Bozena Jaskowska
The Library of Rzeszow University
bjasko@univ.rzeszow.pl

Empowerment and partnership — is it possible in thecademic library?

The paper presents the idea of empowerment andlepsinip in the academic library. Some
differences between classic and empowerment mareageand a few most important
features of leadership are also pointed out irsthdy. Difficulties as well as benefits of
participation in an academic library are shownhi@ $econd part of the paper. The are many
areas in the academic library where empowermenpartdership could be successfully
implemented in the management process.

There is an old dictum saying that geniuses are tablearn from the mistakes of
others, intelligent people from their own, and slatted people will simply never learn. It
would be logical to assume, that since other pémpiéstakes can be beneficial to us, their
knowledge, if reached for properly, should be evmme valuable. That issue, i.e. the
utilization of the co-workers’ knowledge in the pesses of library management, is the
subject matter of this paper.

The perception of leadership evolved extensivelphenlast century. The Taylorian
concept of machinist organisation put the leadéhéncentral position, from which he could
oversee, manage and supervise the stability gbriheesses in an organisation. The concept
of an organisation seen as a living organism disibbated the greatest importance to the
leader who was the “brain” in control of all thedily functions. Those models served their
purpose in the stable reality of thé™@entury. However, as organisations face the
changeable, often turbulent environment of th& @&intury, the system’s practical efficacy
has greatly diminished. It seems that the solutemin shifting the management model
towards empowerment and partnership in the relshignbetween leaders and their
subordinates who should be able to participateeetly or not — in decision making
processes. Certain elements of this approach er@dgl successfully being implemented in a
growing number of commercial institutions. It idesf emphasized, that a leader who chooses
to surrender some of his authority in favour of ¢neployees in fact gains power in the
process Indeed, the greater the autonomy, the broadesdbee of communal control which

is by far more effective than any managerial suig@m®, more independence allows the
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employees to appreciate their genuine input indftimctional effectiveness of their
organisation.

Academic libraries, whose organisational struchag for centuries remained highly
complex and strictly hierarchical in nature, argvrfacing the necessity to transform the
stable, traditional employee relationship towardsater flexibility and more varied operation.
Is it possible, and if so - to what extent, to deke power in the specific environment of an
academic library? This paper attempts to addresstid other similar issues as a voice in a
broader discussion, for there is no doubt thaptidblem of empowerment involves numerous

dangers not thoroughly discussed herein.

Why does the conventional method of library manageent need to be altered?

The hierarchical system of the relations betwéersuperior and the subordinates still
predominates the reality of academic librarieshhbiotrespect to formal issues: decision
making and subordination as well as emotional icaat the distance separating those on
different levels in the hierarchy. In this typeao$tructure the management is responsible for
planning and organisation (via detailed instrudjpeoordination, adjustment and control,
while the staff is expected to follow and carry the instructions. Communication takes
place vertically and usually in only one directi@ownwards), those in charge are often
unaware of the library users’ actual needs — ndetsare best recognised by the subordinates
who directly handle the information-library tasks the superior becomes overburdened with
the decision-making tasks and overly involved i tanagement duties, his focus will be
limited to the library’s current condition rathéan the long-term, strategic considerations.
On the other hand, subordinates who are merelynréd of the needed and implemented
changes but do not participate in their plannirajten tend to be distrustful and do not
understand their causes or rationale, which leadsltictance, passiveness or even resistance.
As they are not directly responsible for a givetway's implementation (which lies solely
with the department’s executive) may lead to thesser involvement in the process and
attempts to minimize the effort needed to comptertain tasks. Lack of shared responsibility
and democratisation in the library also means weiglemtification with the organisation and
fragmentary perception of work, seen either throtnghprism of the given division or simply
the currently performed tasks. Furthermore, a e@rbrganisational structure causes
significant delays in the information flow, putsntdanger of distortion, leads to its filtering,
whether intended or not, at every level of thedmehny, hinders the processes of quick

response to the varying environment, decreasefettibility and dynamics of the structures.



In a hierarchically organised library authoritydisrived mainly from the currently held
position, title, experience and number of subor@isarather than the actual leadership
competence and ability to manage people and tasks.

