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I. Introduction: What are minority residency programs?
A definition
According to the Association for Library and Information Science Education (ALISE), a residency program is a “post-degree work experience designed as an entry level program for professionals who have recently received the M.L.S. degree from a program accredited by the American Library Association.”
 Minority residency programs differ from other residency programs because they target members of underrepresented racial and ethnic groups. Similar programs also grouped with residency programs include minority internship programs and minority fellowship programs. Internship and fellowship programs may include a requirement of graduate school attendance and degree completion as the first part of the program before moving into a residency with the university libraries. Despite the different terminology used to describe the initiatives, these programs generally share similar purposes and goals.
Purpose of programs
A review of residency program websites and position announcements easily reveals that most programs share three basic purposes: to increase the diversity of the library’s professional staff; to increase the diversity of the academic librarian profession, and; to reflect the library’s and/or university’s commitment to diversity. These purposes suggest that many minority residency programs are formed in response to institutional and professional pushes for increased diversity. Professional library organizations, like the Association of Research Libraries (ARL), are illustrating this push by launching their own diversity initiatives and lending support to the diversity initiatives of academic research libraries
. These professional organizations are using methods such as scholarship opportunities and internship programs to attract minorities to the field and to show their commitment to increasing the number of minority librarians
. But some in the field still believe that the efforts are not enough
. The University of Pittsburgh School of Information Sciences and University Library System (Pittsburgh) emphasized this belief by listing a concern over the lack of recruitment programs among the reasons for launching their own program
. 
Even with the apparent emphasis on the supporting institutions and the field of academic librarianship, minority residency programs do have other purposes related directly to the residents that enter the programs. Most of these purposes describe a program that will in some way prepare a new librarian for a career in academic librarianship. Both the Georgetown Law Library (Georgetown) and the Ohio State University Libraries (Ohio State) stress that their programs will foster the growth of a new librarian into the profession
. Similarly, other programs, such as the Auburn University Libraries (Auburn), the University of Iowa Libraries (Iowa), the Ithaca College Library (Ithaca) and the University at Buffalo Libraries (Buffalo), emphasize that their programs are meant to introduce new librarians to careers in academic librarianship
. Other goals related to the acquisition of skills by the residents appear throughout program descriptions and are not necessarily included within a purpose or goal statement. The descriptions provided by both the University of South Florida, Tampa Library (South Florida) and the Kansas State University Libraries (Kansas State) exemplify this, offering goals and purposes throughout their descriptions
. These different purposes and goals show that minority residency programs serve multiple functions, benefiting the residents, the supporting institutions and the library and information science profession.
Structural aspects
Program lengths
Recent research on residency programs demonstrates that each residency program is unique in its own way and differs in length from one institution to another
. Hence, the first few programs were initially established as one-year programs. The programs’ lengths have, however, changed over the years from one to generally two years. Both the University of California Santa Barbara Libraries and the University of Delaware Library (Delaware) are examples of programs that made this change. The reason for the change was because one year was not offering the residents necessary and planned for in-depth training and expertise. In addition, one year programs were failing to attract new job seekers who could be recruited for permanent positions elsewhere.

