[image: ]Slide 1:  I think that I probably did it wrong for David.  David Ketchum, my co-presenter, was hired into the Resource Sharing Librarian position in February of this year. 
Since this was his first professional librarian job and since he was new to Oregon and new to the UO I wanted to be sure that he’d receive all the information that he’d need.  
In preparation for his arrival I started lists:  I asked staff to add to them, too.  I wanted them to add ILL procedures and problems  that we wanted David to examine and improve.  Well, the list grew.  And grew.
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[image: ]Slide 10:  Once I got a decent start on the list of tasks for David I needed a plan for giving it all to him.    I wanted to gather all the information that was unique to the UO, that would help David be a success in his job, that would help him understand who we are, what we value, and what motivates us.   I wanted to be sure he had all the tools he’d need to be a productive, energizing, knowledgeable new staff member. 

[image: ]Slide: 11:  This list included listservs he should be on, conferences he should attend, workshops and trainings I had signed him up for, tours he should go on, people he should meet, accounts and passwords he should set up, calendars he should be monitoring or maintaining, vocabulary words he should be learning, regular meetings he should be attending, procedures he should absorb,  PLUS all the duties and processes that were related to Interlibrary Loan.
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[image: ]Slide 20:  I figured that one person probably couldn’t give David all the different perspectives he’d need so I came up with a Team David approach.  I congratulated myself on being clever enough to spread all this training and assimilation out among five people.  

[image: ]21:  One member of Team David was a professional librarian who was to mentor David on the professional expectations and responsibilities.  The Head of Reference, who had also been on the Faculty Personnel Committee, would be perfect to show David how to prepare for contract renewals and promotional reviews, explain about regional and national involvement in the profession, presentations, and publications. 
[image: ]Slide 22:  Another member of Team David was the former ILL Librarian:  we were lucky that Margaret Bean still worked at the UO Libraries as Head of the Science Library and could be available to answer questions about why we did things certain ways, as well as give her advice on problems that David and I might not be able to resolve on our own. 

[image: ]Slide 23:  The third Team David member was a person who had an extraordinary informal communication network in the library:  Laura Willey knew how to maneuver through the organizational hierarchy to discover information and I thought she’d be great at showing David these ropes.

[image: ]Slide 24: The fourth person on Team David was an ILL Librarian from another Oregon state school.  I hoped she could introduce  David into the regional ILL world as well as to colleagues at GWLA or ALA. 

[image: ]Slide 25:  And I was the last member of Team David:  as his direct supervisor my plan was to 
--provide gentle and insightful  guidance, 
--teach him about the Oregon procedures related to management of a work unit, 
--impart to him my love and understanding of  Access Services and the library, 
--help him gain enough  wisdom to  prioritize tasks from the list.  
I saw myself as running heroic interference for him and providing comprehensive yet easily digestible  information as he learns the nitty-gritty of our current ILL processes and starts resolving some of the issues on the first list.  Yup, that was what I was planning to do, alright.

[image: ]Slide 26:  Oh:  I also hoped to find two or three other new employees in the Library and introduce  them to each other as a cohort who would be able to swap stories and bolster each other, share successes and tidbits of information with each other.  

[image: ]Slide 27:  Well, people looked at this orientation plan and praised me on its thoroughness.   I was pleased that I’d covered all the bases for introducing a new staff member into our organization.  I was happy that I’d met all my needs for training and for figuring out how to transmit all the information that he’d need.  

[image: ]Slide 28:  I was pleased that I’d spread out the work of David’s onboarding  among several people.  Did you get that???  I was happy that I’d met all my needs for training and for figuring out how to transmit all the information that he’d need.  My Needs.  Not David’s.  Plus, get this: there was so much information to give David that I didn’t feel one person could provide it all to him, so I spread it out.  But there was only one person,  David, on the receiving end from all these people. 
[image: ]Slide 29:  If it takes a Village to present the information, wouldn’t it be logical that it would need at least a Village to take it all in?  Oops, there was only one person we were trying to orient.   
I should have figured out where my plan had weaknesses sooner than I did.  David gave me little clues:  he told me that on his way to the Law Library he took a 2-3 block detour. My directions weren’t really solid and David is new to Eugene so he went a little farther than necessary in trying to find that library. 
How it should have been done:  I should have found a library staff person to walk over there with him, pointing out cool stuff on campus, chatting with him about child care or hiking or engaging in pleasant and informative chatter.  He’d have gotten another chance to meet a staff member, he’d have been introduced to part of the campus he’d not seen, and he’d have felt far more welcome.
Or another clue:  more than one time I heard the word  “overwhelming” come from David as we reviewed the lists.  I thought we were gleefully check marking off lots of the low-hanging fruits (like subscribing to listservs and getting signed up for more workshops) and that he’d be feeling great about whittling them down.    In real life,  the listserv subscriptions were adding to the amount of information David had to plow through. and essentially, made his list of tasks to deal with, emails to read,  longer, not shorter.   What should have happened:  the lists should have been short and sweet.  Maybe nested, with the major issues on the first layer and as we worked through them we’d find more information on deeper layers as we needed them.  
In the end he’d still have that big list, but it wouldn’t have been so overwhelming as it was to be slammed with it all at once. 
David did survive my orientation.  I’m not sure how he did, but he did, and he’s still with us today.  That speaks highly of his tenacity, doesn’t it?  Big round of applause for David!!!

