to job performance
may not be approved depending on budget
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Comparing Circ. Frontline
Internal Trainings

Even outside mandatory sessions, internal
elective trainings (by staff) were consistently
better-attended

e Sessions with topics based on staff
requests (often about patron
interactions, workplace engagement)
saw significant frontline staff
attendance

e These sessions were also typically
scheduled during times when reference
desks were closed

...resulting in much higher and more
consistent attendance compared to webinars
with similar topics
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What does this mean for

me?

e Institutional virtues here include

O

Structure — creating an
intentional culture rather
than letting the exigencies of
your work decide one for you
Responsiveness — your staff
will tell you what they need
given any vehicle they have to
ask; your job is to provide a
quick, effective vehicle to ask
in the first place

Circulation staff across Yonkers branches
indicated a general interest in professional
development, and a number had pursued it
already with available resources

e The primary issue raised was the
question of where to start; how to find
training relevant to their roles

It isn’t enough to provide a resource: you
need policies and culture that give staff the
space and impetus to use it.

Okay, how?
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Growth Philosophy

Staff Professional Development

We recognize that professional mastery is often forged
through hands-on practice. Providing pathways for staff
who seek promotion and leadership opportunities through
dedicated experience and internal mentorship.
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Empowering Library Pages and
Frontline Staff for Future Success

Page Mentorship Frontline Staff: Professional Development
A 20-week cohort for Library Pages focusing on career A structured leadership role for branch staff to handle
exploration and specialized departmental mentorship. management duties and build a pipeline for Library
Managers.
e Behind-the-scenes glimpses into path diversity
e Hands-on experience in specialized fields e  Official management training and coaching
e Peer group networking and guest lectures e Peer group networking and guest lectures

e Library Manager and Associate Director
mentorship
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Who Can Apply?

Page: Mentorship

e Educational Standing: Actively enrolled High
School, Undergrad, or Grad students.

Frontline Staff: Professional Development
e Current Role: Existing staff identified within the

" : branch
¢ Teljure: Minimum 6 months as a Page with e Selection: LM/AD selects based on satisfactory
satisfactory performance. performance

e Selection Process: Manager recommendation +

: _ e Agreement: Official acceptance of expanded
interview.

responsibilities and expectations.
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Practical On-the-Job Tasks

Page Duties

Data analysis & report distribution
Social media content creation
Virtual meeting facilitation

Project-based departmental learning

Frontline Staff Duties

Act as official "In-Charge" for branch
Mentor and coach junior staff
Manage operational emergencies

Shadow and support Library Managers
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Participant Benefits

Page: Mentorship

Additional Paid Hours: Extra 3-10 paid hours
per week

Skill Development: Workshops focused on
organizational structure and technical skills.
Networking: Participation in peer group
activities and guest lectures.

Career Support: Dedicated support for applying
to entry-level specialty positions.

Extended Growth: Opportunity to apply for a
second Cohort

Frontline Staff: Professional Development

Role is ongoing: in addition to current
responsibilities.

Paid Stipend: Depending on organizations
budget

Skill Development: Workshops and trainings
focused on organizational structure and
technical skills.

Networking: Participation in peer group
activities.

Career Support: Dedicated support for
applying to a Library Manager role.
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The Department’s Role

Mentorship Expectations

Departments act as the catalyst for growth. Hosting a staff member involves
more than just oversight; it's about active professional integration.

One-on-one progress meetings.

Regular check-ins and performance feedback.
Exposure to professional communication.
Job-shadowing in departmental meetings.

Progressive Discipline: Standard HR protocols apply to ensure role

excellence.
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Charting Success Through Experience

The Merit-Based Trajectory

Building a pool of potential Leaders from within. Both

programs serve as practical training labs.
e Prepares Pages for entry-level and specialty

staff positions.
e Prepares frontline staff for senior management

and Library Manager roles.
e Mentorship: Continuous coaching and
feedback replace academic theory with

branch practice.
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Putting it Together

Key Takeaways: Looking at the organizational
theories, survey information from Di, and the P.D.
outlined in the presentation.

Training resources will be tailored around the
interactive learning model.

S.L.T - Social Learning Theory (Bandura)
Learn from one another through observation.
Collaborate process and discuss shared
experiences.

Social Constructivism (Vygotsky) - Learning
as a social process. Learn independently and
also through guidance of more
knowledgeable peers.

Staff want to grow, pursue new roles
and feel supported in their P.D.
Barriers are not just financial or access
to resources

o Culture
o Showing Value of Employee
(J.C.M)

o Support mechanism to reinforce
program teachings, but also
provide an external outlet for
feedback and sharing
experiences.

23



Interactive Model: Page Program

Cohort Model:

The cohort serves as support system.

Build in two hours per week to discuss
“shared experiences”

Blend structural instruction with the informal
Activities range from Brown Bag Lunch,
coffee, tea, communal field trips and prize
raffle giveaways at the conclusion of sessions
Goal: Build trust, build community, build
professional social networks

Evaluation:
e Journal their experience (document
the feels)

e Last session: Participants in the
cohort share takeaways.
(Reflection)

e Qualitative Survey

e Admin/Program Heads - Process
Survey
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Interactive Model: Frontline Staff P.D.

Recommend Small Program Cohort - Blended

Balance Workshops, On-Job-Training w/
informal decompression settings

o Coffee/Snacks, Retreats and Outings
Why? - Process, Connect, Share, Community
Informal Sessions —> Solely cohort and
exclude mentors and program trainers
Focus on developing managerial support
system
During program —> access to prior
participants

End of Program:

Celebration, invite members from
the branches (library community)
to celebrate program completion.
o Show you value the time,
and effort of your staff
investing in their self!
Reinforce support system in the
program
o Pastgrads
o Toolkit of external support
systems / coaching &
mentoring
Check-ins - 3,6,9,12 months
Qualitative Study
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Takeaways

Success is more than pumping money into a
program.

Value your staff: Time and support
Social Support Systems = Helpful Navigators
Wealth of experience and connection

Support the talent of tomorrow!
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