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 In ThIs Issue

In September 2012, the second Joint Conference of Librarians of Color (JCLC) was convened 
by the ethnic caucuses of the American Library Association (ALA) in Kansas City, Missouri. 
This issue of Synergy includes reports from several past ARL diversity and leadership 
program participants on their roles at the conference, as well as important take-aways from 
the event. 

Alexandra Rivera, LCDP fellow from the “Luminary” class of 2011–2012, discusses recent 
updates to ALA’s Diversity Counts reports and the implications for recruitment and retention 
within the profession. Rivera calls for stakeholders to act, taking a multi-pronged approach 
to improve organizational climate, commit to staff development, and establish or improve 
cultural competencies. 

Jade Alburo, 2006 diversity scholar, reflects on her role as a JCLC plenary speaker and 
panelist. Alburo asserts that people from minority groups are not fully cognizant of the 
extent to which racial and ethnic minorities are diverse even within their own identifications.

Makiba Foster, 2006 diversity scholar, compares her first JCLC conference, as a student, with 
her second, as a professional librarian with several years of experience. Foster addresses 
how both conferences were a source of renewal for her, although in different ways given 
professional and personal changes that have occurred. 

Finally, Lisa Chow, 2007 diversity scholar, and Latanya Jenkins, 2005 diversity scholar, share 
their experience as conference panelists looking at methodologies, strengths, and challenges 
associated with diversity recruitment programs. The panel included an interactive session for 
attendees, who developed strategies for designing and implementing recruitment programs 
to ensure sustainability and maximum impact. 

The second JCLC offered a vital opportunity to discuss principles of diversity and inclusion 
within the profession. The conference also provided a venue for a reunion of many ARL 
diversity program participants. These events are as critical to professional renewal and 
personal and collective recommitment as they are to strengthening and expanding our 
community of advocates. I know you will enjoy reading about these experiences at the second 
national JCLC. 

Mark A. Puente
Director of Diversity and Leadership Programs
mpuente@arl.org

AssocIATIon of ReseARch LIbRARIes®

mailto:mpuente@arl.org


About the ARL Diversity Programs
The ARL InITIATIve To RecRuIT A DIveRse WoRkfoRce, funded by the Institute of Museum 
and Library Services and ARL member libraries, offers a stipend of up to $10,000 to each 
ARL Diversity Scholar in support of graduate library and information science educa-
tion. ARL Diversity Scholars participate in the annual ARL Leadership Symposium, a 
research library visit hosted by the Purdue University Libraries, and a mentoring rela-
tionship with a research library professional. For more information about the Initiative 
to Recruit a Diverse Workforce, visit www.arl.org/irdw.

The ARL/MusIc LIbRARy AssocIATIon (MLA) DIveRsITy AnD IncLusIon InITIATIve (DII), 
funded by the Institute of Museum and Library Services, MLA, and ARL member li-
braries, seeks to recruit diverse students with advanced degrees in music to careers in 
academic and research libraries. The program offers tuition support and a paid intern-
ship for up to one year in one of five partner music/research libraries. Other components 
of the ARL/MLA DII include a formal mentor program and support to attend the MLA 
annual conference where participants will receive specialized instruction in the areas 
of career development and effective job-search strategies. More information about the 
program can be found at: www.arl.org/arl-mla-dii.

The ARL cAReeR enhAnceMenT PRogRAM (ceP), funded by the Institute of Museum and 
Library Services and ARL member libraries, offers MLIS graduate students from under-
represented groups an opportunity to jump-start their careers in research libraries by 
providing a robust internship experience in an ARL member library. Each CEP fellow 
participates in a six- to twelve-week paid internship in an ARL library, a mentoring 
relationship with a professional librarian while on campus for the internship, and an 
opportunity to attend the annual ARL Leadership Symposium during the American 
Library Association (ALA) Midwinter Meeting. There is also potential for academic 
credit for the practical intern. For more information about the ARL Career Enhancement 
Program, visit www.arl.org/cep.

The ARL LeADeRshIP AnD cAReeR DeveLoPMenT PRogRAM (LcDP) is an 18-month pro-
gram to prepare midcareer librarians from underrepresented racial and ethnic groups 
to take on increasingly demanding leadership roles in ARL libraries. The LCDP design 
includes: two LCDP Institutes, an opening and closing event held in conjunction with 
national professional meetings, a career-coaching relationship with an ARL library 
director or staff member, and a personalized visit to an ARL member library. For more 
information about the LCDP, visit www.arl.org/lcdp.
 

Synergy: News from ARL Diversity Programs is a forum in which to share information about programs and 
opportunities centered on increasing the diversity of staff in research libraries.

Mark A. Puente is the director 
of diversity and leadership pro-
grams for ARL, a position he 
has held since March 2009. Mark 
came to ARL from the University 
of Illinois at Urbana-Champaign 
where he was coordinator of 
digital projects and special/gift 
collections for the Music and Per-
forming Arts Library.
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Alexandra Rivera is the 
University of Michigan (UM)
Library’s student enrichment and 
community outreach librarian 
charged with cultivating 
partnerships between the library, 
university, and broader 
community. Key areas of focus 
include library liaison to the UM’s 
Detroit Center and coordinating 

the library’s Peer Information Counseling Program and K-12 
Initiatives. 

Alexandra is chair of ALA’s Committee on Diversity and was 
co-chair of the ACRL University Libraries Section’s Academic 
Outreach Committee, and REFORMA‘s representative on the 
Executive Steering Committee for the 2012 Joint Conference 
of Librarians of Color.

She is an ARL LCDP Fellow 2011–12, ALA Spectrum Scholar 
2001, and alum of the Minnesota Leadership Institute 2006. 
She has a BS degree in communications from Northern 
Arizona University and an MLS from the University of 
Michigan. 

Diversity Counts Report 2012: A Renewed Call to Action
With the release of Diversity Counts (2012), the American Li-
brary Association (ALA) updated its 2007 comprehensive study 
of gender, race, and age in the library workforce. The 2007 
report served as a critical tool that provided urgently needed 
data illustrating the lack of diversity within the library profes-
sion. A simple search of “Diversity Counts” in Google Scholar 
shows this title included in “about 76 results.” The number of 
publications citing Diversity Counts demonstrates the need for 
these data in support of research and subsequent recruitment 
and retention activities within the profession. Likewise, the 
new Diversity Counts report is necessary to gauge the progress 
of our many initiatives and to serve as a guide for rethink-
ing current practices and re-dedicating ourselves to diversity 
within our ranks.

 In 2005, the US Census Bureau adopted the American Com-
munity Census survey to replace the decennial Census long-
form questionnaire, which had served as the basis for the 2007 
Diversity Counts. As a result, it is not feasible to do a precise 
comparison of the two Diversity Counts studies. This new report 
may seem less comprehensive because the data have not been 

interpreted with the specificity of the 2007 report. Instead, a 
general description of how the data were compiled along with 
the actual 2009–2010 and 2000 data tables are provided for 
analysis and use. For greater detail regarding the compilation 
of this report, please visit the ALA website to view the Diversity 
Counts 2009–2010 Update1. This report underscores the need for 
all librarians to take greater responsibility for the interpreta-
tion of the data and, more importantly, for all stakeholders to 
both independently and collaboratively act on what is learned.

It is known that diversity benefits organizations, individuals, 
and, specifically, libraries in numerous ways. Fostering diver-
sity in the world around and within communities is a challenge 
reliant on both large- and small-scale initiatives. The Diver-
sity Counts has been used extensively by “many researchers, 
program managers, and advocates as a tool to demonstrate 
the need for increased diversity recruitment within the pro-
fession”.2 The 2012 study underscores the need for additional 
research, greater recruitment efforts, and, most critically, a 
focus on retention throughout the profession. 

There are many programs designed to build a diverse work-
force. Recruitment to library schools has been greatly assisted 
by large programs such as ALA’s Spectrum Scholarship Pro-
gram and smaller initiatives like the University of Arizona’s 
Knowledge River Program that have meticulously prepared 
minorities to enter and, more importantly, contribute to the 
profession. 

Additional efforts are needed; an expansion of library school 
curriculum to incorporate cultural competencies to train all 
students to more effectively collaborate in a global environ-
ment and improve workplace climate is but one example. And 
retention of this burgeoning workforce should be of primary 
concern. Tracie Hall speaks about minority librarians choosing 
to leave the profession in much greater percentages than their 
white colleagues.3  There seems to be a revolving door with 
almost as many minority librarians leaving as are entering the 
profession. While additional research is required in the area 
of diverse workforce persistence, organizational development 
research supports the premise that organizational climate that 
fosters a culture of diversity is the key to retaining a diverse 
workforce. Improving organizational climate will successfully 
ensure that not only culturally diverse librarians but also all 
employees within the organization persist, thrive, and contrib-
ute to the betterment of the organization and the profession. 

Organizational climate is informed by both macro and mi-
cro practice within that organization. There are many tools 
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designed to improve organizational culture and climate that 
can be implemented by organizations/institutions as well as 
individuals. A well-defined and publicly articulated value of 
diversity should serve as the backbone for an organizational 
climate that respects diversity. This value should be manifested 
in a strong human resources department, optimally with orga-
nizational development expertise that instills trust throughout 
the organization. Among the many tools for improving orga-
nizational culture are:

1. Appointing or utilizing an ombudsman to serve as an 
intermediary to help address conflict within an organi-
zation and foster an environment of trust

2. Engaging in a climate assessment such as the Asso-
ciation of Research Libraries ClimateQUAL survey that 
allows institutions to gauge their own climate-related 
issues and identify root causes and tailored solutions 

3. Implementing a 360o performance-assessment process 
for management, enabling staff to provide feedback 
about how to improve their own organizational practices

4. Establishing a diversity committee to advise adminis-
tration on issues of diversity and climate, help with the 
development of a culturally competent library staff, and 
develop programming that links cultural competencies 
to organizational priorities

5. Investing in the professional development of new and 
culturally diverse employees as an element of succession 
planning. This also a means to diversify leadership at all 
levels of the organization through participation of librar-
ians of color in leadership development initiatives like 
those offered by the Association of Research Libraries. 

6. Utilizing cultural competencies such as those developed 
by the Racial and Ethnic Diversity Committee of the As-
sociation of College and Research Libraries which are 
easily adapted for use by all library types and organiza-
tions. These competencies should be equally valued as 
other work competencies, utilized in recruitment efforts 
and as a basis for promotion. 

