Leadership for North Carolina Libraries:

Now is the Time to Choose

by Dale Gaddis

During the 1993-95 biennium, the Library Administration and Management Section of NCLA took on the
theme of leadership development as a primary focus for its activities. Three main strategies for leadership

development were planned:

— To offer learning activities through structured workshops and conference programs
— To launch the planning for the first of biennial NCLA-sponsored leadership institutes
— To sponsor an issue of North Carolina Libraries dedicated to the topic of leadership

As past chair of the section, I am pleased to say that with this publication, we have met all of our objectives.
Time will tell whether they will contribute to achieving the outcome we seek of preparing librarians for
leadership roles now and into the next century.

he quest for effective and tran-
scendent leadership is funda-
mental to human nature. Each
generation faces its own chal-
lenges which call for a particular
kind of leadership. The reason that
leadership has remained of primary
interest throughout history is because
it is both essential to moving the world
forward toward an acceptable vision and
because there is too often a true void in
effective leadership.

Libraries and the library profession
are currently facing major challenges
that require the emergence of creative
and dedicated new leaders and per-
haps the renewal of our older leaders.
We are in an increasingly competitive
Situation — for funds, for support, for
the very meaning of our existence.
Technology is changing the way people
View the need for libraries and the way
We view ourselves. In an article on a
leadership institute sponsored by Ohio
libraries, Sarah Ann Long stated, “We
build new libraries and behave as if they
are permanent fixtures in American
life, despite the fact that library
Schools have closed at the rate of one
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per year for the last fifteen years and
new developments occur daily in the
information delivery business. Some
library pundits predict the demise of
libraries as we know them. Change is
in the air.”! We need people with vi-
sion for a new future and the skills and
commitment to lead us to that vision
as we deal with these times of enormous
change and threats to our existence.
Beyond our own institutions, our
communities and parent organizations
are also facing tremendous challenges.
Librarians have skills and libraries have
resources that are desperately needed by
our communities if they are to meet
these challenges. Paul Evan
Peters, Executive Director of
the Coalition for Networked
Information, makes the rather
bold statement in an article in
Library Journal, that “some of
the most important questions
about quality of life and mind
in the Information Age hinge
on the library community’s
ability to realize that it is in
the vanguard of this new pe-
riod.” He goes on to say that

“libraries must learn how to place their
expertise at the disposal of community
networking priorities and objectives ...
We must improve our ability to convert
the relatively high social standing we
enjoy to real influence and resources.”?

Librarians, therefore, must gain the
leadership capacity to position them-
selves to play a more active and visible
role in addressing community and or-
ganizational issues in collaboration with
others in the community. We need to
know how to achieve influence in the
communities we serve and recognition
of the roles we can play.

Knowledge of leadership and skills

Knowledge of leadership and
skills in leadership will not do
any good, however, if we then
do not choose and dedicate
ourselves to be leaders.
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in leadership will not do any good, how-
ever, if we then do not choose and dedi-
cate ourselves to be leaders. It is only
with this level of energy and commit-
ment that our profession, our institu-
tions, and our communities will move
forward.

What is Leadership?

Warren Bennis, an acknowledged lead-
ership guru, states that there are more
than 350 definitions of leadership and
that after decades of academic analysis
and thousands of empirical investiga-
tions of leaders in last 75 years, we have
come to no clear and unequivocal un-
derstanding of what distinguishes lead-
ers from non-leaders, or what distin-
guishes effective leaders from ineffective
ones.?