As noted above, the length of programs has been increasing over a period of time, allowing the programs to produce quality residents who are well geared for a future in academic librarianship. Trujillo and Weber support that “[t] he program must last long enough for the intern (1) to be known and valued by library managers and colleagues, (2) to have developed and demonstrated expertise, and (3) to have the opportunity to move into a suitable, budgeted position. Thus a one-year internship is of only moderate value; a two- or three-year appointment may be far more effective in moving interns into regular appointments”
. Currently, all but two of the minority residency programs offer two-year appointments. The Rutgers University Libraries (Rutgers) offers a three-year program that includes two years to complete the Masters degree (MLS) while working in the Libraries part-time and one year in post-graduate residency upon graduation
. Pittsburgh offers a two-year program that includes one year to complete the MLIS program while working part-time in the University Library System and then a one-year appointment as a librarian upon graduation
.  
Candidate qualifications
Individual minority residency programs have a number of different candidate qualifications and criteria for their residency positions. What one program requires or desires in their candidates may be vastly different from the qualifications that another program desires. Only a few requested qualifications are nearly universal, appearing in the descriptions or job announcements of virtually every program. What may be the most surprising aspect of these “universal” qualifications is that they are no different from the qualifications found on job announcements for other academic librarianship positions.
The majority of programs agree that applicants should be recent MLS graduates of American Library Association (ALA) accredited programs
, though the length of time allowed since graduation may differ for some programs and not every program gives an exact amount of time
. Most programs also insist that their applicants have strong communication skills, whether written, oral, or interpersonal. The desire for applicants with strong interpersonal skills may be directly related to another qualification that appears in a large number of programs: the ability to work well in a team environment. Other qualifications that appear in a number of programs are a desire for professional growth, an interest in an academic librarianship career, and knowledge of information resources.
The one criterion expected to be automatic, membership in a racial or ethnic minority group, is not always a required qualification. Both Delaware and Auburn simply state that members of underrepresented groups are “encouraged” to apply
. This is surprising in the sense that increasing diversity is listed within the purposes of both programs. Even when it is required, there is no widespread agreement on what constitutes a minority applicant. Some programs list the four recognized underrepresented groups in the United States as their categories, but Asian Americans are left out of the Cornell University Library’s (Cornell) description
. Other programs use vague wording and do not specifically list any groups, relying on phrases like “member of an under-represented group in the field of librarianship” to define this criteria
. Related to the issue of what constitutes an underrepresented group is the requirement of United States’ citizenship, either by birth or naturalization. Some programs require that applicants either have citizenship
 or show proof of their eligibility for employment in the United States
. The wording used in relation to race and ethnicity, as well as nationality, is important in terms of interested applicants being able to determine whether they are eligible to apply for a program.
Number of residents
The number of residents accepted into individual minority residency programs ranges from one to three. This number is affected by a number of factors, with funding often noted as the leading determinant of how many residents a program can support. The number of residents in a program at one time is an important issue for a supporting institution to consider. Some former residents report that being the only resident was a disadvantage for them, as they lacked a built-in peer group that understood what they were going through
. The Yale University Library (Yale) program, which began with only one resident, was able to address the issue of the lone resident’s isolation through extra funding provided through a grant that allowed them to select two residents for future rotations
. Even if programs cannot support more than one resident at a time, encouraging contact with former residents who have completed the program may provide similar benefits to having a second resident.  An Ohio State resident reported that she benefited from contacting past residents who took the time to check-in on her throughout her residency
.  
II. Benefits for residents: How are these programs preparing diverse graduates for careers in professional librarianship?
The residency program involves a mutually beneficial relationship. The focus of this paper however, is mainly on the benefits for the resident rather than the parent organization. If the program is well planned and provides a supportive environment, participants can further develop skills and explore their interests. This creates a platform for specialization and for individuals to realize their full potential. This may therefore, make the resident more competitive for full time positions at the end of the program. To a large extent, the resident has an opportunity to attend professional conferences, be involved in projects and meetings, and experience how the library functions as a system; thereby creating a well-rounded person who is geared for more challenging issues in the library field. In addition, as the activities of the program focus on the libraries as a system, this will assist both the resident and the workforce involved commit to teamwork. This enhances positive synergy in the library - an antidote for success in any organization of today. In this way, the resident may therefore, become more adaptable to the ongoing changing information landscape, and the academic world at large. Thus creating a more flexible individual on which the health of most research libraries thrives. If the residency candidates are retained upon completion of the program, the candidate does not have to go through the feeling of being new in an environment. Hence, this could enable continuity and effectiveness. Above all, residency programs expose new librarians to real life issues in the library profession, offering in-depth training, which one might not get in a permanent, fulltime position. In this way the resident has the opportunity of exploring aspects of librarianship, which one might not have previously considered
.
Fundamental program components
Minority residency programs, indeed most library residency programs, share common themes and components. This may be partly due to a reliance on ALISE’s guidelines for residency programs, which outline the features that should be included in residency programs in order to achieve success
. Many of the features listed by ALISE and included by programs are closely related to the job responsibilities that academic librarians are expected to undertake. These responsibilities may include teaching, collection development, reference services, research, committee service, and meeting attendance, to name a few
. ALISE specifically lists a number of responsibilities that employing institutions should abide by. Many of these responsibilities are combined into general components that residency programs use to set up the structure of their programs. A review of website descriptions and position announcements illustrates that some components are more prevalent than others. These more prevalent components are referred to here as “fundamental components” and consist of rotations and department assignments, research opportunities, professional development opportunities, committee service, and mentoring.
Rotation and department assignments
The structure of residency programs differs extensively depending on the program. Many residency programs started out with rotational models. These models allowed residents to rotate through many different areas of the library and exposed the residents to a breadth of professional activities within academic libraries. However, in some cases this model did not provide enough substantial experience for the residents or for the libraries, and lacked specific work application. Most programs still utilize a rotational model, but the number of rotations is generally limited to less than four in a year and is usually followed by a full year in one specific department or area within the library.