 

Individuals have equal responsibility to assist in improv-
ing organizational climate. It is important as professionals 
that we take advantage of organizational opportunities and 
engage within institutions and the broader profession to raise 
awareness of issues of equity and diversity. This includes life-
long learning through professional development experiences 
to improve individuals and the profession. Librarians should 
commit to making use of available networks and tools and, 
of course, acquiring and developing individual cultural com-
petencies. State-wide or regional activities, such as a regional 
Joint Conference of Librarians of Color organized by consortia, 
state library associations, ethnic caucus chapters or even a 
group of interested and motivated individuals, would make 
opportunities for professional engagement more easily avail-
able to individuals who may be experiencing financial or other 
constraints. Let’s utilize the ARL Diversity network to mobilize 
for this important work and provide support for and collabora-
tion with one another’s initiatives.

As library professionals and future leaders, we need to re-
view, analyze, and interpret the new Diversity Counts report 
for ourselves and then we need to act! Working within our 
organizations and as individuals, we can shift the profession 
to reflect local, regional, national and global diversity in order 
to remain relevant and integral to the communities we serve. 

Endnotes

1. American Library Association, “Diversity Counts 2009–
2010 Update” ALA Office for Diversity, American Library 
Association, (accessed Nov. 21, 2012), http://www.ala.org/
offices/diversity/diversitycounts/2009-2010update.

2.  Ibid.
3.  Tracie Hall and Jenifer Grady, “Diversity, Recruitment, 

and Retention: Going from Lip Service to Foot Patrol,” 
Public Libraries 45, no. 1 (2006): 39–46,  http://search.
proquest.com/docview/217458716?accountid=14667.
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Jade Alburo is the librarian for 
Southeast Asian studies, Pacific 
Islands studies, and religion at 
UCLA’s Young Research Library 
and is currently the president of 
the Asian/Pacific American 
Librarians Association (APALA). 
Prior to joining UCLA, she was a 
reference librarian in the 

Humanities and Social Sciences Division of the Library of 
Congress and a Chesapeake Information and Research Library 
Alliance (CIRLA) fellow at the Smithsonian Institution Libraries. 
She holds an MLS from the University of Maryland, College 
Park, an MA in folklore from Memorial University of 
Newfoundland, and a BA in English and religious studies from 
the University of California, Berkeley. In addition to APALA, 
Jade is active in ALA and ACRL, is an ARL Diversity Scholar, an 
ALA Emerging Leader, and an ALA Spectrum Scholar.

Celebrating Diversity and Embracing Community at 
JCLC 2
When the first Joint of Conference of Librarians of Color (JCLC) 
took place in 2006, I was still a student. Although I wanted to 
attend, finishing the last semester of library school and limited 
funds meant that I was not able to travel to Dallas, Texas, the 
site of the conference. Afterwards, I heard such good things 
about the meeting that I had been looking forward to the next 
JCLC ever since. 

When the dates for the second JCLC were announced, I 
made certain I could attend. Not only was I able to attend, 
but I played a very active role. I organized and presented on 
a panel, entitled “Beyond the Mainland: Serving Native Ha-
waiians and Pacific Islanders” (NHPIs), that focused on the 
information needs of NHPIs and some of the efforts to address 
these needs. I was also part of “Librarian Involvement in Di-
versity: Community Building, Outreach and Student Success”, 
a lightning-round panel on library and outreach programs to 
underrepresented students.

My most important role at JCLC, however, was as presi-
dent of the Asian/Pacific American Librarians Association 
(APALA). As JCLC is sponsored by the five American Library 
Association (ALA) ethnic caucuses, I almost felt like this was 
our very own party, and I was one of the hostesses. And I actu-

ally did play hostess—during the APALA reception—where I 
greeted and mingled with old and new APALA members, as 
well as non-members. It was a wonderful opportunity to talk 
to veteran librarians, new librarians, library students, and au-
thors. It was especially nice to put faces to those whose names 
I had only heard of or seen in print. 

As with most conferences, I find these kinds of informal 
gatherings to be the best part. Events such as these are where 
we can truly share our stories and create and embrace com-
munity. For a student or new librarian, the main library con-
ferences are overwhelming, even intimidating. The compara-
tively intimate size of JCLC makes it more manageable and 
welcoming. And I hope that, even if in a very small way, the 
APALA reception provided an open and friendly environment 
for everyone, especially for our younger or newer colleagues.

Although there were certainly plenty of celebratory and 
fun programs and activities, JCLC was not a party. It was a 
serious conference that focused on the experiences of under-
represented information professionals, as well as on programs 
and services specifically geared towards diverse populations. 
Unlike other conferences where diversity is a peripheral issue, 
this is one conference where diversity is central. None of us had 
to explain the need for reaching out to minority populations or 
for supporting librarians of color—everyone understood that. 
Instead, Not only could we discuss diversity issues openly, but 
we were also able to concentrate on learning from one another 
about our various efforts and successes.

Though JCLC attendees are all diversity advocates, it is often 
easy to forget that not everyone knows about your specific 
aspect(s) of diversity. This was brought home to me after the 
Caucus Presidents Plenary Session, where I spoke about the 
sheer diversity within the Asian/Pacific American (APA) cat-
egory. I talked about how the Asia-Pacific designation not only 
covers a huge swath of the world, but it includes multitudes 
of nationalities, ethnicities, religions, languages, and histo-
ries. In addition, there are those with multiple identities, e.g., 
APAs who are LGBTQ, hapa or mixed race, refugees, adoptees, 
etc. The reaction I got from this speech floored me. Veteran 
APALA leaders congratulated me and told me how spot on I 
was. Some members of other caucuses expressed that they had 
never really thought about it in this way or how they learned 
something from the presentation. I must have had at least 50 
people praise that speech. This goes to show how something 
so simple—a knowledge that I took for granted—could leave 
such an impression.
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In essence, I think that this was ultimately what JCLC was 
about. It was about speaking our truths and people actually 
hearing them and learning from them. It was about letting our 
experiences and efforts take center stage so that we could con-
tinue to help the populations that are often overlooked. It was 
about sharing our stories and being embraced by a community 
so that we could continue to have the strength and passion to 
fight the good fight. Thank you, JCLC!

Makiba Foster is a subject 
librarian for American history and 
women, gender, and sexuality 
studies at Washington University 
in St. Louis. In addition to her 
subject librarian duties, she also 
leads the library’s team that 
provides training and instruction 
related to social media 
technology. While earning her 

MLIS. degree at the University of Alabama, Makiba was an ARL 
IRDW diversity scholar and an Institute of Museum and Library 
Services (IMLS) fellow. She has also earned an MA in American 
studies, with a concentration in African American popular 
culture. Makiba is active professionally in ALA and BCALA.

Reflection on JCLC 
During the past five years, I have been very fortunate to attend 
and work at institutions that have invested in my professional 
development. I’ve had the opportunity to travel to many con-
ferences and to learn from many thought-leaders in the library 
and information science profession. However, no other confer-
ence experience has been similar to either Joint Conference of 
Librarians of Color (JCLC) experience. JCLC 2006 was the very 
first library conference I attended and, although I have since 
transitioned from student to practitioner, over the years I have 
often wondered what made that conference experience so en-
joyable and memorable. Was it because I was a new student in 
a new field with, what I perceived were, limitless possibilities? 
Or was it something different regarding the spirit and intent 
behind bringing all of the diverse voices of the American Li-
brary Association’s (ALA) ethnic caucuses together at JCLC? 

With these questions in mind, I want to evaluate consider 
why both of my conference experiences at the first and second 
JCLC resonated with me so much more than any of my other 
conferences.

To many, I am still considered a “new” librarian, having 
logged only five years in the profession. In those years I have 
seen technological advancements within our field that have 
resulted in both good and bad outcomes. I observed an eco-
nomic downturn that rocked libraries to the core in terms of 
human resources, services, and collections. Although I am no 
longer a bright-eyed student but, rather, a professional with 
notable experience, I feel I am not jaded. I am still excited by 
the enormous opportunities for libraries and the communities 
they serve. Thus my expectations for the 2012 JCLC were just as 
high as they had been in 2006. Although professional rejuvena-
tion can be an outcome of attending almost any conference, the 
renewal that I experienced at the JCLC is not something I’ve 
experienced at other meetings. It is, perhaps, what makes this 
experience unique and special for all attendees. 

Even the title for both JCLC conferences, “Gathering at the 
Waters”, is a metaphor with many levels of meaning that car-
ries both cultural and spiritual significance within different 
communities. Water being elemental and essential to all living 
things, “Gathering at the Waters” was, for me, a metaphorical 
drink of refreshing professional rejuvenation. I believe the 
reason both of my JCLC experiences have stayed with me is 
because the conferences surpassed my professional needs and 
engaged me holistically: spirit, mind, body, and culture.

During the opening reception of the second JCLC confer-
ence, musician and actor Mo’ Brings Plenty of the Lakota Na-
tion, reminded attendees of our spiritual connection to one 
another and opened the celebration with a traditional native 
song. Also during the opening general session JCLC co-chair, 
Janice Rice, talked about the tree of humanity and the unity 
and connectedness it represents. This type of acknowledg-
ment of a higher level of purpose and existence was present 
throughout the conference. I believe this awareness helped to 
shift the dynamic and atmosphere of the conference because 
it allowed many of us to focus on our role as librarian servant/
service leaders. This helped us to realize that it is our duty to 
learn and to engage with our peers so that we could return to 
our communities recharged and repurposed.

When I think about the my two JCLC experiences, I grate-
fully recognize that I have been exposed to this type of pro-
fessional development from my early years in library school 
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through the present. Standards of cultural acceptance and 
professional excellence that ARL and the Institute to Recruit 
a Diverse Workforce (IRDW) brought to our profession are 
important factors in why a conference like JCLC is able to 
showcase diverse and dynamic talent and content. It was with 
some of my IRDW cohort members that I was able to share 
my JCLC experiences. It was wonderful to reconnect with the 
people, the energy, and the passion that made me excited about 
my career choice six years ago!

Lisa Chow is half of People 
Interact, a consultancy that 
empowers libraries and other 
organizations to be people-centered 
through usability and user 
experience assessments, 
unconferences for organizational 
development, and leadership and 
career development. She is an 
information professional with a few 

“library ribbons” including Special Libraries Association (SLA) 
rising star, Library Journal (LJ) mover & shaker, American 
Library Association (ALA) emerging leader, ARL diversity 
scholar, and Public Urban Library Service Education (PULSE) 
trainee. Find out more at http://bit.ly/lisachow.