The essence of leadership becomes
evident, however, when juxtaposed
with the concept of management, as
John Secor and Lynne Branche Brown
did in their paper entitled “Dry Bones,
Part II,” presented by Mr. Secor at the
LAMA President’s Program at the ALA
Annual Conference on June 25, 1995.
They claim that “the primary function
of leadership is to produce meaningful
change whereas that of management is
to bring order to change and keep the
organization on goal.”* They quote
John Kotter from his book, A Force for
Change: How Leadership Differs from Man-
agement, as saying that the concept of
management was developed to deal
with complex organizations (to keep
them on time and on budget). Leader-
ship, on the other hand, “does not pro-
duce consistency and order...it produces
movement. Throughout the ages, indi-
viduals who have been seen as leaders
have created change.”s

So, what makes one effective at cre-
ating change in an organization or
within society? Bennis states that “vision
is the commodity of leaders, and power
is their currency.”¢ We need to know
where we are going and to have the
means to get there. The word “power”
has struck a chord with me, because I
think that much of our interest in lead-
ership comes about because of a feeling
of powerlessness. Bennis defines power
as “the basic energy to initiate and sus-
tain action translating intention into
reality, the quality without which lead-
ers cannot lead.”” Our need to learn what
makes a good leader comes from a de-
sire to discover how we can gain the
power to effect the changes we feel are
important or to produce the vision we
see for ourselves, our organizations, our
communities, our world.
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Power is only effective and appre-
ciated when it is used to achieve an ac-
ceptable vision, however. And when
change is so constant and so rapid, it is
very difficult to maintain a vision or rec-
reate and communicate one as rapidly
as we are expected to. So one of the true
challenges of leadership today is to cre-
ate and communicate a vision of a bet-
ter future that incorporates an under-
standing of, and effective response to,
rapidly changing conditions.

Can Leaders Be Trained?

Early theorists believed leaders were
born and that people could not be
trained to be effective leaders. This
theory evolved to a belief that leaders
were determined by circumstance. The
study of leadership was centered then
in the more traditional disciplines: the
study of history, for example, was es-
sentially the study of leaders and their
impact on societies, nations, and the
world. Current understanding of leader-
ship presumes that individuals can de-
velop into leaders and leadership skills
can be acquired. Leadership study now
has become a discipline in its own right
and has become prevalent in all fields
of activity, rather than focused in are-
nas such as the military and political.
All professions and most large cor-
porations now are sponsoring leader-
ship development programs of some
sort. A recent article in The News and
Observer told of university programs
beginning to teach leadership at the un-
dergraduate level: “Across the country,
at least 600 colleges and universities
have embraced the idea that leaders are
not simply born — they can be made.”8
A very strong element of self-aware-
ness and self-direction is required in the
process of being “made” into a leader,
however. James Kouzes and Barry
Posner, in their book The Leadership
Challenge, postulate that “Wanting to
lead and believing that you can lead are
only the departure points on the path
to leadership. Leadership is an art, a

performing art. And in the art of lead-
ership, the artist’s instrument is the self.
The mastery of the art of leadership
comes with the mastery of the self. Ul-
timately, leadership development is a
process of self-development.”?

Effective Strategies for
Leadership Development

What can North Carolina librarians do
to become and remain leaders in the
profession and in the communities they
serve? Kouzes and Posner outline four
main strategies for developing leader-
ship capacity:

|

Assess yourself.

Broaden your base of experience.
Observe others.

Participate in formal education
and training.

|

|

An effective leadership develop-
ment program, whether it is designed
personally or is a structured curriculum
will include elements of all of these
strategies.

Assessing Oneself

“The quest for leadership is first an in-
ner quest to discover who you are.”10
What is your own personal vision and
purpose for yourself? How do you de-
fine yourself; what are your individual
characteristics and style? This is a very
personal process, but one that can be
pursued in a variety of ways, from par-
ticipating in structured programs and
utilizing formal assessment tools to
reading what Stephen Covey terms
“Wisdom Literature,” which he defines
as “that portion of the classic, philo-
sophical, proverbial, and inspirational
literature that deals specifically with the
art of living.”!! Taking time for intro-
spection is crucial.

Effective leadership training pro-
grams include tools and experiences
which help participants assess them-
selves. William and Lorraine Summers,
who have served as mentors at the Smow-
bird Library Leadership Institute, have

Our need to learn what makes a good leader
comes from a desire to discover how we can
gain the power to effect the changes we feel
are important or to produce the vision we
see for ourselves, our organizations, our

communities, our world.