The hierarchical organisational structure andetkecutive distance functioned fairly
well in the last century with the consent of bdth superiors and the subordinates. The
subordinates were quite content — and sadly in ncaegs still are — with the stability and
security gained at the expense of independencs.pflanomenon (by no means limited to the
library environment) is explained by Cz. Sikorskithe Polish mentality still influenced by
the remnants of the real socialism. Shyness, s@eisess and the ability to blend in, which
guaranteed stability and security, became the atBrirtues, and any attempts to change this
“culture of inertia” is a task of great difficuftand poses quite a challenge for the employees

and executives of academic libraries. A challeng&lwhas to be faced.

Leadership — yes, but of what sort?

In the face of the constantly changing environnmenthich a modern academic
library has to operate, i.e. the continuously iasieg pace of technological development, the
evolution of higher education and the methods bbkrly communication, as well as of the
methods of providing information-library servicesthe ever more demanding and impatient
users, it seems that libraries have no alterndintdo develop towards employee
participation. D.E. Riggs stresses the necessitlebhing the roles and functions of library
executive bodies in the 2tentury. The focus in modern information-libragndces falls on
‘leadership’ rather than traditional ‘manageménFable 1 presents the most characteristic
cultural features of the traditional system anddieative, empowerment-based method of

library administration.

2 Ibid, p. 104
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classic library management

creative leadershipesmgowerment

Executive planning strategic thinking
administration support
organisation co-organisation
direction and supervision delegation of power mmig of the current
activity
adjustment motivation
control and supervision trust and truthfulness
focus on structures and functions focus on pedpdgr capital and tasks
questions: how and when? questions: what and why?
acceptance of the status quo acceptance of thierehas and changes
proper implementation of processes implementatfgraper (needed) processe
Employee following executive instructions participation imetformulation of
instructions and following them
focus on performing tasks performing tasks andkaitiie in terms of
development of the institution
work in a group work in a team
reliance on the experience, skills and recognising the need for permanent trainin
knowledge
trained to efficiently perform tasks also trainede a leader
Structure vertical, complex hierarchy flattened structure, elements of network an

discipline and order

matrix structure
openness, greater independence in terms

performance and opinion-making

Table 1 The most important features of two admiaiste methods in an academic library: classic rgangent
and empowerment (author’s analysis)

As confirmed by E.B Zybert’s study on the instanoEsobbing in libraries (of

various types), the predominating administratiydestin such institutions are still the firm

management method and the executive force approsduile, the democratised style remains

in minority (indicated by only 13.3% of respond@rits

It is this author’s belief that in academic libesriof the 2% century, the main weight

of executive approach must be shifted towards demtiocempowerment leadership, where

the leader, whose authority is derived from thei@cskills and knowledge, may in fact be

any of the employees, and the position may depelatlyson the currently performed task.

Providing library services in an efficient way dafds to an increasing extend on not only

good performance of tasks and executive ordersiptiise and compliance, but also on the

ability to think, share knowledge, opinions andasleto actively participate in the library’s

life as well as contribute to the changes and iations. Ch. A. Olson and P.M.

Ch. A. Olson and P. M. Singer express similar vieithe leadership function in a

21% century library. The authors strongly suggestribed for departing from the fixed

organisational structures and the traditional, peeson decision making and converting the

* Zybert E. B.Problemy mobbingu w zawodowyyriu bibliotekarzy i ich organizacyjnej dziatalfw ,Przeghd
Biblioteczny” 2006 R. 74 z. 1 p. 44



libraries into complex, flexible, network organisais which will be able to utilize the new
trends and adjust their structure accordingly. Réxerole in such organisations is played by
the library leaders, who no longer issue simplemamds or control their subordinates, but
rather create strategies, structures and orgamsaiculture which facilitates changes. Their
role is to lead the employees into the reality @fropportunities and challenge$he authors
postulate the rule of 3xC, i.eontribution connectiorandcollaboration which means that:
librarians participate actively in projects, tasksl decision-making processes, relations and
networks are built between the employees and ahlhvéeam work is the key organisational
strategy. Based on the concept proposed by Ch. A, OlsorPand. Singer, the features of
creative and participating library management ouglte discussed in this study as well:
» Contribution