Latanya Jenkins is an 
academic librarian who also was 
an American Library Association 
(ALA) emerging leader sponsored 
by the Reference & User Services 
Association (RUSA). She is a past 
Association of Research Libraries 
(ARL) diversity scholar and 
mentor as well as a past fellow 
and visiting assistant professor at 

Purdue University Libraries. Latanya was a recent participant 
in the Minnesota Institute for Early Career Librarians from 
Traditionally Underrepresented Groups. She works as a 
reference librarian & government documents, head at Morgan 
State University’s Earl S. Richardson Library in Baltimore. 
Latanya is the liaison to the School of Architecture + Planning.

Getting Together to Go Forward: Past Diversity 
Scholars Present at JCLC 2012

The Joint Conference of Librarians of Color (JCLC) 2012 took 
place in Kansas City, Missouri, September 19–23. The confer-
ence theme was “Celebrating Stories, Embracing Communi-
ties.” JCLC 2012 brought together attendees to explore, to learn, 
and to share experiences and stories about library diversity. 
In this article, we will provide highlights of our conference 
presentation and discuss ways to continue support of library 
diversity activities. 

At JCLC 2012, we presented on a panel entitled “Getting To-
gether to Go Forward: The Lessons of Diversity Initiatives and 
How to Implement Them at Your Library.” Along withEdwin 
M. Maxwell, and Louis Muñoz Jr., we spoke about experiences 
as participants in library diversity programming. We and our 
fellow panelists came from various library diversity initiatives 
such as: Public Urban Library Service Education (PULSE), 
IRDW, Purdue University Libraries Fellowship, American 
Library Association’s (ALA) Spectrum Program, and the Mul-
ticultural Internship Program (MIP). 

The first part of the session entailed giving the audience a 
summary of the mission and goals of our respective programs. 
We spoke about the components of each program, such as 
mentoring activities, funding, and other program activities. 
Each presenter gave a brief historical synopsis that included 
program start date, program duration, development and ad-
ministration, and program persistence. We addressed whether 
there were challenges within these programs, and provided 
insight into other program participants’ suggestions for im-
provement, and what the programs are doing well.

The second part of the session consisted of breakout discus-
sion groups in which panelists and attendees shared ideas and 
strategies for fostering and promoting library diversity. The 
session concluded with summary reports from each group and 
a gallery walk to look at the posted group discussion notes and 
share any additional thoughts or comments.

The four group discussion topics were:

• Group 1: “Design It.” If you were to design and imple-
ment your own library diversity program, what would 
it encompass?

• Group 2: “Pitch It.” How would you sell your library 
diversity ideas to management, administration, and 
potential funders?
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• Group 3: “Keep It Going.” What would be the best ways 
to recruit, develop, and retain diverse librarian staff?

• Group 4: “Grow It.” How do we promote library diver-
sity throughout all job titles and stages of the librar-
ian profession, through legacy building and succession 
planning?

Presenting at JCLC 2012 afforded the opportunity for the 
group, not only to share our experiences in diversity programs, 
but also to embrace new ideas about design, implementation, 
and promotion of diversity through discussion. 

Key points from the session:

• Stay connected
• Network and collaborate with colleagues
• Recruit from the community, schools, and library staff
• Publish and disseminate data and information about 

library diversity initiatives widely
• Find mentors or serve as a mentor

A diversity wiki was created in order to share and continue 
the conversation after the session and conference. The presen-
tation slides from the session and discussion notes are available 
on the library diversity wiki at http://bit.ly/librarydiversity. 

The library diversity wiki also contains:

• a library diversity programs survey for those who are or 
were participants in library diversity initiatives (Share 
your experiences with us.)

• a growing list of library diversity programs (There are 
many library diversity programs in the profession. Let’s 
work together to compile a comprehensive list of library 
diversity programs. Please contribute to the list.)

We’re not in Kansas City anymore, but let’s keep getting to-
gether to go forward and continue the conversations at http://
bit.ly/librarydiversity.
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In ThIs Issue

This issue of Synergy: News from ARL Diversity Programs has a focus on science and 
technology. Three articles discuss issues that are germane to scientific and technological 
constituencies in research-intensive environments, and to the work of managing information 
and resources in libraries.

2010 ARL CEP Fellow, Eugenia Kim, recounts her experience working as an intern, providing 
support for the Data Curation Profiles (DCP) project led by the Purdue University Libraries. 
Kim then transitioned into a professional position at Purdue where she did extensive research 
around data needs of instructional faculty, as well as developing resources for Purdue 
librarians who were charged with supporting those research and data needs.

Kiyomi Deards, 2009 ARL Diversity Scholar, provides an update on ARL efforts to recruit 
students from diverse backgrounds into science and technology roles in academic and 
research libraries. Deards advocates for increasing library diversity in science, technology, 
engineering, and mathematics domains in order to better reflect evolving demographics 
of those student constituencies in higher education, as well as in response to increasing 
international student populations in US colleges and universities.

Last, former LCDP Fellow, Steve Adams, discusses a relatively new but important area 
of practice and inquiry—the Science of Team Science—and how librarians can and should 
insinuate themselves into the research process and be vital members of scientific research 
teams. Adams’ experience at an International Science of Team Science conference ignited 
his interest in seeing more library and information professionals engaged in this work and 
represented on national and international levels.

I’m certain you will enjoy reading these three articles on topics of emerging interest and that 
make the case for the value that library and information professionals bring to organizations 
that are research intensive. For more information about ARL Diversity Programs, please visit:

www.arl.org/diversity/

Mark A. Puente
Director of Diversity and Leadership Programs
mpuente@arl.org
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About the ARL Diversity Programs

The ARL InItIAtIve to RecRuIt A DIveRse WoRkfoRce, funded by the Institute of Mu-
seum and Library Services and ARL member libraries, offers a stipend of up to $10,000 
to each ARL Diversity Scholar in support of graduate library and information sci-
ence education. ARL Diversity Scholars participate in the annual ARL Leadership 
Symposium, a research library visit hosted by the Purdue University Libraries, and 
a mentoring relationship with a research library professional. For more information 
about the Initiative to Recruit a Diverse Workforce, visit www.arl.org/diversity/init/.

The ARL/MusIc LIbRARy AssocIAtIon (MLA) DIveRsIty AnD IncLusIon InItIAtIve, 
funded by the Institute of Museum and Library Services (IMLS), MLA, and ARL 
member libraries, seeks to recruit diverse students with advanced degrees in music to 
careers in academic and research libraries. The program offers tuition support and a 
paid internship for up to one year in one of five partner music/research libraries. Other 
components of the ARL/MLA DII include a formal mentor program and support to at-
tend the MLA annual conference where participants will receive specialized instruction 
in the areas of career development and effective job search strategies. More informa-
tion about the program can be found at: http://www.arl.org/diversity/arl-mla-dii/.

The ARL cAReeR enhAnceMent PRogRAM (ceP), funded by the Institute of Museum 
and Library Services (IMLS) and ARL member libraries, offers MLIS graduate stu-
dents from underrepresented groups an opportunity to jump-start their careers in 
research libraries by providing a robust internship experience in an ARL member 
library. Each CEP fellow participates in a six- to twelve-week paid internship in an 
ARL library, a mentoring relationship with a professional librarian while on cam-
pus for the internship, and an opportunity to attend the annual ARL Leadership 
Symposium during the American Library Association (ALA) Midwinter Meeting. 
There is also potential for academic credit for the practical intern. For more informa-
tion about the ARL Career Enhancement Program, visit www.arl.org/diversity/cep/.

The ARL LeADeRshIP AnD cAReeR DeveLoPMent PRogRAM (LcDP) is an 18-month 
program to prepare midcareer librarians from underrepresented racial and ethnic 
groups to take on increasingly demanding leadership roles in ARL libraries. The 
LCDP design includes: two LCDP Institutes, an opening and closing event held in 
conjunction with national professional meetings, a career-coaching relationship with 
an ARL library director or staff member, and a personalized visit to an ARL member 
library. For more information about the LCDP, visit www. arl.org/diversity/lcdp/.

Mark A. Puente is the 
Director of Diversity 
Programs for the Association 
of Research Libraries (ARL), 
a position he has held since 
March 2009.  Puente came to 
ARL from the University of 
Illinois at Urbana-Champaign 
where he was Coordinator of 
Digital Projects and Special/
Gift Collections for the Music 
and Performing Arts Library.

Synergy: News from ARL Diversity Programs is a forum in which to share information about programs and 

opportunities centered on careers in research libraries. 
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Eugenia Kim holds an MS in 
Information Science from the 
University at Albany, SUNY and a 
BS in Electronic Media, Arts, and 
Communication from Rensselaer 
Polytechnic Institute. Her primary 
research interest is in digital dance 
preservation. She was a 2010 ARL 
Career Enhancement Program 
Fellow, a 2011 REACH21 scholarship 
recipient for the Spectrum 
Leadership Institute (ALA), an 
ASIS&T 2011 New Leaders awardee, 
and the 2010–2012 webmaster for 
SIG DL. As a visiting Data Services 
Specialist at Purdue University 
Libraries, she provided support to 
subject librarians by helping them 
engage in data-related services 
such as writing data management 
plans, assessing data needs of 
faculty researchers, and providing 
presentation materials on data 
resources. She also participated 
in the ARL e-Science Institute as a 
member of the Purdue team.

Data Inreach: Building and Maintaining an 
Infrastructure to Support Data Curation

“What is data curation?” These were the first words out of 
my mouth when I read an email from Mark A. Puente, ARL 
Director of Diversity and Leadership Programs, announc-
ing that the Purdue University Libraries was looking for an 
intern. A grant from the Institute for Museum and Library 
Services (IMLS) funded the position and Scott Brandt, As-
sociate Dean for Research, and Jake Carlson, Data Services 
Specialist, co-led the project with a focus on developing the 
website and workshop for the Data Curation Profiles project 
(DCP).1 Although I was familiar with creating websites, the 
term “data curation” had never been mentioned in any of 
my classes or by any librarians with whom I had spoken.