North Carolina Libraries

-



written, “if there is a key identifying con-
cept of the ... Institute, it is probably the
belief that being a leader depends as
much as anything else upon knowing
and being comfortable with who you are
and having confidence in yourself.”12
Sherwin Rice, director of Bladen County
Public Library, who attended the insti-
tute in 1994, says she “came away with
a better understanding of myself and the
way I relate to others. This is extremely
important for new librarians hoping to
be a proactive force in their communi-
ties and in their chosen profession.”13
The emphasis in leadership training “on
the idea that ‘however you are, it's good
and it's needed’ is important and em-
powering.”14

Group settings for self-assessment
can be helpful, but I personally need to
retreat by myself to get in touch with
what really is important to me and my
sense of who 1 am and who I want to
be, so that I can keep focused towards
goals that are self-fulfilling. In his book
First Things First, Stephen Covey gives
several suggestions for guiding this kind
of self-searching.

Self assessment is not a one-time
“do it and get it over with” kind of
thing. In fact, I believe that a regular
Practice of checking in with who you
are becomes more important as you
Progress through your career. One does
not become a leader and stay a leader
Wwithout continuing to keep one’s pur-
Suits in tune with one’s vision and de-
sired purpose. Just as changing condi-
tions affect our organizations and im-
Pact their missions, personal experi-
ences and life changes may affect one’s
individual purpose and goals. They even
may affect one’s own personality pat-
tern and style; for example, my own
Myers-Briggs type changed following
several years of very difficult challenges
in my job as library director.

Broadening One’s Base of Experience

It is difficult to conduct any sort of self-
assessment in a vacuum. How can you
know what your interests are and what
Your desired purpose is for yourself if
You are not aware of the possibilities?
How can you know what your skills and
talents are unless they are tested? How
Can you have a vision for your profes-
sion or your institution without expe-
riencing the larger community in which
they serve and operate?

Kouzes and Posner note that “the
leader...is usually the first to encounter
the world outside the boundaries of the
Organization; and the more you know
about the world, the easier it is to ap-
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proach it with assurance.” !5 Such in-
volvement makes one aware of the
forces that affect the organization and
the role that the organization can play
in the larger scheme of things. It both
provides opportunity for personal
growth and helps to develop the
community’'s awareness of the leader-
ship potential found in the library pro-
fession as a whole.

The Center for Creative Leadership
in Greensboro found in studies of effec-
tive leaders in business that the follow-
ing work experiences played a large role
in developing leadership skills:

— Being given increasingly broad
responsibility in one’s work

— Being given assignments at
corporate headquarters that have
high visibility

— Working on project teams and
task forces

— Dealing with hardships and
business crises 16

In other words, a large part of lead-
ership development occurs on the job.
To become a leader, one must be given
and must accept responsibility outside
one’s normal sphere of influence; one
must be willing to take the risk of han-
dling situations and tasks which do not
come easily and in which one might fail.
Such experiences frequently demon-
strate both to one’s superiors and to
oneself talents and skills that might not
have been recognized otherwise. Serv-
ing on project teams and committees
enhances one’s ability to work with di-

verse groups and to develop strategies
for influencing others in nonhier-
archical relationships. Handling crises
and dealing with hardships often trig-
gers self-insight as well as a deeper un-
derstanding of the needs of others in
these situations.!” These are important
statements not only for the individual
who is seeking to be a leader, but also
for the person in authority who is seek-
ing to develop the leadership capacity
of the organization.

In larger libraries, there are usually
many opportunities for involvement
beyond one’s own normal area of re-
sponsibility. In Durham, for example,
the library currently has committees as-
signed such tasks as addressing circula-
tion policy issues, computer system use
and enhancement issues, ADA con-
cerns, Centennial planning, and fine
and fee collections. Having broad rep-
resentation in these groups helps the li-
brary to get a diversity of thought on
the issues and spread the burden of the
tasks involved, but also is a way to en-
courage leadership development
throughout the organization. In smaller
libraries, it is likely that these issues are
handled on a more informal basis, but
because there are fewer staff to carry the
library forward, the opportunities for
leadership development are likely even
more pronounced.