Rotating into different departments of the library is a unique component of residency programs. This exclusive factor gives residents the opportunity to get real-life job experience in different areas of the library, a luxury not afforded to other new librarians. The structure and length of the rotations vary from library to library. In most cases, in the beginning year residents rotate through different library units, work in two, three, or even four key areas of the library, and gain broadly based experiences. In the second year the residents select one area to work in and complete a special project or activity in that area. The time spent for a rotation in one department varies widely, ranging anywhere from one month to six months, depending upon the structure of the program. Ohio State is an example of a program where “the first year includes introduction/orientation to the various departments and operations, while the second year of the residency emphasizes one or more areas of special interest to the Resident”
.
While there are many residency programs that offer rotations to different departments, there are also a few libraries where residents get assigned to work in a specific area of the library. For example, at Iowa, the resident gets assigned to a specific library department, such as instructional services or government publications
. Buffalo specifically assigns all residents to the Arts & Sciences Libraries for a “general introduction to public services” in the first year
.  Whether residents are assigned to specific areas or departments or they rotate through a number of different areas, the result is the same: the residents are exposed “to a broad range of operations, services, and issues” in a specific institution
.
Research opportunities
Research opportunities in residency programs help an entry-level librarian get involved in the research library workforce and get an early start on their professional career without the normal pressures of tenure requirements. Most residency programs guide the resident through the research and publication process, a benefit not often offered to new librarians. This approach facilitates the resident’s entry into the academic research and publication world.

A number of residency programs probably expect that their residents will be involved with research activities and publication, but few programs specifically mention this as a requirement in their program descriptions or their job advertisements. Exceptions to this include Buffalo and the University of Arizona Libraries (Arizona). At Buffalo, “all residents are responsible for completing either a scholarly article for a peer-reviewed journal or a special project”
. Arizona states that residents will “[b]ecome a published author as [they] are guided through the process of writing an academic article.”
 
For those programs which do not require a research component, resident involvement in research opportunities relevant to individual long-term career goals may still be supported and encouraged. Iowa, for example, encourages publication as a way of developing the oral and written skills of the residents
. Involvement in research activities and endeavors is important to the preparation of minority residents for successful academic librarianship careers. Residents get the opportunity to explore possible research topics and start writing an article in the hopes that it will lead to publication, without the concern that they must be published in order to satisfy tenure requirements. Guidance through the process during a residency without the pressure of tenure may make for an easier transition to a tenure-track position once the residency ends. 
Professional development
Professional development is an essential component of both academic librarianship and minority residency programs. To enhance professional development, “[n]ew librarians are expected to attend local, state and national library meetings and participate in the profession through committee service, publication, or other scholarly and creative activities
. Since cost often makes it difficult for new graduates to participate in professional activities, financial assistance is typically offered by the library for professional development. Like in any other profession, professional development initiatives help the resident to be up to date with current knowledge, skills, and the expertise needed in the present job
. Hence it is a necessary antidote for producing a well-rounded person who is well geared for real-life, professional challenges.
Committee service