The posting came out while I was serving my internship 
at Columbia University as an ARL Career Enhancement 

Program (CEP) Fellow. As such, I immediately turned to 
the very knowledgeable colleagues in my department to ask 
their opinions about “data curation.” Of all the comments, 
the one I remember most was “Data curation is likely going 
to be a major future trend.” I truly respect the people that I 
worked with that summer, and their viewpoints on the value 
of data curation motivated me to apply for the position. It 
also helped that Purdue had a strong relationship with the 
ARL Diversity Programs; my friends in the 2009–2011 class 
of ARL Diversity Scholars spoke highly of their visit to the 
campus. I interviewed via Skype from China in August and 
started the remote internship in September. Admittedly, 
this was an unusual arrangement but it was certainly rep-
resentative of Purdue’s innovative approach to librarianship.

The internship consisted of two main projects: to create 
an annotated bibliography of data curation literature and 
to configure the Data Curation Profiles (DCP) website. The 
very nature of the DCP Toolkit is that it is a resource for li-
brarians in assessing data needs rather than a direct service 
for faculty. As such, my projects were focused on helping 
other librarians learn about data curation rather than the 
actual act of curation. After the internship was over, Jake 
and I co-authored a poster for the 2011 University of Massa-
chusetts and New England Librarian e-Science Symposium 
titled “Demystifying the Data Interview.” The content was 
inspired by the varying definitions of data curation termi-
nology that I encountered while writing the bibliography. 
Despite its simple nature, it ended up being popular with 
multiple audiences and downloaded regularly from the e-
Scholarship@UMMS and Purdue e-Pubs repositories. As of 
April 9, 2012, there was a combined total of 273 downloads. 

In 2011, I applied to and joined the Purdue Libraries as a 
Visiting Assistant Professor of Library Science and Data Ser-
vices Specialist after an intense national search. I was fortu-
nate enough to continue working with Scott and Jake as they 
have very liberal and broad perspectives on data curation. 
Although I shared the same title as Jake, we had very differ-
ent specializations within the Libraries. From the beginning 
I spent most of my time interviewing other library faculty 
about their data support needs and contributing as a team 
member for the ARL e-Science Institute while Jake continued 
to develop tools and conduct research on data-related topics.

Looking back, it seems that I was destined to work in what I 
call “internal outreach” from the beginning. In Issue 7 of Syn-
ergy, all three authors discuss their experiences working with 
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researchers to address their data needs. Before an institution 
can reach that point, however, there must be buy-in and coop-
eration of their library personnel in order to make a data cura-
tion program successful. This may require assessing what data 
services support that librarians need, educational activities to 
prepare staff for data curation activities, or simply clarifying 
the strategic data goals of the institution. Whatever the specific 
needs may be, a data librarian needs to be able to communicate 
and collaborate with colleagues in order to successfully create a 
streamlined system for providing data services. As such, these 
interactions contribute to an approach for internal outreach.

At Purdue, there is a “triangle” relationship, of sorts, between 
the departmental faculty, subject liaison librarians, and the 
research department, which includes the Data Services Spe-
cialists. This relationship is grounded in the fact that subject 
liaisons already have established relationships with and back-
ground knowledge about the faculty, but that they may also 
need support for data reference consulting. Subject liaisons 
may also partner with research department members for more 
in-depth projects with faculty researchers. Meanwhile, the re-
search department also conducts investigations of data resourc-
es for librarians both within and external to Purdue. These 
include the DCPs, Databib,2 and institutional collaborations 
such as the Purdue University Research Repository (PURR),3 
which was built in partnership with the Office for Vice Presi-
dent of Research and Information Technology at Purdue (ITaP). 

With all of this activity, it is very easy to drop lines of com-
munication and lose track of who needs to be involved at which 
times. A good example of this was the construction of our 
e-Science Strategic Agenda as part of the ARL e-Science In-
stitute exercises. Each institution in the Institute was given 
freedom to determine how they carried out their activities. In 
the case of Purdue, it was very important that all the librar-
ians and related personnel understood what the agenda was 
about since it would ultimately impact them. We were very 
fortunate that our Dean of Libraries, James Mullins, was on 
the steering committee for the e-Science Institute and therefore 
supportive of our plans for maintaining internal commu-
nication. Over the course of eight months, we sent out open 
invitations to view the informational webcasts, held brown 
bag presentations on the latest progress of the agenda, asked 
library administrators to help with brainstorming solutions, 
and solicited volunteers to help carry out parts of the Agenda.

Another large initiative I worked on was the “Listen-Focus-
Initiate” project. This consisted of a series of meetings and 

discussions with librarians across all subjects to understand 
the common and disparate data support needs of each divi-
sion (Health and Life Sciences; Humanities, Social Sciences, 
Economics and Business; Physical Sciences, Engineering and 
Technology). By directly interacting with each division, the 
research department was able to get a fuller picture of what 
day-to-day data activities are taking place and how to develop 
and provide better data services. Some of the benefits of this 
project have been a re-definition of our data services model as 
well as providing resources for librarians such as presentation 
slides on resources such as PURR. Other outcomes include 
showing a series of Digital Archives Specialist webinars from 
the Society of American Archivists on topics such as metadata.

Oddly enough, internal outreach activities can sometimes 
help meet external outreach goals. When I arrived at Purdue, 
there were no webpages that helped to differentiate between 
the research department and data services, and the Distributed 
Data Curation Center (D2C2)4 website needed updating. As 
a result, there was internal confusion as to the relationship 
between the three entities. I produced three new web pres-
ences for each entity clearly identifying the different objec-
tives. Because the websites are all public, librarians could point 
their users and external colleagues to these resources as well.

When developing data policy and services, it is easy 
to get caught up in cultivating administration and faculty 
relationships without maintaining internal communica-
tions within the libraries. For institutions with only a sin-
gle or few data librarians, collective belief in data services 
as part of the libraries identity and “training the trainer” 
can be very helpful. For the library community, maintain-
ing open dialogue between different institutions can lead 
to improved practices. Whatever the scope, it is important 
to remember that data curation cannot take place in an in-
stitution if all the relevant librarians are not informed nor 
prepared to engage in it; that is where “inreach” comes in.

Endnotes

1. “Data Profiles Tool Kit.” Purdue University Libraries. 
Accessed June 13, 2012. 

 http://www.datacurationprofiles.org/
 2. “Databib.” Purdue University Libraries and Penn State. 

Accessed June 13, 2012. http://databib.lib.purdue.edu/
3. “Purdue University Research Repository.” Purdue 

University. 2011. https://research.hub.purdue.edu/
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4. “Distributed Data Curation Center.” Purdue University 
Libraries. 2012. http://d2c2.lib.purdue.edu/ 

Kiyomi Deards has been 
an Assistant Professor with 
the University Libraries at 
the University of Nebraska-
Lincoln since 2010. She is the 
subject librarian for Chemistry, 
Biochemistry, Physics, and 
Astronomy. She serves on the 
University Judicial Board, the ALA 
NMRT mentoring committee, the 
ACRL 2013 volunteers committee, 
and UNL’s data curation committee. 
She has presented at ALA, ACRL, 
and Science Online on a variety 
of topics including developing 
communities of practice, data 
discoverability, and marketing 
open access repositories.

Changing the Way We Think: Diversity to 
Drive Scientific Innovation

As a profession we affirm that librarians should reflect the di-
versity of the communities we serve, and, over the past fifteen 
years, faculty and students of color within university science 
and technology departments have steadily increased. These 
changes demonstrate the need for increasing the diversity of 
science librarians. Scientific diversity has accelerated due to: 
increased connectivity and collaboration between researchers, 
rapid worldwide communication of groundbreaking research, 
and the creation and analysis of big data sets. Science and 
technology are crucial for maintaining global competitive-
ness creating an increased need for research support. Librar-
ians offer many relevant services including: bioinformatics, 
data visualization, metadata creation, information manage-
ment, data management both physical and virtual, literature 
research and citation management, and fact checking. As 
demand for these skills has increased so has the demand 
for information professionals with science backgrounds.

Government and private organizations prioritized maximiz-
ing diversity on the theory that the more different points of 
view considered the more accurate the final conclusions will 
be. Some of the funding available to promote diversity and 
the success of minority groups in the sciences appear on the 
list of “Funding Opportunities for Women and Minorities” 
compiled by the University of California, Berkeley, Office of 
Special Projects.1 In spite of these efforts, some science and 
technology departments still have one or fewer faculty of col-
or.2 Depending on the discipline other departments may have 
~50% faculty of color but only one or two token female faculty. 
As such, women are considered a minority within the science 
and technology communities. The extent to which women 
are minorities varies by discipline, however, even in fields 
with a high number of female scientists, compensation and 
career advancement severely lags behind male counterparts. 

To meet goals for increased enrollment universities are ag-
gressively recruiting foreign students from Asia and India; this 
is especially true in the sciences. This trend is reflected in some 
departments with graduate student populations with approxi-
mately fifty percent of recruits in students of color. The Na-
tional Science Foundation projects that by 2019, minorities will 
make up 42% of science and engineering postsecondary enroll-
ment.3 These numbers are somewhat deceptive because much 
of the growth is not from underrepresented groups in the Unit-
ed States, but from the recruitment of foreign students. Accord-
ingly, the need to engage students who are not only students 
of color, but who may also be from a foreign country, is clear.

The Association of Research Libraries’ ARL Annual Sal-
ary Survey 2010–2011 reports that there are 1229 individu-
als working either as subject or computer systems specialists 
in member libraries within the United States, not including 
professionals in law and medical libraries.4 Approximately 
17% or 213 from this group are members of an ethnic minor-
ity.5 No minority statistics are available for Canadian ARL 
libraries. Even if we assumed that all of these individu-
als worked in science and technology, it’s clear to see that 
we don’t reflect the ethnicities of our student populations.

Through the Initiative to Recruit a Diverse Workforce 
(IRDW), ARL has been contributing to the recruitment of li-
brarians of color with backgrounds in science, technology, 
engineering, and mathematics (STEM) fields since 2006.6 
Eight of the twelve members of the 2011–2013 IRDW cohort 
have STEM backgrounds ranging from physics to bioinfor-
matics. Part of the funding for cohorts starting in 2006 was 
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Endnotes

1. “Funding Opportunities for Women and Minorities”, 
Sponsored Projects Office, University of California, Berkeley. 
Accessed May 10, 2012, http://www.spo.berkeley.edu/
Fund/womenminority.html

2. Lee, Danielle N, Twitter post, April 26, 2012, 2:38 p.m., 
http://twitter.com/DNLee5

3. “Higher Education in Science and Engineering.” National 
Science Foundation; “Science and Engineering Indicators 
2012.” accessed May 10 2012, http://www.nsf.gov/
statistics/seind12/c2/c2h.htm

4. Kyrillidou, Martha, and Shaneka Morris. ARL Annual 
Salary Survey 2010–2011. Washington DC: Association of 
Research Libraries, 2011. http://www.arl.org/news/pr/
ARL-SS-1011-20dec11.shtml

5. Ibid.
6. “Initiative to Recruit a Diverse Workforce (IRDW) 

Highlights.” Association of Research Libraries; “Diversity 
Programs.” last modified May 11 2012.