It also is important to look to the
larger organization — the governmen-
tal unit, the university, the school, the
corporation — for opportunities for in-
volvement. Durham'’s interim county
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manager has established countywide
“smart teams” that have dealt with such
issues as streamlining the payroll pro-
cess, streamlining purchasing, and fol-
lowing up on employee suggestions
for improved countywide operations.
Members of these smart teams have
tended to come not from the higher
management levels of county govern-
ment, but are rather employees whose
department heads have identified as
having particular knowledge and expe-
rience, the capability of identifying the
larger issues involved, and the ability
and willingness to participate actively
in the problem-solving process. Not
only are the rewards personal ones for
the individuals involved and practical
ones for the larger organization, but also
the involvement builds a broader aware-
ness of the role of the library within the
organization and provides the potential
for placing the library in a leadership
position to help carry the larger organi-
zation forward.

Opportunities for library staff in-
volvement also exist at the community
level. Increasingly, there is an empha-
sis in communities on collaboration
among agencies and institutions in
planning for a desired future for the
community and addressing common
issues of concern. Groups formed for
such purposes as designing community
networks, addressing economic devel-
opment concerns, planning for lifelong
learning opportunities and improved
educational systems, and addressing the
needs of young children are all appro-
priate venues for involvement of library
representatives. It is through this type
of experience that we learn how to gain
influence and make the most effective
use of our resources, as well as broad-
ening community awareness of the
library’s value to the community.

Library professional organizations
are tools to carry our influence beyond
our own community to state and na-
tional arenas and provide the peer sup-
port needed to succeed on the local
level. They provide many opportunities
for leadership development
and network building. All
sections of the North Caro-
lina Library Association are
looking for active committee
members; committees exist
for almost any area of inter-
est for librarians, By looking
beyond library-specific pro-
fessional associations and
becoming involved in orga-
nizations that are connected
with a particular area of pro-

fessional involvement such as the North
Carolina Association of Volunteer Ad-
ministrators, the North Carolina Alli-
ance of Information and Referral Ser-
vices, the North Carolina Literacy As-
sociation, to give just a few examples,
librarians expand their connections
with the world beyond the library and
enhance the awareness of the library’s
role in these areas.

If family or other interests or re-
sponsibilities limit the time one can
spend on professional activities beyond
the community, there are valuable lead-
ership development opportunities in
such venues as churches, parent teacher
associations, neighborhood associa-
tions, recreational associations, arts or-
ganizations, etc. One gains confidence
and connections that not only serve the
individual, but the library as an institu-
tion and the library profession as a
whole.

Observing Others

One of the primary ways one learns to
be a leader is by observing and learning
from the successes and failures of oth-
ers who are in authority positions. It
seems that we get good practice in learn-
ing from others by observing first our
own parents and then the teachers we
encounter as we progress through the
educational system before we encoun-
ter the superiors in the organizations in
which we work. In all of these situa-
tions, we have a very personal perspec-
tive and understanding of the effect of
their authority and whether or not they
are effective leaders.

There are three primary objects of
observation in our professional life and
each plays a distinct role in our personal
development: our immediate supervisor
and/or others at management levels in
the organization or in leadership posi-
tions in community or professional
groups in which we participate, our
peers, and our mentor (if we are fortu-
nate enough to have one — or more).

[tis a rather common activity to ob-
serve one's immediate supervisor. To

Having a mentor is often
mentioned as a crucial
element in leadership
development.
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make this act of observing a positive
learning experience, it should not be
just a personal reaction to the indi-
vidual, but rather, as much as is pos-
sible, an objective appraisal: what does
this person do that has positive results;
what does he or she do which is not
successful? Are there particular positive
characteristics that are important to
emulate, and negative ones that are im-
portant to avoid? Supervisors also are
important sources of feedback, advice,
and counsel regarding one’s own tal-
ents, abilities, and shortcomings. To de-
velop, one must be open to this feed-
back and seek an understanding of ar-
eas in which one needs to improve, as
uncomfortable as that may be.