The leader in a Zicentury library ought to assure that the subotdmare broadly
involved in the implementation of tasks and prggeéte should be able to properly identify
the skills, abilities and talents of the subordasadnd to utilize them for the purposes of
particular projects. The ability to perceive, adiand appreciate the employees’ skills is one
of the key elements of the 2tentury library leadership. Appreciated and maé&da
employees become more deeply involved in theirstaskl the awareness of responsibility
leads to greater diligence and the drive for péidac

Participation in an organisation can be of onenaf inain types: non-materialistic and
materialistié. Financial participation (e.g. in the form of ashin the profit or the capital
stock) is not likely to take place in the caseaddemic libraries (possibly with the exception
of private universities?), non-materialistic pagation, however, can safely be implemented
in information-library operations. Non-materialcsti.e. decision-making participation may be
both direct and indirect. Direct involvement in adistration means that the subordinate
becomes an equal and actual entity co-creatingitte organisation, not only in formal and
structural sense, but also in terms of decisionimpgrocessésIn a library, the above may
take the form of autonomous teams, quality cirakesvell as regular or immediate staff
meetings on various levels of authority, but algp problem discussion groups on-line,

where the management may “post” an unresolved sspeoblem. Indirect, i.e.

® Qlson Ch., Singer RVinning with the library leadership. Enhancing sees through connection, contribution
and collaboration— Chicago: American Library Association, 2004.09

® Ibid, p. 29-81
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representational participation involves a groupl@hocratically elected representatives of the
workforce, who are allowed into the decision-makamgl advisory bodies of the organisation.
This may be accomplished by the employees’ pagtmp in the main decision-making
entities, such as e.g. the Library Council; thairtigipation in councils and committees
operating alongside the traditional executive $tmas and summoned on cyclical or
immediate bases as well as task-related assemél&sg to implementation of a certain
project of solving a certain problem; the thirdnfoof representational participation includes
all instances of trade union and association ds/ivhich may cooperate with the
management on partnership basis in creating theionisstrategy and culture of the academic
library.

It seems that in a library there is room partidyléor the processes of delegating
authority to teams of representatives from varidurary branches. The specific environment
of a library (such as the need for structural grttadition, functionally organised processes,
considerable importance of procedures, norms aratlatds) determines that the most
beneficial and desirable method of joint admintsdraby the management an working, task,
problem and consultative teams, rather than inolydnly selected individuals in the process.

Management theory literature distinguishes two sygieparticipation: formal (legally
sanctioned) and informal, which is based on thevok of relations between the particular
members of an organisation. Jaddynski points to a number of factors indicating faeager
importance of informal participation in an organiga: the process of consulting the
employees is then much more flexible and can easlifipt to the needs of a given situation
(task, interpersonal relations, eft.)

Whatever the form of participation, however, thedry management ought to
communicate their readiness to accept the opiraadspoints of view of the employees, to
consider any suggestions and ideas concerning iraprent of the library’s operations and to
be open to contribution from all the employeeswareto seek that contribution themselves
when faced with a particular problem. They oughtremate an environment of partnership and
minimize the emotional distance which leads e.dge&w and reluctance of directly contacting
the superior. Successful implementation of theigpgtion methods will never be possible
without the mutual consent of both the superior #r@dsubordinates. The management has to

show trust and allow the library’s employees taipgrate in decision-making processes at

° Maczynski J.Partycypacja w podejmowaniu decydjiarszawa: Wydaw. IFiS PAN, 1996 p. 49



certain levels, while the librarians should be setdaccept the new challenge and change
their perspective of the scope of their work arspomsibility.

It should be underlined that nowadays, empowermeamployees seems to be much
easier than it used to be, librarians are betteca@d, often hold unique qualifications and
are prepared to efficiently direct their own ac#nlt is also more common for the
profession to be chosen by people educated irditnalfing to further develop in this field. J.
Pelc indicates, that a growing number of peopleadays wish to have active influence upon
their professional lives, strive to free themselfresn hegemonic ideologies, desire to
experience the satisfaction of being creative anchiing interpersonal relations based on
voluntary, autonomous decisions, they wish to mtatgeir inner intellectual independence
and to articulate it in everyday activitiésDos the above also refer to us — librarians?