7. Beck, Donna M., and Rachel Callison. “Becoming a 
Science Librarian: Accident, Serendipity, or Purposeful 
Plan?” Science & Technology Libraries 27, no 1 (2006): 71–98. 

8. Tchangalova, Nedelina. “Jumping onto the Bandwagon: 
New Librarians Navigating the Science/Technology 
Librarianship.” Electronic Journal of Academic and Special 
Librarianship 10, no. 3. (2009). Accessed May 10, 2012. 

9. Walker, Shannon. “Career Motivations of the Scientist-
Turned-Librarian: A Secondary Analysis of WILIS Data.” 
Issues in Science and Technology Librarianship 64 (2011). 
Accessed May 15 2012. DOI: 10.5062/F4MS3QNZ.

Recommended Readings

“Expanding Sci-Tech Librarianship Beyond the Core Duties.” 
Special Library Association; Science and Technology 
Division; “Bill Jacobs and the Sci Tech PR Committee,” http://
scitech.sla.org/pr-committee/beyond-the-core-duties/

Committee on Underrepresented Groups and the Expansion 
of the Science and Engineering Workforce Pipeline; 
Committee on Science, Engineering, and Public Policy; 
Policy and Global Affairs; National Academy of Sciences, 
National Academy of Engineering, and Institute of Medicine. 

specifically earmarked for recruiting librarians with STEM 
backgrounds. The 2006, 2007, 2008, 2009, 2010, 2011 cohorts 
recruited seven, eleven, eight, twelve, and eight librarians 
respectively with degrees in STEM fields for a total of forty-
six librarians in a six-year period. Librarians recruited during 
this period without a science or technology background were 
required to take a course in science and technology resources.

In a 2005 survey of currently employed science librarians 
by Beck and Callison, 70% of the thirty-five respondents had 
taken a course in science/technology resources.7 While 70% 
also agreed or strongly agreed that a science degree was im-
portant to their work, the willingness to learn and provide 
help stood out as key character traits. This knowledge of sci-
ence and technology resources is facilitated in the IRDW pro-
gram requirements. The completion of a course in science 
and technology resources is key to introducing library school 
students without a science background to the terminology 
and philosophy of the sciences and is one way to increase 
the number of potential science and technology librarians.8 

ARL’s IRDW can be viewed as a vital first step to the re-
cruitment and retention of science librarians of color by 
providing a support system that stays with library school 
students from the moment of acceptance into an IRDW co-
hort, through job placement and, subsequently, as emerging 
professionals. The mentoring, both formal and informal, and 
the ever-broadening community of practice made up of par-
ticipants from ARL’s diversity initiatives provide mentoring, 
opportunities for success, collaboration, and career devel-
opment. These components also demonstrate ARL’s com-
mitment to diversifying the professional library workforce.

Demand for science and technology librarians will 
only increase as big data, bioinformatics, and chemino-
formatics become increasingly vital to researchers. Re-
cruiting librarians of color with science and technology 
backgrounds, or those willing to take courses in these ar-
eas, will ensure a strong, diverse pool of candidates eli-
gible to apply for science and technology-based positions.9 

Job titles and duties may change, but the core work of 
managing and providing access to scientific informa-
tion, regardless of format, will remain the same. Through 
concerted recruitment and retention efforts the number 
of trained science and technology librarians will grow 
while, at the same time, increasing diversity in librar-
ies to better reflect and enhance the communities served. 
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(2003–2011) and Interim 
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Exploring Roles for Librarians in the “Science 
of Team Science”

As academic librarians and their professional associations 
work to assess and respond to new and developing insti-
tutional roles, there is also a need to track national and in-
ternational trends that may mirror or forecast local trends. 
The Science of Team Science (SciTS) is a new field of inqui-

ry that is steadily gaining momentum locally, nationally, 
and internationally. This article provides background in-
formation on SciTS, explains how this field and librarian-
ship are interwoven, and makes a case for why librarians 
should follow and contribute to this new area of research. 

Background

Many of the major scientific and medical quandaries of today 
(cancer, AIDS, climate change, sustainability, etc.) demand that 
researchers collaborate across disciplinary, professional, and 
institutional boundaries. The National Science Foundation 
(NSF), the National Institutes of Health (NIH), and other agen-
cies, both public and private, are rewarding cross-institutional 
and cross-disciplinary collaborative research when evaluating 
grant applications.1, 2 As a result, the expectations of campus 
administrators are changing and a culture shift is underway. 
This transformation is presenting challenges to research in-
stitutions. Scientists are now expected to collaborate in ways 
that are not always familiar or comfortable to them, however, 
tenure and promotion criteria have not yet evolved to account 
for faculty contributions to team research efforts and large-
scale collaborative discoveries.3, 4 As a result, choosing a team-
based approach to research can be perceived as a riskier choice 
for some junior scientists than for those who are tenured and 
well-established.5 These and numerous other barriers must 
be addressed as scientists are asked to expand beyond the 
traditional single-investigator approach to scientific research.

To help bridge the gap between these new expectations and 
more traditional modes of research and dissemination, and 
increase the efficiency and productivity of research groups, a 
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by library and information science (LIS) faculty and librarians, 
cited information science literature, or relied on systems that 
are purchased and maintained by libraries (e.g., Web of Science, 
Scopus). SciTS scholars analyzed bibliometric indicators (e.g., 
impact factors and citation data) to assess the impact and effec-
tiveness of scientific teams and cross-disciplinary collaborative 
research. Meanwhile, information scientists are collaborating 
with publishers and scientists on local and national research 
networking systems that assist scientists in finding collabora-
tors, both within and across disciplines. Examples of these 
include Cornell University Library’s VIVO, Elsevier’s SciVal 
Experts, and CTSA’s Direct2Experts. These systems use linked 
open data, a hot topic at library conferences and seminars. 

At the end of the conference, it was clear that librar-
ians and the SciTS have overlapping interests and skills. It 
was fascinating to hear non-librarian scientists and schol-
ars, however unintentionally, make the case and express 
the need for initiatives that library deans and other ad-
vocates have been promoting for more than a decade. 

There are multiple points of entry for librarians who find 
SciTS of interest. We can join team-based projects in this cross-
disciplinary field, develop initiatives to support team-based re-
search on or between our campuses, or, as Rick Luce suggests, 
work as embedded “Informationists” on research teams.15 

The Challenge

A final observation from the conference, the motivation for 
writing this article, is that there were discussions taking place 
that would have benefitted from a more extensive librarian 
presence. Although librarians possess expertise important 
to the SciTS field, few were present and even fewer were 
presenting or playing an active role beyond poster presenta-
tions. Spaces like the SciTS conference provide opportuni-
ties for librarians to broaden our influence. A committee of 
SciTS leaders plans this conference and their objective is to 
highlight research they feel is most groundbreaking. In or-
der for librarians to get invited to participate more fully in 
these important conversations we will have to be more active 
in this community and produce SciTS research that attracts 
attention beyond traditional venues for library scholarship.

However, as Garritanno and Carlson observed about subject 
librarians providing data services or working on e-Science 
initiatives, capacity-building and training will be necessary 

new field of study has evolved: “The Science of Team Science.” 
One seminal article defines SciTS as “an emerging research 
field gaining traction to provide evidence-based guidance 
about effective practices for team science for practitioners and 
funders.”6 Another team of authors frames SciTS as follows: 

The emerging field of the science of team science draws 
together diverse disciplines to better understand and in-
form the collaborative processes and outcomes of team 
science. Team science can be conducted within a single, 
focused discipline, or can span different disciplines.7

SciTS truly reflects the cross-disciplinarity espoused in this 
definition. This field includes the work of scholars from the 
natural and physical sciences, engineering and technical sci-
ences, and the behavioral and social sciences, including: medi-
cine, communication studies, sociology, international affairs, 
public policy, computer science, business management and 
leadership, information science, and numerous others fields. 

Enter the Librarian

Librarians and their professional associations have been work-
ing diligently to ensure that libraries remain relevant within 
the milieu of rapid change and disruptive technologies.8 This 
has resulted in a proliferation of initiatives and publications 
promoting collaboration with campus groups, scholarly com-
munication reform, open access to publicly funded research, 
institutional repositories, and e-Science/cyberinfrastructure 
projects.9-12 Librarians are developing, implementing and as-
sessing strategies for reinventing the profession and build-
ing linkages to and between groups with mutual interests.13

The leadership at Northwestern University Library 
(NUL) has made collaboration with faculty and cam-
pus leaders a top priority and librarians are encouraged 
to participate in “communities of practice” on campus. 
Hence, I was asked to attend the 3rd International Science 
of Team Science Conference an event sponsored by North-
western’s Clinical and Translational Science Institute.14

My first observation from this event was that many panel, 
poster, and session topics were related to e-science and re-
search networking tools (such as SciVal Experts, VIVO, Sym-
plectic, etc.) It was also striking that the “measurement and 
evaluation of team science” conference track included work 
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before many librarians are able to participate in projects as full 
partners with science faculty.16 Anna Gold has made similar ap-
plicable observations about data librarians and suggested that:

…data librarians will need to forge embedded working 
relationships with research teams, rather than work-
ing through more distal relationships with faculty that 
are common in larger university research libraries.17

The charge to make an impact in new contexts challenges 
traditional science librarians. Library administrators are also 
under pressure to hire and develop employees who can help 
broaden the library’s reach on campus and beyond, which is 
not an easy or straightforward task. However, it is important 
to remember that this era of collaborative science is difficult 
for all involved (deans, faculty, graduate students, granting 
agencies, etc.) Like our colleagues, we will have to be agile and 
proactive about developing our expertise and sharing it via 
collaborative exchange. I believe the Science of Team Science 
is ripe for the contribution of our profession and that our in-
creased participation will be mutually beneficial to our fields.
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Call for Applications

ARL/Music Library Association Diversity and Inclusion Initiative

Overview

Librarians from racial and ethnic minority backgrounds are underrepresented within the field of music and 
performing arts librarianship.

