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The purpose of the 2012 survey was to collect information from states about their 
current or recent library leadership training.  A few respondents were in the process 
of planning their first leadership training event (at least in while) and so they re-
sponded as best they could.  The survey sought to establish some norms and provide 
a snapshot of the range of activities underway at different states.  There were few 
norms established, however, as the approach to leadership training indicated by the 
responses was quite varied. However, four fairly common attributes can be noted:  

 size of the class (under 50,with between 11 and 30 the most frequently found) 
 funding sources - federal (LSTA) and state library funding, primarily 
 preference for the use of facilitators in a face-to-face training model 
 enthusiasm for the steady or growing demand for library leadership training 
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How often?  18 of 24 respondents replied 
to the question of how often they offered 
leadership training.  28% offer training an-
nually and 28% offer it biennially, 1/3rd offer 
the training sporadically.  Some indicated 
that their training was continuous, that 
they had discontinued their training, or that 
they were just planning to offer leadership 
training.   
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Experience of agency in offering 
leadership training: Most re-
spondents replied to the question 
of how long their agency had been 
offering leadership training with 
the majority having been in the 
business for more than 10 years 
(36.4%), 5-10 years (27.3%), 1-5 
years (22.7%) and 3 respondents 
reported that they were in their 
first year (13.6%). 

Target Audience:  When asked about the 
target audience for leadership training, 
few respondents had a narrow view. 
Though about 1/3rd indicated that direc-
tors of public libraries were the primary 
target, more than ½ said any staff or all 
librarians. Two respondents noted that 
trustees were the target audience.   No 
one indicated that leadership training was 
extended to volunteers in the library.   

Instructional Design:  Nearly 70% use a facilitator to deliver the leadership training and this was 
the most popular instructional methodology, though not a singular one.  The large majority used 
a combination of methods to deliver their training.  Extended sessions of 2, 3 or more days face-
to-face is the most common, employed by more than half, and a series of face-to-face meetings 
over a period of time is used by 35%.  Expert presenters (60.9%), Group activities (52.2%), hand 
out materials (43.5%), Projects (30.4%), Webinars (30.4%) a Manual (26.1%)and Mentoring 
(26.1%) were all popular strategies used in different combinations.  Instructional media or work-
books were cited by 3 respondents, and wikis or blogs by 2 each.  In the comments section, one 
respondent noted that they also provide online grant writing training and coaching and confer-
ence sponsorships to R-Squared.   
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Size of a class: Perhaps the sweet spot for a leadership class falls between 11 and 30; 35% responded 

that their groups range in size from 11-20, and 30% said 21-30. Another 20% answered that their group 

was between 31 and 40.  Only two reported a group of 10 or less, and only one reported a group of 

41+..  No one reported groups larger than 50. There is no notable correlation between the length of 

time that a respondent had been offering leadership training and the size of the class, so there isn’t any 

direct evidence that experience directs that decision. The agencies in the 31 and above group all hail 

from more populous states, which might indicate that there is simply a need for a greater number of 

participants.  This area requires further study to determine if larger groups are being served as an in-

tentional purpose of the instructional design, or if it is primarily a result of responding to demand.   

Requirements/prerequisites/outcomes:  Many programs have an application process 
which may be competitive.  Many require an attendance and/or assignment minimum to 
participate (5 out of 8 Webinars, for example, or completion of an independent communi-
ty-based leadership project).  Some vary their training to target directors one time, other 
staff another time.  Membership in the state library association is a requirement in at least 
one program.  One program offers a fellowship of $5,000 to support leadership projects 
and bolsters that with a rigorous hands-on proposal writing process and an ongoing men-
torship program.   Some programs offer some form of graduation or certification at the 
conclusion of their program.  One boasts that grads go on to improve their careers at a 
rate of 40% acquiring new positions within a year of completing the program.  
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Staffing & Budgets: One program dedicates 
more than 3 FTE to their leadership training, but 
68.4% have 1 or less FTE assigned to plan and 
implement leadership training.  26.3% have less 
than ¼ FTE. 26.3% have between 1 and 3 FTE on 
staff for their leadership program. Not surpris-
ingly, the larger states seem to report bigger 
budgets and more staff, though the information 
provided to much too general to draw any di-
rect conclusions.  This survey did not ask ques-
tions that might indicate whether or not a pro-
grams rigor was at all related to staffing or 
budgets, as there were no questions about the 
number of hours in the training nor any evi-
dence base for determining which programs had 
more positive effects on the participants and 
their communities. 

36.8% of respondents reported budgets 
(excluding staff costs) of $10,000 or less. 57.9% 
spend $20,000 or less and  73.7% spend $50,000 
or less.  21.1% spend between $50,001 and 
$100,000. One respondent has a budget of over 
$100,000. 



Fees and Support:  55.6% charge no fees to attend, while 44.4% charge a fee that ranges from the cost 
of meals and room only, to $500.  Those that do charge often have a waiver or scholarship available.  
One respondent noted that they charge for meals and refreshments since those expenses are not al-
lowed by LSTA, though most respondents clearly do use LSTA funds to cover those costs.  Notable as 
well is that one respondent indicated elsewhere in the survey that leadership training was not allowed 
by LSTA and that accounted for why their state no longer offered it.  In fact, LSTA funds are used by 13 
of the respondents to fund these programs.  An inquiry to LSTA by the committee that organized this 
review and survey confirmed that leadership training is allowed, so long as there is no curriculum di-
rected at advocacy within the syllabus.   