Peers are important sources of infor-
mation in dealing with common chal-
lenges. For instance, [ gain a wealth of
information in dealing with the chal-
lenges of running a library and public
institution from talking with and observ-
ing my colleagues in the North Carolina
Public Library Directors Association, fel-
low Durham County department heads,
and directors of other agencies in
Durham. One does not have to be a di-
rector to be able to learn from peers. Each
section of NCLA is a valuable source of
peer support and guidance, as are other
professional associations.

Having a mentor is often men-
tioned as a crucial element in leadership
development. Mentors are role models.
But, in addition to being the model,
they play an active role in identifying
leadership potential in others, and then
urging, directing, and coaching others
in the fulfillment of that potential. It is
extremely important for those who are
in leadership positions to recognize and
assume their responsibility to develop
the leadership capacity of others. Those
who wish to become leaders must try
to find a role model who will accept the
challenge and responsibility of
mentorship. Becoming a mentor is in
itself a stage of leadership development
for those in advanced stages of their
careers. It is a way to keep one's vision
alive beyond one’s own tenure. By con-
necting with a younger person with en-
ergy and creativity, it also is a way to
gain a new sense of the future and re-
newed purpose.

The use of mentors is a key ingredi-
ent in the program of the Snowbird In-
stitute and the other library leadership
institutes that Snowbird has spawned.
National library leaders are identified to
participate as mentors in the program.
These are seasoned individuals with ex-
tensive experience who are viewed by
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many as role models, have
mentored others to become
leaders in the profession, and
are willing to share them-
selves openly. Significance of
the use of mentors in leader-
ship training is evidenced in
this response in an evaluation
of Ohio’s leadership program:
“They were living, breathing
visions of what we may one
day become: powerful, com-
mitted professionals who are

Becoming a mentor is in itself a stage
of leadership development for those in
advanced stages of their careers. It is a
way to keep one’s vision alive beyond
one’s own tenure.

ians to pursue leader-
ship training through
formal educational pro-
grams in North Caro-
lina. In addition to the
availability of five
schools that offer
degree programs in
librarianship, a wealth
of applicable learning
opportunities both in-
side and outside the
university setting and

real people with personal
lives,” 18

It may, however, be diffi-
cult to find a role model who will be-
come a mentor. Important lessons can
still be learned, however, from role
models with whom one has no personal
relationship. They may be contempo-
raries or may be historical figures.
Kouzes and Posner recommend making
it a regular practice to interview, ob-
serve, read about, or watch films or vid-
€os about leaders one admires.!” One
technique currently being used in man-
agement and leadership training pro-
grams is to “shadow” people in leader-
ship positions. I have had students the
last two years from Duke’s School of
Public Policy shadow me for a day to
see directly how I spend my time, what
daily challenges I face, and how 1 deal
with them. This type of activity can help
one decide whether he or she really
Wants to be in a position of authority
and leadership: a recently-developed
Durham Public Schools leadership train-
ing program had participants shadow
principals for two days; following that
experience, several of the participants
decided that they no longer wanted to
become principals.

Education and Training
According to Kouzes and Posner, a mini-
mum of SO hours a year should be

spent on personal and professional de-
velopment; award-winning companies
support an average of 100 hours a year.
On the average, companies spend 1.4
percent of payroll on training; award-
winning companies spend twice that
amount.2? We are in a knowledge-based
economy, and certainly librarianship is
a knowledge and information-based
profession, requiring that its members
continually expand their knowledge
and skills.

Included in the self-assessment de-
scribed above should be an analysis of
education and training needs. From this
analysis will come the information
needed to determine one’s own learn-
ing agenda. Kouzes and Posner have
developed a Leadership Practices Inven-
tory that can help to assess development
needs. In his book The Fifth Discipline,
Peter Senge defines five learning (and
leadership) disciplines that are essential
to leading organizations to “master the
forces of change”: systems thinking, per-
sonal mastery, mental models, building
shared vision, and team learning;2!
analysis of one’s capabilities in each of
these disciplines can also provide a
guide to establishing one’s learning
agenda.