With funding from the Institute of Museum and Library Services (IMLS), the Association of Research Libraries 
(ARL)/Music Library Association (MLA) Diversity and Inclusion Initiative (DII) seeks to address the growing 
need for professional staff in music and performing arts libraries who better reflect evolving demographics of 
students and faculty in music and performing arts higher education.

ARL and MLA—along with partner libraries including the University at Buffalo, SUNY; University of California, 
Los Angeles; University of Illinois at Urbana-Champaign; University of North Texas; and University of 
Pittsburgh—seek to recruit students from traditionally underrepresented racial and ethnic minority groups to 
participate in this three-year program. The goal of the ARL/MLA DII is to create a diverse and well-qualified 
cohort of new LIS professionals equipped with skills, knowledge, and abilities to address the transformative 
professional roles in music and performing arts libraries in the 21st century.

The ARL/MLA DII provides generous financial support for minority candidates to pursue the master’s in library 
and information science degree while gaining valuable, “hands-on” experience in a large academic music library 
environment. Through programmatic activity, participants will receive additional support to ensure a successful 
transition into the professional LIS workforce. As Marianne I. Gaunt, Vice President for Information Services 
and University Librarian, Rutgers University, and member of the ARL Committee on Diversity and Leadership, 
noted, “It’s a great collaboration in an important area. There is so much creative work happening in music and 
the performing arts that we need a well-prepared, diverse cadre of librarians ready to enhance library services 
for this community!”

For additional information about the DII and links to the application form, please see:

http://www.arl.org/diversity/arl-mla-dii/
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In ThIs Issue

The theme of this issue of Synergy: News from ARL Diversity Programs is “transitions”. 
Whether transitioning from student to professional or from one position of leadership to 
another, one will always encounter challenges and opportunities that are unexpected and 
that can reshape one’s view of self and of the profession. The issue concludes with a call 
for applications for the newest diversity recruitment initiative administered by ARL and 
funded by a generous grant from the Institute of Museum and Library Service (IMLS). This 
partnership between ARL, the Music Library Association (MLA), and five partner ARL 
member libraries seeks to recruit students from traditionally underrepresented ethnic and 
racial minority groups into music and performing arts librarianship.

Three former ARL Diversity programs participants offer their reflections on what it’s like 
to transition from one setting to another within the library and information profession, and 
how their experiences in ARL programs informed their thinking and behaviors as they 
made those transitions. Denise Stephens is a graduate of the “inaugural” class of the ARL 
Leadership and Development Program (LCDP) and currently University Librarian at the 
University of California, Santa Barbara (UCSB) Libraries. Stephens offers her thoughts on the 
impact of the LCDP training on her trajectory, particularly from the perspective of one who 
left the profession, temporarily, only to find herself returning to a leadership position in an 
ARL library.

Yale Law Librarian, Teresa Miguel, (ARL Diversity Scholar 2004–2006) offers sagacious words 
to anyone—even the neophyte librarian—interested in pursuing a management position in a 
library about how to start positioning oneself to make a transition to leadership even early in 
one’s career. Miguel offers practical advice on effective behaviors for accomplishing this goal, 
and offers insight on how one can be a leader at any level of an organization.

Finally, 2010 Career Enhancement Program (CEP) Fellow Brian Leaf recounts his experience 
of transitioning from being a student into a professional role in an ARL library. He offers 
reflections on a ‘reality check’ that he encountered rather early into his five-month tenure 
at the Ohio State University Libraries and lessons learned regarding managing his own 
expectations with respect to this transition.

I hope you will enjoy reading the three articles from these former participants of ARL 
Diversity Programs. For more information about ARL Diversity Programs, please visit:

www.arl.org/diversity/

Mark A. Puente
Director of Diversity Programs
mpuente@arl.org
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About the ARL Diversity Programs

The ARL InItIAtIve to RecRuIt A DIveRse WoRkfoRce, funded by the Institute of Mu-
seum and Library Services and ARL member libraries, offers a stipend of up to $10,000 
to each ARL Diversity Scholar in support of graduate library and information sci-
ence education. ARL Diversity Scholars participate in the annual ARL Leadership 
Symposium, a research library visit hosted by the Purdue University Libraries, and 
a mentoring relationship with a research library professional. For more information 
about the Initiative to Recruit a Diverse Workforce, visit www.arl.org/diversity/init/.

The ARL/MusIc LIbRARy AssocIAtIon (MLA) DIveRsIty AnD IncLusIon InItIAtIve, 
funded by the Institute of Museum and Library Services (IMLS), MLA, and ARL 
member libraries, seeks to recruit diverse students with advanced degrees in music 
to careers in academic and research libraries. The program offers tuition support and 
a paid internship for up to one year in one of five partner music/research libraries. 
Other components of the ARL/MLA DII include a formal mentor program and sup-
port to attend the MLA annual conference where participants will receive specialized 
instruction in the areas of career development and effective job search strategies. More 
information about the program is forthcoming, but an announcement concerning the 
IMLS award can be found at: www.arl.org/news/pr/ARL-MLA-DII22june11.shtml.

The ARL cAReeR enhAnceMent PRogRAM (ceP), funded by the Institute of Museum 
and Library Services (IMLS) and ARL member libraries, offers MLIS graduate stu-
dents from underrepresented groups an opportunity to jump-start their careers in 
research libraries by providing a robust internship experience in an ARL member 
library. Each CEP fellow participates in a six- to twelve-week paid internship in an 
ARL library, a mentoring relationship with a professional librarian while on cam-
pus for the internship, and an opportunity to attend the annual ARL Leadership 
Symposium during the American Library Association (ALA) Midwinter Meeting. 
There is also potential for academic credit for the practical intern. For more informa-
tion about the ARL Career Enhancement Program, visit www.arl.org/diversity/cep/.

The ARL LeADeRshIP AnD cAReeR DeveLoPMent PRogRAM (LcDP) is an 18-month 
program to prepare midcareer librarians from underrepresented racial and ethnic 
groups to take on increasingly demanding leadership roles in ARL libraries. The 
LCDP design includes: two LCDP Institutes, an opening and closing event held in 
conjunction with national professional meetings, a career-coaching relationship with 
an ARL library director or staff member, and a personalized visit to an ARL member 
library. For more information about the LCDP, visit www. arl.org/diversity/lcdp/.

Mark A. Puente is the 
Director of Diversity 
Programs for the Association 
of Research Libraries (ARL), 
a position he has held since 
March 2009.  Puente came to 
ARL from the University of 
Illinois at Urbana-Champaign 
where he was Coordinator of 
Digital Projects and Special/
Gift Collections for the Music 
and Performing Arts Library.

Synergy: News from ARL Diversity Programs was first published in 2007 as a forum in which 

to share information about programs and opportunities centered on careers in research l ibraries. 

2

syneRgy: news fRom ARL DIveRsITy PRogRAms



Denise Stephens is University 
Librarian at the University of California-
Santa Barbara. She holds an MLS from 
the University of Oklahoma School of 
Library and Information Studies and 
is a member of the inaugural ARL 
Leadership and Career Development 
(LCDP) class. Her background includes 
a number of library and IT leadership 
roles. Her interests include digital 
library and services development, 
organizational development, change 
leadership, and program assessment.

The Impact of LCDP                                            

Evaluating the impact of participation in the ARL Leadership 
and Career Development Program (LCDP) on transitions 
into leader roles inspires some thought about the program’s 
influence on the personal transition into leader. The first LCDP 
cohort (1998–1999) was a class of fellow travelers unsure of 
how or whether the program would shape our futures. We 
engaged leadership as a framework for personal development. 
For me, the outcome was transformational. Through the LCDP 
experience, I discovered my own leader identity and path for 
growth. Transitioning into particularly challenging leading 
roles in the years since LCDP, I reflect on the leadership is-
sues and concepts introduced as a result of participation in 
the program. Two notable leader role transitions demonstrate 
the program’s influence on my personal journey in research 
library organizations. In one case, the transition was unantici-
pated—the result of organizational emergency. In the second 
case, the transition to library leadership came after a circuitous 
route through campus administration. Both experiences pre-
sented significant high-level contexts for the practice of lead-
ership shaped by a growing LCDP-initiated knowledge base.

Walking Across the Leadership Threshold

My initial transition in association with LCDP was to an 
awareness of my own capacity for, and commitment to, leader-
ship. Five years after earning the MLS degree at the University 
of Oklahoma in 1993, I was very active in library activities and 
benefitted from numerous growth opportunities at the Uni-

versity of Virginia. I was restless and wanted to broaden my 
professional portfolio. I wanted to play a more significant role 
in the library and advised the University Librarian of this am-
bition. Having taken interest in me as protégé, Karin Witten-
borg’s advice that “you need to do this” was encouraging and 
timely. With little more than interest in leading in some way and 
a sense of adventure, I agreed to compete for a position in the 
inaugural LCDP class. Prior to approaching the LCDP, I gravi-
tated into roles allowing for some degree of influence—primar-
ily committee and program development roles. However, I had 
not developed a coherent vision of myself as a leader, nor had 
specific leadership goals emerged in my thinking. In fact, until 
I began to reflect and draft the application package, I had not 
thought critically about the topic. By the time I completed the 
application letter, I was able to articulate a clear goal: I wanted 
more than to simply work in a research library. I wanted to 
make a difference by influencing the direction and impact of li-
braries in the academy. This was a transformative event for me 
because it confirmed my professional direction going forward.

Learning Leadership: Acquiring a Knowledge 
Base and Knowledge of Self

Grounded in theoretical principles and leadership thinkers of 
the late 20th Century, the LCDP guided individual development 
by uncovering personal leader traits; introducing strategic 
leadership tools; and providing organizational contexts for ap-
plying leader practice. Through various psychometric assess-
ments, I learned how personal preferences, decision styles, and 
personality types influence leadership style. Models of and 
approaches to change management, strategic planning, and 
organizational communication gave context to leadership chal-
lenges and navigation of complex organizational dynamics. 
Case studies allowed for integration of theory and reflection on 
the implications of leader behavior in relation to emotional in-
telligence, power, alliance building, and conflict management.