» Connection

The ability to create interpersonal bonds is therfeature of leadership in the
modern, network reality and is directly relatedhe issue of empowerment and creating
partnership relations between a librarian and taeagement. Connection refers to creating
desired interrelations, bonds between the emplogkas organisation, which allow them to
cooperate and work towards common goals. In libsanif the 2% century the applicable term
should bepower withrather tharpower over Partnership, cooperation, teams formed around
certain tasks and projects, network organisatiomark— are all examples of bonds created in
a library, whose main goal is to bring people tbgetand combine their intellectual capital.
The above refers to both tightening interpersoonalds within the library as well as outside of
it, i.e. creating networks and relations with reggrgatives of other organisations and
professions such as the parent university, otbeariies of the given type or from the same
region, scientific and research institutions, lcenadl state authorities.

» Collaboration

Collaboration is not a new concept in the orgarosadf information-library services:
sections, divisions, branches within which certasks are performed collectively have
existed in libraries for years. However, when wiorla group leads to fragmentary perception
of the library only in terms of advantages for gieen organisational unit, if work in the
division becomes more important than the genemiséirategic goals of the organisation as a
whole, if it is based on passive participation gedormance of only those duties which have

19 Stephens D., Russell Krganizational development, leadership, changetaeduture of librariesLibrary
Trends” 2004 Vol. 53 No 1 p. 239-241, 244
1 penc JUmiejetnasci kierowania ludmi ,Ekonomika i Organizacja Przedbiorstw” 2001 no. 6 p. 30



been assigned personally — then it is necessapdadine the nature of this cooperation. In
the academic library there is room mainly for tearkwather than group work, and the two
vary considerably. A group cooperates mainly tchexge information and make decisions
aiming to facilitate its members in performancehair duties, and the result of this activity is
merely the sum of individual contributions of padiar group members. A team, on the other
hand, is a group of people who cooperate in omegach a certain common goal, and the
result of their activity is a positive synergy effewhere the input of particular team members
generates greater effectiveness than that whiclidaanly be the sum of their effoffs Work
in a library team requires, therefore, active ggrttion, sharing information and knowledge,
combining various elements of the intellectual ta@nd creating new knowledge resources.
Collaboration, partnership and creation of a comitglare key trends in modern
librarianship. The collaboration should be basedentain crucial pillars, such as:
development of common goals, search for new salstand creating an environment of trust
and understandirtg

A library manager who apart from the traditionalmagerial functions will also be
able to implement the 3xC rule, will become an aklibrary leader in the uncertain and

changeable reality of the 2tentury.

Characteristics of a leader in the 21 century library.

Managerial activities in modern academic librasksuld be based upon task
implementation through stimulation and coordinatidcommon efforts towards providing
high quality information-library services as wedl developing and enriching the intellectual
capacities of the employees. Academic librariesagars ought to be come leaders, who:

» facilitate the two-directional, vertical and honal communication which allows
them at all times to have full knowledge of therggedaking place, and the employees
to understand the rationale and meaning of evepjemented change, innovation or
activity,

» set clear and unambiguous tasks for the teamsreaesthat they follow the
specified course of action (it is important for #maployees to have a sense of stability
obtained through specification of responsibilitylateadlines),

» delegate authority to those with greater knowlethgtter information and more time

required to implement specific tasks,

2 |bid p. 29
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* motivate, support and supervise the empowered gmapso(particularly in the initial
stage), constantly evaluate the results and awaigtgss if possible, coordinate the
activities, share their knowledge, experience andpetence,
* make decisions which cannot be made by othersallaek of time, knowledge or
authority,
» facilitate personal and professional developmenheir subordinates and utilize the
organisational intellectual capital (support cnggti channel the organisational
energies),
* Dbuild partnership culture and create an environmeémust by sharing success and —
whenever possible — information and knowleldge
D.E. Riggs postulates to finally abandon the myéinting that one has to be born a leader.
Mental and physical capacity is important but nidlvProfessional library leadership in the
21 century is mainly derived from life and professibaxperience, knowledge and
competence as well as constant processes of sefogenent and learning. It manifests itself
in: the vision, dreams, creativity, innovativenassl enterprise, strategic thinking, courage,
truthfulness, trust, values, professional passiare for the colleagues and subordinates,
ability to communicate, aptitude for transformatend change as well as self-motivation and
the ability to motivate othef

A library leader in the Zicentury is an expert seen as both the superioaand
trustworthy specialist, who is able to provide supjin the choice and perfection of the path
leading to successful achievement of organisatigoals. The determinant of leadership in
future libraries ought to be the effectivenesstdiipersonal cooperation.