Many opportunities exist for librar-

inside and outside the
profession are available.
In a cursory search
for leadership training offerings by
North Carolina universities, | found sev-
eral programs at Duke, a leadership
academy at North Carolina Central
University, and the Leadership Center
at UNC-Wilmington. The Institute of
Government at the University of North
Carolina at Chapel Hill offers a variety
of programs that address leadership
training needs. And, of course, one of
the premier leadership training organi-
zations in the country is found in
Greensboro: the Center for Creative
Leadership.

At the community level, Chambers
of Commerce often offer leadership
training opportunities. An example of
such a program is Leadership Durham.
This program identifies potential com-
munity leaders and provides them with
the information and encouragement
needed to spur action and involvement
in the community. An essential aspect
of this program is the development of a
vision for the community. It provides
participants a network of contacts in the
community that will be vital as they
work towards achieving this vision. It
is important that librarians be repre-
sented on these leadership teams if li-
braries are to be seen as playing a key
role in the future of the community.

CURRENT EDITIONS, INC.
WHOLESALERS
858 Manor Street TD L IBRAF”ES 1-800-959-1672
Lancaster, PA 17603 1-800-487-2278 (FAX)
"Support North Carolina Libraries" -
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Often one’s own parent organiza-
tion will provide leadership training. As
already mentioned, the school system
in Durham has begun a regular leader-
ship development institute targeted at
those who have shown interest in be-
coming a principal or assistant princi-
pal. It seems that librarians often do not
participate in such programs because
they do not see themselves stepping out
of the profession into a broader admin-
istrative role, but perhaps if more did,
librarians generally would gain stature
and influence within the organization.

Library professional associations are
a very important source of leadership
training. It is a primary role of the North
Carolina Library Association to provide
continuing education for the profession
in North Carolina. Knowledge is shared
and gained through workshops, confer-
ences, exhibits, and award-winning
publications.

NC LAMS
The section of NCLA which has identi-
fied leadership as a topic of continuing
attention is the Library Administration
and Management Section (LAMS).
LAMS is a relatively new section of
NCLA, having received section status in
1989. This followed an initiative begun
by Patsy Hansel, then President of
NCLA, who was responding to a need
in NCLA for more focus on administra-
tive and management issues across li-
brary types. Since its formation, the
mission of the section has been to offer
development opportunities to librarians
in the areas of administration, manage-
ment and leadership. Programs are de-
signed to address management and ad-
ministrative issues faced by staff at all
levels of an organization and across li-
brary types. LAMS has provided not
only traditional workshop and confer-
ence programs, but has offered a non-
traditional learning experience in the
form of a Ropes Course, which utilized
physical, outdoor challenges to identify
and develop leadership capacities.
LAMS also is a charter member of
the Council of LAMA Affiliates of
the American Library Association
(COLA). Through this association
comes the opportunity to bring
institutes sponsored by the Li-
brary Administration and Man-
agement Association to North
Carolina. An example of such an
institute was the Leadership Sur-
vival Kit that was offered as a
preconference to the 1995 NCLA
Conference and conducted by Dr.
Abigail Hubbard. In looking to

the future, the opportunity exists to
bring the follow-up institute led by Dr.
Hubbard entitled “Organizational Cul-
ture: Pathway to Success,” or the 1995/
96 LAMA Institute of the Year entitled
“Creating Alliances: Maximizing Li-
brary, Community, and Industry Part-
nerships.”

LAMS had considered developing a
leadership institute since its creation,
and finally through its 1993-95 plan-
ning process, spurred by the visions de-
veloped for the biennium by the NCLA
Board, established the objective of
launching a biennial, NCLA-sponsored
leadership institute in 1996. The need
for an Association-sponsored leadership
institute was reaffirmed in a recom-
mendation included in a June, 1995 re-
port from the Task Force to Study Gov-
ernance of the NCLA Executive Board,
appointed by Gwen Jackson, which
stated: “A prime responsibility of the
Board and Association itself is to de-
velop leadership for the profession.
Some forum or program should be in-
stitutionalized to allow for the identifi-
cation and nurturing of emerging lead-
ers in the profession. Leaders should be
recruited from all sections and
roundtables and mentored.”