The learning was only a beginning. I realized there was 
much more to understand through experience and continued 
inquiry. For me, organizational leadership emerged as a subject 
of both informal and formal study, as well as some publica-
tion in the library literature. Primarily, the LCDP fueled my 
intentional transition to leadership and enabled professional 
advancement into the increasingly responsible leader roles that 
followed. As I prepared to move into senior library manage-
ment, I took these essential LCDP learning outcomes with me:
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• Leadership is intentional. Successful organizational 
outcomes are seldom accidental;

•	 Things change. People make transitions. Leaders un-
derstand the difference;

• Trust is essential to effective leadership. People trust 
people—not figureheads; and 

• Communicate. Communicate. Communicate again.

Transition to Unanticipated Leadership

Within three years of my LCDP experience, I joined Syracuse 
University as Associate University Librarian for Public Servic-
es. Having expanded the initial LCDP leadership knowledge 
base with additional developmental learning and considerable 
change management practice in a prior department head role, 
I was prepared engage this new opportunity. However, I was 
unexpectedly asked to step into the Acting University Librar-
ian role within 18 months due to the university librarian’s ill-
ness. His clear instruction to me was to “lead”—continuing an 
agenda of strategic planning and organizational restructuring. 
The program’s attention to leader strategy and principles for 
change leadership proved highly valuable in my approach to 
a sudden role shift. My challenge was to maintain strategic li-
brary momentum during a time of organizational uncertainty.

Collaborative leadership with the library administrative 
team and department heads ensured smooth operations. Main-
taining a calm and productive work environment required 
consistent and frequent leader communication concerning 
the state of the organization and about the ill university li-
brarian. Graham laid the foundation for confidence in my 
leadership with a heart-felt endorsement. However, the charge 
to lead—rather than to maintain station keeping—raised dis-
comfort among staff that saw active leadership as contrary 
to the role of an acting leader. Applying intentional leader-
ship in the face of such organizational stress involved focus-
ing on the imperative to establish strategic goals advancing 
the library now, not later. A unified leadership team com-
municating consistent messages and modeling an optimistic 
outlook helped to promote a future orientation throughout 
the library. Though disagreement about specifics existed, we 
promoted deliberate change through participatory planning. 
The New Century Library Initiative and associated struc-
tural changes occurred during this difficult time. Though 
the Initiative sought to facilitate future library innovation, its 
most important outcome may have been that of mobilizing 

and focusing organizational energy forward under potentially 
destabilizing circumstances. Lessons on shared leadership, 
personal leadership behavior, organizational communica-
tion, and team building carried from LCDP and strength-
ened in practice served as a strong platform for leadership.

Transition to New Library Leadership

After five years of senior university administration work as 
Vice Provost for Information Services and CIO at the Univer-
sity of Kansas, I recently returned to full-time research library 
leadership as University Librarian at the University of Califor-
nia, Santa Barbara (UCSB). This re-entry into library leadership 
has been influenced by the LCDP experience. Specifically, 
the role of personal assessment and reflection in leadership 
played a role in affirming a commitment to the library as a 
vehicle for advancing the academic mission. At this point in 
my career, growth comes from opportunities that facilitate in-
tegration of prior learning about leadership practice with rich 
real-world contexts. Three factors in the current UCSB environ-
ment make leading this library compelling: a highly talented 
and dedicated staff; knowledgeable and supportive university 
leadership; and unique opportunities for significant physical 
and organizational enhancement. With LCDP-inspired self-
knowledge, I know these institutional factors complement my 
preference for originating and conceptualizing collaborative 
approaches and innovations. Encouraged by partners and pros-
pects, I am optimistic about our shared interests and future.

Conclusion: On a Deliberate Path

The basic leader knowledge base acquired through LCDP 
is learning from more than a decade ago. The learning ac-
quired from that experience continues to have relevance 
in my intentional practice of leadership. The ARL LCDP 
is a starting point for personal leadership development 
only—initiating a path for continued growth. Each par-
ticipant builds upon the base to the extent desired. For 
me, participating in the LCDP initiated and continues 
to influence my very deliberate professional journey. 
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Teresa Miguel is Associate 
Director, Latin American Bibliographer, 
and Lecturer in Law and Legal 
Research at the Lillian Goldman 
Law Library at Yale Law School. She 
is an active member the Foreign, 
International, and Comparative Law 
Special Interest Section (FCIL-SIS) 
of the American Association of Law 
Libraries (AALL), and the Seminar 
on the Acquisition of Latin American 
Library Materials (SALALM). She is 
also a member of the Arizona and 
Pennsylvania bars. She was an ARL and 
University of Arizona Knowledge River 
Scholar in 2004–2005.

So You Want to be a Manager: Prepare from 
Day One 

Congratulations! You’ve landed your first library gig. Dur-
ing your interview, you were asked, “So, where do you see 
yourself in five years?” You were ready for this question. 
You replied, “After a few years learning my new job, I’d like 
to explore management positions either here or at another 
quality institution. Eventually, I would like to be a direc-
tor.” Fortunately, your library supports your ambitions and 
will work with you to achieve your goals. Now it’s up to you 
to take the initiative and follow-up… starting on day one.

This article suggests ways to position yourself to as-
sume leadership roles early in your career and prepare to 
leap into a management position. Such a move does not 
happen overnight and there are many opportunities to 
demonstrate leadership and management potential along 
the way. Keep in mind that one can be a leader within a li-
brary without being a manager;1 and often directors look 
to those leaders, or to those who have demonstrated lead-
ership potential, when considering management positions.

Fostering Relationships

As a new librarian, nothing is more important than cultivat-
ing a one-on-one relationship with your supervisor and with 
your director. These are the people most capable of evaluating 

your potential for management roles and positions of leader-
ship. They will be the ones recommending you (or not) to 
peer institutions. Your immediate supervisor and your direc-
tor wield incredible influence over your professional future.

One of the first opportunities to work closely with your 
supervisor is in the creation of goals for your first year at the 
library. Take these goals seriously as they will be the foun-
dation and benchmark of future promotion and tenure re-
views. In your first year, aim high but do not create goals you 
know you cannot reach. Successfully reaching challenging 
goals demonstrates hard work, dedication, and the abil-
ity to follow-through—all pertinent qualities in a manager.

In your day-to-day work, especially at the beginning, you 
will not know the answers to many questions; ask your su-
pervisor. This is a great way to start a dialogue, demonstrate 
your eagerness to learn, and show your trust and confidence 
in your supervisor. Supervisors enjoy when their direct re-
ports ask questions. It makes them feel useful and knowledge-
able, and validates their existence as being more than just one 
who signs off on performance appraisals and travel requests.

As you start to become comfortable in your new posi-
tion, begin to accept and ask for additional work. Cre-
ate a “culture of yes” without taking on too much. If you 
have to say no, explain why, but do not say no too often. 
Take the initiative! Suggest projects, submit ideas, support 
and go the extra mile for your colleagues. Follow through 
with your assigned tasks and strictly observe deadlines. 

Begin to develop an expertise in a certain area filling a gap 
in library service, such as teaching, being the go-to person 
for copyright issues, or providing language or cultural skills. 
When I came to the Yale Law Library I was the only profession-
al librarian fluent in Spanish. Within my first year I offered to 
take over collection responsibilities for Iberia and Latin Ameri-
ca. The librarian in charge of collecting foreign material taught 
me the tricks of the trade, introduced me to his colleagues at 
local meetings of foreign and international law librarians, and 
eventually sent me off to conferences and book fairs in the re-
gion. This initiative progressed into specializing in foreign and 
international law reference, and after a few years, I was promot-
ed to Associate Librarian for Foreign and International Law. 

In addition to working closely with your supervisor, try 
to get to know your director as well. The directors of like-
libraries, such as ARL libraries, law libraries, medical librar-
ies, etc., all know each other and they share information 
with one another. The sooner you develop a professional 
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In addit ion to l ibrary and professional commit-
tees, seek out opportunities to participate in universi-
ty-wide groups. Many universities have community 
service-oriented affinity groups and interdisciplinary 
committees. This is an effective way to make connections 
with university faculty and staff from all over campus. 

A natural outgrowth of library and university committee 
work is similar work for your relevant professional organi-
zation. Sections and committees of our professional organi-
zations such as the American Library Association and the 
American Association of Law Libraries are constantly looking 
for new, up-and-coming, eager librarians to inject life into 
the organization. These activities are an effective and quick 
way to network with colleagues from around the country, 
while remembering that your new library is your priority.

Continuous Learning 

Seek opportunities for training that are both immediately 
relevant to your library work as well as outside the library 
realm but within your areas of interest, including language 
and technology classes, and leadership and management 
seminars. My great-grandfather always said, “La educación 
no ocupa sitio.” Literally, education does not take up space; 
practically, learning is never a waste of time. Demonstrate a 
real interest in learning how to be a leader and manager. For 
example, request leave-time to attend leadership programs and 
seminars, and offer to pay some or all of the costs if the library 
cannot do so. After all, this is an investment in your future. 

When I started working in the foreign and interna-
tional unit, l learned that we have a very important Ger-
man law collection so I asked for permission to audit a 
graduate level German-for-Reading class. The following 
year I took a freshman German class. Combined, the two 
classes gave me sufficient German knowledge to be able to 
perform basic surveys of German legal material and data-
bases, and assist researchers in locating relevant material. 

Publish!

Finally, start to publish. If you are not a natural, as most of 
us are not, find a mentor within your library who already 
has a publishing track record and who would be willing to 
co-write an article with you. Another approach might be 
to author something independently. Always enlist the aid 

relationship with your director, the sooner your director 
will begin to consider you for management positions and 
be able to recommend you to peer institutions. Tell your di-
rector what your career goals are, both short term and long 
term. Ask for advice on how to begin to achieve those goals. 

Committee Work

Leadership opportunities at your new work place will initially 
come looking for you in the form of committee work. If they do 
not, seek them out as they are easy to find; you won’t have to 
look too far. In many libraries, you will have the opportunity 
to join library committees within your immediate work place 
as well as library-wide almost immediately upon starting your 
entry-level position. Library committees often solicit cowork-
ers, especially new and energetic ones, to participate. This is 
a great opportunity for you to meet colleagues within your 
library and to connect with colleagues from other libraries on 
campus with whom you would not normally work or meet. 
It is also a terrific way to make yourself known on campus. 

Do not hesitate to chair a committee immediately. I found 
that chairing the Yale University Libraries Diversity Council 
immediately upon my arrival to campus was an excellent way 
for me to meet colleagues and administrators outside of the 
Yale Law Library. I also had the time to devote to chairing such 
an immense committee because my workload at my new posi-
tion was still relatively light. The people I met on this commit-
tee are still some of my closest and most supportive colleagues.