Funding for leadership trainings includes LSTA as a common source, as mentioned. Also common is 
state library general funding (8 respondents) along with less common donations, grants, and fees from 
participants.   
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Trends: When asked to describe the level of 
interest in leadership training for their 
states, 63% identified a growing demand and 
36% indicated a steady demand. Only one 
respondent felt that demand was declining, 
though they reported a drastic decline.    

Full results of the survey can be viewed here:  http://wiggio.com/yui/folder/stream_file.php?

doc_key=fbenMtx5o4hlxST6Jda1kUd/MEF/7l06TjW8LN+hugg= 

wyoming 

http://wiggio.com/yui/folder/stream_file.php?doc_key=fbenMtx5o4hlxST6Jda1kUd/MEF/7l06TjW8LN+hugg=
http://wiggio.com/yui/folder/stream_file.php?doc_key=fbenMtx5o4hlxST6Jda1kUd/MEF/7l06TjW8LN+hugg=


Survey respondents: 
 
Alaska State Library   
 
Arkansas State Library 
http://www.library.arkansas.gov/PublicLibraryServices/Documents/Library%20Board%20of%20Trustees%

20Orientation.pdf 
 
Infopeople -- the leadership program is the Eureka! Leadership Program (California) 
http://eurekaleadership.org/ 
 
Colorado State Library 
http://www.cal-webs.org/Leadership_Development___Institute.html 
 
Delaware Division of Libraries 
 
Florida Department of State - Division of Library and Information Service 

“The primary goal of the Institute is to assist in preparing library leaders to provide the highest quality library services to 

the citizens of Florida in the most effective and innovative manner that will meet today's needs and tomorrow's chal-

lenges.” 

http://dlis.dos.state.fl.us/bld/leadership/institute.cfm 

Georgia Public Library Service 
 
Idaho Commission for Libraries 
 
Indiana State Library 

Today’s library professional cannot rely on a similar knowledge and skill set than that of their counterparts a cen-
tury ago or even just a decade ago. Technology, funding, and communities are all evolving, and the role of the 
librarian is no longer that of gatekeeper to knowledge. But, what is the role of the librarian now and in the fu-
ture?      In an effort to prepare the library community’s future leaders for these 21st-Century challenges, the In-
diana State Library’s Professional Development Committee has established the Indiana Library Leadership Acade-
my. At the end of this program, you will:     

UNDERSTAND the major landscape changes within the library industry   
RECOGNIZE the major societal and cultural changes in your community have been 
IDENTIFY key indicators of upcoming change   
VERIFY library stakeholders   
COMPLETE a capstone project independently, or with Academy cohorts, which will: 

identify a need  •complete a community scan – to identify possible sources of funding   
find the appropriate partners and funding   
launch the project   
develop a plan for sustainability   

MENTOR future leaders and beyond   
LEAD as part of the Professional Development Committee Speakers’ Bureau 

http://www.webjunction.org/content/webjunction/partners/indiana/in-itiatives/leader-acad.html 
State Library of Louisiana 
 
Maine State LibraryWashington State Library 
 
Wyoming State Library 
http://will.state.wy.us/training/wlli.html 



 
Montana State Library 

Vision:   
The futures of Montana libraries are shaped by leaders who recognize the changing nature of libraries and in-
formation.  Montana librarians have the leadership skills to transform their organizations to meet the challeng-
es and opportunities of the future. 
 
Participants will be better able to: 

Effect change in both their libraries and the communities they serve. 

Anticipate problems and opportunities. 

Take risks and make hard decisions. 

Build collaborative networks in the greater communities they serve. 

Form and communicate visions that inspire others to act. 

Establish a foundation for continuous leadership learning. 

Connect with a support network of library leaders   

http://mtlibraryleadership2012.wordpress.com/ 
 
Nebraska Library Commission 
 
New Jersey State Library 
http://ldb.njstatelib.org/directors http://ldb.njstatelib.org/trustees http://librarylinknj.org/content/super-library-

supervisor-workshop-series-stepping-supervisor 
 
State Library of Ohio 

The mission of Library Leadership Ohio is to develop future leaders for Ohio libraries, to help Ohio library staff 
become leaders in the communities they serve and to encourage Ohio librarians to work collaboratively to sup-
port the mission of the State Library and the purposes of LSTA within their institution. Goals  Library Leadership 
Ohio hopes to create the next generation of transformative library leaders in Ohio.  The advisory committee 
developed a definition of a transformative leader; a transformative leader is someone who:  Understands com-
munity, stakeholders, the current status, and beyond  Questions the status quo and processes in place  Envi-
sions solutions and a new future  Translates ideas into strategies  Models courage and risk taking  Engages and 
empowers [others]  Fosters creativity and imagination  Steers toward progress and improvement  Uses man-
agement skills and abilities ethically and effectively  Agilely overcomes barriers and disasters  Creates positive 
change  Prepares for the next challenge    A transformative leader does all of these things for the benefit of 
others.  Library Leadership Ohio hopes to encourage leaders to use these skills to work together to complete a 
project which will benefit the Ohio library community and their constituents. 

www.libraryleadershipohio.org 
 
Office of Commonwealth Libraries (Pennsylvania) 

The purpose is to improve public libraries. 
 

Utah State Library 
 
South Carolina State Library 
 
Tennessee State Library 
http://www.tn.gov/tsla/lps/education/Public%20Library%20Management%20Institute%20Requirements_1.pdf 
 
Texas State Library and Archives Commission 
https://www.tsl.state.tx.us/ld/workshops/slm/index.html 