There were two competing visions
for the Leadership Institute in the plan-
ning process:

— one which would be unlimited
in enrollment and low in cost to
encourage the broadest
possible participation, and

— one which would focus more
intensely on developing a more
limited number of individuals
with demonstrated leadership
potential, and requiring a higher
financial investment per
participant.

Since the ultimate vision was to de-
velop leaders who will actually become
change agents in North Carolina and
have an impact on the development of
the profession, it was determined that
a more focused and intensive program

.... @ minimum of 50 hours
a year should be spent on
personal and professional
development ...
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with a limited enrollment would have
both a more immediate and long term
effect. The role of LAMS will be to con-
tinue to offer leadership development
programs which encourage broad par-
ticipation and thus expand the impact
of the institute.

Three overriding goals were estab-
lished for the institute:

- To develop future leaders for
North Carolina libraries and for
the library profession.

— To develop the capacity of North
Carolina librarians and library
professionals to become leaders
in the communities they serve.

— To enable the profession to
become a force for positive
change in society.

North Carolina librarians and library
paraprofessionals, who are members of
NCLA and who exhibit significant lead-
ership potential and commitment to
the development of library service in
North Carolina, are the target partici-
pants for the institute. An objective is
to ensure diversity in representation,
taking into consideration ethnicity, cul-
ture, gender, geography, library type,
and job type and classification. Those
who already are recognized as leaders in
the profession in North Carolina are not
eligible to apply, but are considered for
the positions of mentors in the institute.

Selection of participants is made by
a committee composed of representa-
tives from various types of libraries and
a non-library member. Applicants may
either be nominated or may self-apply.

The first institute will be held Oc-
tober 10-13, 1996 at Brown Summit,
N.C. Schreiber Shannon Associates
(Becky Schreiber and John Shannon) of
Placitas, New Mexico were selected to
conduct the institute. The consultants
are organizational development special-
ists and are using the concepts they de-
veloped for the Snowbird Leadership In-
stitute as a basis for the North Carolina
program.

The curriculum for the North Caro-
lina Institute addresses six basic areas:

— self assessment

— environmental assessment

— creating and communicating a
shared vision

gaining position and power
managing organizational change
— acting with courage

The institute is structured so that
learning occurs in four different envi-
ronments: the community group, the
learning group, the support group, and
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on one's own by oneself. In the learn-
ing group, in which participants apply
what they have learned in the more for-
mally structured community group,
mentors play a crucial role. Six mentors,
who are drawn from the current profes-
sional leadership in North Carolina, par-
ticipate throughout the program and
share their experiences, successes, fail-
ures, joys, frustrations, wisdom, perspec-
tive, and advice.

To ensure that the institute has a
continuing effect on the participants,
the last activity is focused on specific
action they will take when they return
to their home environments or within
NCLA itself. The intention is that sev-
eral follow-up sessions, to be designed
by participants, will be held in the first
year following the institute to reinforce
the learning acquired at the institute
and to provide opportunities for prac-
ticing the leadership lessons learned.

The Choice is Ours

With all of the opportunities currently
available and being created for North
Carolina librarians to develop leader-
ship capacity and the potential that ex-
ists in each of us, there is no excuse for
libraries and librarians not to be in the
vanguard in our larger organizations

and in our communities. Peter Senge
asserts that to become a leader, we must
not just want to be a leader — we must
choose to be a leader. “Wanting is a state
of deficiency — we want what we do not
have. Choosing is a state of sufficiency
— electing to have what we truly want
... Only through choice does an indi-
vidual come to be the steward of a larger
vision.”22 The opportunities are there
for librarians to be leaders; the choice is
up to each of us.
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