Barriers to employee empowerment

As already mentioned, authority delegation in &alip demands mutual acceptance
and readiness to involve employees in the decisiaking processes. Contrary to all
appearances, the task is not as easy at it may, s@ehmn academic libraries which operate in
organisational and cultural conditions originatfr@m the previous century, it is even harder.

Three groups of difficulties can be enumerated ctimhay hinder the implementation
of partnership relationships in the organisatioacddemic library processes: personality
barriers of the leader and the subordinates, @llharriers and formal barriers originating

from e.g. the structure, lack of technical or fio@hresources, etc.

1 Por. Penc JUmiejetnasci kierowania ludmi... p. 28
5 Riggs D. EThe crisis and opportunities p. 9, 13-14



Personality barriers concern individual predisposg of particular people which may
be beneficial or not in terms of serving as a le@&an organisation. There are employees
who do not feel comfortable in positions of powaw,not like making decisions and being
responsible for anything, who would not elect td femselves in a situation which requires
independence. Such attitudes are often causectbyliaelf-confidence, adverse experiences
in the past, shortages in up to date and comprefeeksowledge, which incline such
employees to follow orders rather than participatdeir shaping. On the other hand, some
people are so called born leaders, who — if giveartain amount of power — are reluctant to
share it with their employees, they will also hatgitfrom giving up the prestige they enjoy
mainly due to the held position. We all know thgginesentatives of both of the groups are
often found in our workplaces.

Cultural barriers originate from established comrpatterns of thinking and acting in
an organisation, i.e. the organisational cultuiee ierarchical culture which assumes
unequal distribution of power in a library and guemce of the same by the employees, the
considerable emotional distance separating thersungeom the subordinates, authority and
power derived solely from the position and titlédhas well as the number of subordinates,
are the main cultural barriers hampering the imjgletation of empowerment in an
organisation. Another significant issue may the tolerance to uncertainty which is
characteristic of library organisational cultureaF and anxiety experienced by employees in
the face of new and unfamiliar situations, suchhasges and innovations, will certainly not
facilitate participation in decision making processs it requires courage and self-esteem.
Cultural barriers are difficult to minimise as thae usually deeply rooted in the employees’
collective mentality and often significantly supptire organisational conditions of academic
library operation.

Formal barriers may also considerably impede engpment in a library. Inflexible,
hierarchical organisational structure, poor tecbgulal facilities (which would allow for e.g.
creating virtual teams and sharing knowledge w&imternet), insufficient financial
resources to utilise materialistic motivators ayanise training courses — are all examples of
formal barriers which, although unquestionably imi@ot, are much easier to overcome than
cultural and personality barriers. Table 2 presartiseakdown of the main barriers hindering

employee participation in a library.
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Personality barriers

Cultural barriers

Formal barriers

o fear of responsibility and
independence
o fear of making a mistake

(%))
3 o lack of confidence in ones
3 own knowledge and skills
a 0 anxiety caused by the
uEJ increased difficulty of work
o lack of self-motivation
o fear of changes
0 inability to work in a team
o fear of the employees
displaying better leadership
qualities
o belief that delegating power
may be seen as admitting
one’s incompetence or
S ignorance,
@ o fear of losing authority and
g the current social and
2]

professional status

0 conviction that the
subordinates do not have
sufficient intellectual
potential

o0 inability to discover the
unique talents of the
employees

tendency to hold on to old, reliab
structural and functional patterns
belief that empowerment is not
compatible with the norms and
values established in the
organisation

lack of trust and understanding
between the employees and the
management

emotional distance between the
superiors and the subordinates
unwillingness to become involve(
in the necessary training and
development processes

strong individualist predispositior
which hinders the formation of
advisory teams

low organisational tolerance to
uncertainty

negative experience of
empowerment in the past

lack of understanding of the
necessity of empowerment
inability to share knowledge