[image: ]Slide 30:  Parts of my plan were good.    Team David was a good idea.  
Asking ILL staff to contribute ideas for areas that needed examination and fixes was good.  
Listing the expectations for David’s participation in library meetings, etc. was good.   







[image: ]Slide 31:  Several months after David arrived our Library’s organizational development committee was charged with improving our new employee orientation.
(No, it wasn’t in response to my blasting David with too much information; that was just a lucky coincidence.)  
GOLD:  Gateway to Organizational Learning and Development).  Our charge was:  “to set up all staff for experiencing a high level of job satisfaction. The program will help set employee expectations, orient them to the context in which they are working, and provide a good introduction to the corporate culture.”  GOLD discovered that many supervisors in our organization had no orientation plan at all for their new employees.  They have training documentation for specific tasks but no process for helping a new staff member figure out what the library’s organizational culture is, let alone how to successfully become a part of it. 
[image: ]Slide 32:  GOLD set up a focus group with some  recently hired staff.  We wanted to hear what worked as well as what they wished they’d have received during their first few months of employment.  (Their comments are on these slides so you can read them later...)
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[image: ]Slide 37:  Based on the comments from new staff and from information that we gleaned from other orientation programs (from both libraries and the business world) we came up with the following plan for orientation of new staff.


[image: ]Slide 38:  Initial contact comes from Library Human Resources. 
After the paperwork has been completed to hire a new employee , but before his/her first day, our Human Resources sends the new employee a packet of information which contains: 

--parking, biking, or bussing logistics for the first day of work, 
--what to expect the first week  in terms of orientations, tours, meetings, equipment, keys, codes, I.D. card, etc.; and the assignment of a ‘First Contact, or a social guide. 
--optional “Interest Questionnaire”
The “Interest questionnaire” is intended to find out what information the new employee needs or wants that is not job-related.  The idea is to match the new person with an experienced person who knows a little about the topics of interest, such as local child care, elder care, sports, dining, hobbies, etc.

[image: ]Slide 39:  First Month:  the ESP plan expects the new employee to be told about the following:
--information that comes from department head or supervisor about the job
--meetings to attend 
--new Employee Orientation website
--tour of branch libraries
--managers clarify what job functions are

[image: ]Slide 40:  Between six and twelve months the new staff member should become familiar with these issues:
--professional expectations – introduction to Professional Guide 
--contract renewal and promotion
--what committees to join (Library, campus, national)


[image: ]Slide 41:  At about one year the GOLD group  checks in with employee to see how he/she is doing and if there are questions.  This meeting is not to check up on supervisors or social contacts or professional guides, but rather to evaluate the ESP program.  If gaps or needs are discovered then we also can work on fixing them

[image: ]Slide 42:  About the Guides:
ESP will provide each new staff member with two “guides” to complement the work done by the direct supervisor.   Topics covered by each of these three people overlap, but the main focus for each of the three is different: 
Social guide:   responsible for orienting the new employee to the social and organizational side of the library.  Helps new staff get an understanding of the cultural values and expectations.  Provides resources that are not job-specific (such as library jargon,  the staff association,  letting them know what programs are in place for employee recognition, how the library is structured, provides a brief history of the library organization and its buildings, etc.)
Professional Expectations Guide:  From this person the new staff member will learn what they need to do regarding promotions or contract renewals expected attendance at meetings, what roles they are expected to fill locally, regionally, or nationally.
[image: ]Slide 43:  You can see these charts on the NWILL web site later...
This one lists professional expectations for all staff…


[image: ]Slide 44:  And this lists separate professional expectations for Classified Staff, Librarians, and Officers of Administration.


[image: ]Slide 45:  This is a list of topics the Social Guides should cover for all staff.
We’ve just started using this ESP program; can’t tell you just yet what the results are.  


[image: ]Slide 46:  Also, we have crowd-sourced to library staff the task of creating a vocabulary list – it’s pretty fun!  I’m putting our vocabulary list on these slides so you can see what kinds of words our staff thought new employees might want to know.
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[image: ]Slide 52:  Questions about ESP:  Laine



[bookmark: _GoBack][image: ]Slide 53:  Now David will talk about what REALLY happened to him:  what worked, what didn’t, and maybe what he’d have liked to have included in his orientation.  Thanks for your time, and I look forward to hearing about your experiences.
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