A smaller law library committee afforded me the opportuni-
ty to create and lead a movie series with our graduate students 
that has evolved into a staple activity at the law school. Movie 
Night @ YLS, now in its sixth year, was an attempt to reach out 
and connect with our small group of international graduate 
students in a fun, collaborative, and educational way. This ad-
venture also allowed me to brush-up on copyright law as well.

When my director asked me to chair the law library’s Strate-
gic Planning Committee I did not realize at the time what an 
amazing opportunity it would be to demonstrate leadership 
and management potential. The result was a labor-intensive, 
fun, and rewarding committee that worked diligently under 
my leadership for about seven months to create a five-year 
strategic plan. I believe my work chairing this committee vali-
dated me as a leader among my colleagues and proved to my 
director that I could be an effective and successful manager. 
This work also resulted in the forthcoming article publication.2 
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of an experienced colleague to review your work and offer 
suggestions for improvement. This might be your supervi-
sor or someone outside of your immediate unit. Start small, 
with a familiar topic, novel experience, or effective commit-
tee outcome. My first substantive publication as a librarian 
was a refined version of a paper I wrote in library school.3 
Along these lines, keep up with the literature in your 
field. It will help inspire you to contribute your own ideas 
and experiences to the growing body of library literature. 

Time, Effort, and Patience

If you ask ten other managers for advice on how to position 
yourself for a management position, I have no doubt you will 
get ten different answers. However, I think there would be 
agreement that above all, one needs to work hard, be open to 
learning and advice, and be patient. It takes time and effort 
to climb the proverbial ladder, to progressively assume more 
responsibility, and to eventually take on a management role. 

Endnotes 

1 Leader: a person who guides or directs a group. “Leader.” 
Dictionary.com. 2012. http://dictionary.reference.com/
browse/leader; Manager: a person who has control or 
direction of an institution, business, etc., or of a part, 
division, or phase of it. “Manager.” Dictionary.com. 2012. 
http://dictionary.reference.com/browse/manager.

2 Eiseman, Jason, and Teresa Miguel. “Planning for 
the 21st Century: Creating a Strategic Plan at the Yale 
Law Library.” Trends in Law Library Management (2012). 
Forthcoming.

3 Miguel, Teresa. “Exchanging Books in Western Europe: 
A Brief History of International Interlibrary Loan.” 
International Journal of Legal Information 35, no. 3 (2007): 
499–513.



this issue who have already proven themselves in the field 
and to numerous resources available online on professional 
development. However, I think I can answer the experience 
question by sharing some of my own lessons and observations.

First, I must acknowledge ARL’s Career Enhancement Pro-
gram (CEP) for opening up a world to me that I would not 
have been aware of otherwise. My CEP internship at the Uni-
versity of Kentucky helped expose me to an area of librari-
anship about which I knew very little. The ARL Leadership 
Symposium brought issues like scholarly communication, 
information literacy, and emerging roles in the academic re-
search library to my attention. This not only gave me a big 
picture view of the profession, but forced me to examine and 
learn more about my own strengths and challenges. Final-
ly, the perspectives of others in my ARL cohort helped me 
think through ideas while providing a support network that 
I continue to utilize and value. Together, these opportunities 
helped inspire and motivate me when I felt discouraged in 
library school, and the connections I made helped me land 
my current position at OSU. Thus, I never feel alone in my 
success or frustration, and I am deeply appreciative of ev-
eryone who has lent wisdom to me and advocated for me.

When I first began working at OSU, I received two seemingly 
conflicting pieces of advice. One was to take chances and run 

Brian Leaf is the Instructional 
Design Librarian as part of the 2011-
2013 Mary P. Key Diversity Residency 
Program at The Ohio State University. 
He graduated from the University of 
North Carolina at Chapel Hill with a 
Master of Science in Library Science 
in 2011.

What is Experience? Five Months in the Life of 
a Freshman Librarian

I work with a fantastic group of people and under a vision-
ary administration. I have an especially supportive supervi-
sor whose amazing trust encourages and motivates me to 
keep going above and beyond the call of duty every day. This 
has made all the difference in every aspect of my work. As 
I reflect on the past five months at The Ohio State Univer-
sity (OSU), I am not sure I can offer the new library gradu-
ate bullet points of advice. I leave that to the two authors in 
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grams, and committees that I was compelled to attend. Current 
projects or ideas I wanted to pursue seemed to be constantly 
displaced on my to-do list. Few things ever went as perfectly 
as I had hoped. Many things were out of my control and every-
thing seemed to take longer than it should have. I also found 
that I was constantly wondering about relationships with my 
new colleagues and wondered if I had inadvertently burnt any 
bridges by my own frankness or idiosyncrasies. I then reached 
out to peers and mentors about how to navigate the organiza-
tion given the limited amount of time. It took me some time to 
realize that all the projects and meetings I felt burdened by were 
actually an honor and served as recognition that I had a place 
in the organization and that my contributions were valued.

A friend offered an observation regarding my trajectory 
over the last few months and characterized me as having 
been idealistic and fired up at the start. That initial excite-
ment turned into frustration. At some point, I believe my 
frustration turned into dissatisfaction followed by determi-
nation. Now she describes me as being “realistic, calm, re-
sponsible, and consistent.” If that is the end goal, I’m not sure 
I can trace a clear path for anyone to follow. To try to prof-
fer one is reminiscent of career panels in graduate school in 
which information professionals would talk about how they 
moved from one position to another. Biographical informa-
tion or bits of insight aren’t how-to guides to winning at life. 
They don’t teach you how inefficient some organizational 
processes can seem, how to deal with situations that make 
you feel like your time is being wasted, and how to exercise 
patience through it all—or that you might just be naïve needing 
a little more time to sort everything out for your own situation.

 I return to the advice tendered to me in those first weeks 
about learning the organization and running with ideas 
(which I should add were never actually mutually exclu-
sive tasks). I still don’t have a conclusive answer. Has my 
time here taught me how to strike a balance between the 
two? Perhaps. It’s hard to consider now; those early reac-
tions and concerns seem so insignificant. These days I feel 
content and effective in the work I do while still maintain-
ing my urgent optimism. Conversely, there has been no 
real change in my daily activities or some delineated pro-
cess that can explain my transformation—it is my attitude 
that has shifted. And I suspect that is what experience is.

with my ideas. As a resident librarian I am, perhaps, encour-
aged to be creative but am afforded a buffer for any errors I 
might commit. The second was to stand back, listen, and learn 
the organization. The academic library can be complex and 
understanding it is important before taking on ambitious proj-
ects. Like many young librarians, I am eager to make my mark 
on the profession. I have an attitude of “why not?” and seizing 
opportunities served me well as a student. Guess which piece 
of advice sounded more attractive to me? The former, naturally.

There’s a TED talk about the online gaming generation by 
Jane McGonigal. She describes a trait possessed by online 
gamers called urgent optimism, or the belief that problems 
can be immediately tackled and solved. As a game design-
er, she would like to leverage the untapped resource of the 
dedicated gamers who tackle virtual scenarios and redirect 
them towards real-life problems. As a former gamer, I think 
I was an unknowing convert because I entered graduate 
school, and now my work with that same urgent optimism. 

I enjoy writing, and as a result, my contributions to projects 
have been marked by comprehensive research and lengthy 
documentation. With colleagues, both in and out of the li-
brary, I worked on at least six different conference propos-
als. Nonetheless, it was initially surprising to me how often 
I sit at my desk staring at a blank document and thinking 
about what to produce. Aside from research, coming up 
with some sort of report or presentation is roughly what a 
good portion of my real work entails as an instructional de-
signer. It is, generally, a creative process that I cannot put 
a timeline on, and it often ends up coming home with me.1

At the same time, in addition to my formal orientation 
sessions to the library, I also met individually with as many 
people as possible—documenting insights from each one—in 
attempt to quickly cultivate relationships and familiarize my-
self with institutional knowledge and culture. My extra activi-
ties were ambitious as well. I co-developed an internal blog, 
created an online learning community for a class I taught, 
started training as a volunteer docent to learn more about 
arts education, and attended numerous campus workshops 
to continue my professional development. Some of these ac-
tivities proved helpful, others extraneous or even problematic.

As time went on, I felt increasingly frustrated. Doing any 
of my work was a luxury with all the various meetings, pro-
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Endnote

1  To those who feel that library school doesn’t prepare one for professional work: Some of it is very much like all those 
ill-defined writing assignments in graduate school. The difference is that a professor who can only vaguely explain the 
parameters of an assignment is the exception, not the rule. No one, in a professional context, tells you how to format your 
materials or gives you a detailed list of what to include. There’s not an internal publications guide that you can readily 
follow. You are expected to know how to write and develop your own professional style.
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Call for Applications

ARL/Music Library Association Diversity and Inclusion Initiative

Overview

Librarians from racial and ethnic minority backgrounds are underrepresented within the field of music and 
performing arts librarianship.

With funding from the Institute of Museum and Library Services (IMLS), the Association of Research 
Libraries (ARL)/Music Library Association (MLA) Diversity and Inclusion Initiative (DII) seeks to address 
the growing need for professional staff in music and performing arts libraries who better reflect evolving 
demographics of students and faculty in music and performing arts higher education.

ARL and MLA—along with partner libraries including the University at Buffalo, SUNY; University of 
California, Los Angeles; University of Illinois at Urbana-Champaign; University of North Texas; and 
University of Pittsburgh—seek to recruit students from traditionally underrepresented racial and ethnic 
minority groups to participate in this three-year program. The goal of the ARL/MLA DII is to create a 
diverse and well-qualified cohort of new LIS professionals equipped with skills, knowledge, and abilities to 
address the transformative professional roles in music and performing arts libraries in the 21st century.

The ARL/MLA DII provides generous financial support for minority candidates to pursue the master’s in 
library and information science degree while gaining valuable, “hands-on” experience in a large academic 
music library environment. Through programmatic activity, participants will receive additional support to 
ensure a successful transition into the professional LIS workforce. As Marianne I. Gaunt, Vice President for 
Information Services and University Librarian, Rutgers University, and member of the ARL Committee on 
Diversity and Leadership, noted, “It’s a great collaboration in an important area. There is so much creative 
work happening in music and the performing arts that we need a well-prepared, diverse cadre of librarians 
ready to enhance library services for this community!”

For additional information about the DII and links to the application form, please see:

http://www.arl.org/diversity/arl-mla-dii/index.shtml
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