[Se}

1o

hierarchical organisational
structure

vertical and top-down
information flow

insufficient knowledge and
skills of the employees
lack of employees willing to
participate

necessity to devote
considerable time to the
process

need to run training courses
for the employees

lack of technical resources
lack of financial resources

Table 2 Barriers hindering power delegation in ead@mic library (author’'s analysis)

The key to overcoming most of the above difficidtiapart from implementing formal

changes in the library and its structure, liesfiomming the organisational mentality of

librarians and their work philosophy, i.e. reshagpiine organisational culture. The

management ought to knowingly create the propeir@mwent for partnership and

cooperation, which will allow them to test and astee abilities of the subordinates,

undertake progressive challenges, facilitate ppeton in training courses and gradually

assign managerial and leadership tasks to the gegs8. Such actions will enable the

librarians to define their role and position innerof the organisation’s mission, and their

superiors to evaluate the intellectual capital thaye at their disposal. Cultural intervention

in terms of subjectifying the employees includesairaging, mobilising, broadening the

possibilities, inspiring, motivating, popularisitite idea of cooperation and organising

training courses.

18 penc JKreowanie zachowaw organizacjiwWarszawa: Placet, 2000 p. 221
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Employee subjectivity in an academic library

There are many empirically confirmed arguments suppy the need to empower
employees in academic libraries. In her study efefiects of implementing the concept of
organisational development (which includes thearotif employee empowerment) in the
activity of American libraries, K. Holloway idenifd its numerous advantages manifesting
themselves in e.g.: facilitation of inner organisaal processes, development of training
processes and improvement of the quality of sesyiaad even in more rational financial
policies(!)"

Research on commercial organisations indicatesgthployee subjectivity leads to:

0 greater satisfaction from the performed work —ipgoation increases employee
satisfaction in two ways: by providing them witle thossibility of greater
involvement and putting their abilities into uss,veell as by allowing them to
influence decision-making and cause it to bettdecetheir own needs.

o higher quality of the decisions made — as londghaddllowing optimum is kept:
common goals of the individuals participating ie ttecision-making processes,
comprehensive scope of their knowledge, the sizeeofroup facilitating
communication, existence of certain discrepanciagpinion (to prevent the so called
group thinking syndrome) as well as the abilitygach consensus and think
creatively.

0 better employee motivation in implementing the diecis — which is in fact a natural
reaction to support the results of one’s own labthe “feeling of ownership” of the
decisions is common, which in consequence redineesesistance to them and
ensures faster and more effective action.

o development of employees themselves — noted inith@easing decision-making
abilities due to the group-work nature of the peses as well as in strengthening the
bond between the employees and the organidition

With the encouraged sense of influence and cawsptiwer, the developing sense of self-
esteem and competence, with the awareness oaaffiliand interdependence and the
discovery of one’s own knowledge which offers asseof security, the library exercising the

empowerment style of management will be by far ntikedy to achieve success.

" Holloway K.The significance of organizational developmentdademic research librarieg.ibrary Trends”
2004 Vol. 53 No 1 p. 14-15
18 Maczynski J.Partycypacja w podejmowaniu p. 50-55
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Studies of organisational culture performed byatthor of this paper in selected
Polish academic libraries indicate that the aboeationed benefits are highly unlikely to be
seen in state university libraries.

Such facilities are characterised by the cultprafile of significant executive
distance. The hierarchic structure was observedlynei terms of power delegation, or in
fact its virtual lack. Over 75% of the surveyeddbans working at state university libraries
stated that all or nearly all decisions are madparsonally by the management. Only 6%
confirmed that they often participate in the demismaking process, and no one indicated to
do so on permanent basis. The great executivendssiseems to be accompanied by also
significant, if slightly lesser, emotional distartsetween the employees and the management.
25% of the respondents admitted that they nevearety put forward their opinions to the
superiors, and nearly half stated that they daliy occasionally. Nearly 43% admitted that
there is a distance between the management ararpleyees and that librarians are not free
from emotional anxiety when contacting their supexi It is manifested in the form in which
the communication takes place, the use of titlesfarmal expressions. The authorities’
strong attachment to the power is confirmed byfdéleethat over 70% of the surveyed
librarians claimed that the director is the onlygo® managing the library. It points to strong
authority of the management and possibly its leg#ation by the employees.

Considerably different results were obtained fitbmn study of the cultural aspect of
authority distance in privet university librari@e main discrepancy in this respect between
private and state university libraries is foundha significantly participation of private
libraries’ employees in the decision-making proesss as many as 81% of the librarians
stated that such instances take place always, oftsametimes. The contacts between the
superiors and subordinates in private universiisalies are less formalised, 82% of the
respondents indicated to experience no anxiety wbemmunicating with their superiors, the
“love of titles” is much less frequent and the aspicere is in general more friendly and
informal.

What is interesting and particularly significasitihe fact that the librarians express the
desire to participate in the decision-making preessy declaring equivalent cultural
preferences. The results were similar in the cabeth types of libraries, in state university
libraries 65% of the respondents expressed a wislotk in a library where they could
participate in the decision-making processes , 8h%h of the respondents supported the

notion of freedom in presenting their opinionsheit superior. In private university libraries
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the as many as 94% conveyed readiness to pargdipatecision-making processes and 88%
admitted that they would like to freely expressrtiopinions.

The above results suggest that the gravity ofgmaigty and cultural barriers is lesser
than it may seem and that the implementation ahelds of employee participation and
empowerment in libraries is far from impossible.

To what extent can empowerment function in theleoac library?

It seems that academic libraries have room mdarlgelegation of authority to
advisory and consultative teams, rather than toqodar individuals. The days of
individualist talents — such as A. Einstein or Istigicher — are gone, nowadays success is the
domain of well cooperating teams which alongsidgdal deduction are able to utilize the
methods of creative thinking.

Undoubtedly employee participation in academicalites can take place in
consultative and advisory processes in substrdcpnablem-solving teams, committees or
groups. Such organisational structures, whethengeent or temporary, should include
representatives from various branches of the hbirar of various attitudes and points of
view. From the perspective of the efficient orgatien of work, it is important to precisely
specify the scope of such teams’ operation: jucisoh, deadlines and subject matter of their
activity. The teams may be entrusted with analysimg solving various problems, both short
and long-term, e.g.: planning the professional@arand development of employees, creating
the strategic vision of the library in 5, 15 oryéars, planning and implementing marketing
strategies, creating guidelines for library modgation (the used technologies, new services,
tackling specific problems), monitoring the envinoent and the users, building the long-
lasting relationship with the parent university astiablishing communication with other
library, information or scientific facilities. Temopary participation in responding to current
operational issues may also be highly valuable; dayelopment of more effective methods
of retrieving books from university employees, reidg the number of destroyed or stolen
volumes, finding sponsorship, extending the opehimgrs of the library in the period of the
end-of-term examinations etc.

It should be noted that apart from actual paréittgn based on having a real influence
upon the made decisions, organisations may upézeeptual participation, aimed at the
perception (sense) of the employees in terms af itfuence in this respect. The benefits
enumerated above can often be secured by puratgmeral participation, where the authority

is exercised along the lines &fou can participate all you like — I'll still do val | think is
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best.However, this sort of a solution bears only pawiadl short-lived success, and library
leaders should aim to facilitate actual participatiather than just a decoy.

The available literature on commercial organisatitanagement provides numerous
hints to be used in empowerment management, whiclsgccessfully be implemented in
information-library activity. And although it is gnestionably a complex and difficult task, |
hope this “superior” and “employee” opinion to eaage You to further study the issue and
possibly inspire to put some of the above into ficac
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Dzielenie s¢ wtadza i partnerstwo — czy to maliwe w bibliotece akademickiej?
Przedstawiono problematylpartycypacji pracowniczej w bibliotece akademigkigkazano
réznice pome¢dzy klasycznym a uczestngzym stylem zargdzania placéwk oraz
scharakteryzowano najwiejsze cechy lidera biblioteki XXI w. Bariery neodize
partycypacji pracowniczej oraz kokxy z tej formy zarzdzania dziatalnécia informacyjno-
biblioteczry przedstawiono w drugiej exi referatu. Istnieje wiele obszarow, na ktérych
decyzyjna partycypacja pracowniczaze@ powodzeniem zostaaimplementowana do
zarzmdzania bibliotek.
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