Committee service is another important aspect of minority residency programs as well as academic librarianship. Service on committees is often an expected part of service to the library and offers opportunities for professional development and the development of leadership skills.  Committee service is also a way for librarians to meet the requirements of a tenure track position. Committee service usually takes place within the library system, but opportunities for campus and national committee service are also possible.   


The benefits and uses of committee service vary from program to program, with not all programs mentioning committee service as an aspect of their program. South Florida lists committee service as a means of “foster[ing] a commitment to teamwork.”
 Iowa views it as a means of drawing on the resident’s strengths
, while Cornell views committee service as a way of supporting the interests of the residents
. Yale emphasizes that committee membership is an opportunity afforded to all other librarians
, a reminder that the goal of residency programs is to prepare new minority librarians for continued careers in academic librarianship by introducing them to the normal work requirements of an academic position.
Mentoring
The Online Dictionary of Library and Information Science (ODLIS) defines a mentor as “[a]n experienced, trustworthy person who willingly provides useful advice to a new member of a community, profession, or organization, to assist the person in achieving success in his or her new position and environment.”
 Mentoring is used as a tool for developing new professionals
, for offering new employees valuable insight and critical knowledge about the organization and their job
, and, specifically in libraries, for guiding faculty towards tenure and acclimating librarians into academic librarianship
. Mentoring is considered to be an important factor for a successful career in a number of disciplines, including librarianship
, and is seen as especially important for the success of minority professionals
. In the library field, programs are being implemented by libraries, alumni groups and professional organizations
, including the Association of College and Research Libraries (ACRL), which launched it’s New Member Mentoring Program  “…in recognition of the essential role that mentors play in recruiting and retaining new librarians”
.  
Mentoring in librarianship can serve as recruitment, retention, and orientation tools.  Mentoring in residency programs can function in all three ways, but is usually seen as a way to orient new residents to the field and to encourage them to remain in the field upon completion of the program. Mentoring within residencies may be either formal or informal, though most programs lean towards formal mentoring. Mainly, programs appoint mentors from a select group that may include department heads and other library leaders. Appointments are generally based on the resident’s preferences as much as possible. South Florida bases their selections on the “interests, skills and aspirations” of the resident when selecting a mentor from within the resident’s chosen department
. The proposed program Kansas State will “specially-selec[t]” mentors to train and develop the skills of the new librarians, using a “multiple mentors model” so that residents will benefit from the “guidance and wisdom unique to different individuals among the staff.”
  

Mentors are in the unique position of being able to offer their expertise through a mentoring relationship and academic libraries are encouraged to “foster mentoring and recognize the role” that mentors can have on the success of new librarians
. Minority residency programs have obviously heeded this suggestion, as every program currently running includes a mentoring component. The programs evidently consider mentoring to be an important part of successfully preparing new minority residents for careers in academic librarianship. Mentoring is indeed associated with a number of benefits and positive outcomes for those involved.  Those being mentored benefit from the encouragement, training, guidance, support and feedback provided by their mentor
. Outcomes for these protégés include increased job satisfaction, higher salaries, and quicker promotions
. Mentors benefit from the relationship through increased respect, admiration and visibility in their institutions, as well as possible career rejuvenation, while their organizations receive increased commitment and enhanced experiences for their employees
.
Optional program components
Special projects
A project is described here as an extensive task undertaken by the resident to apply, illustrate, or supplement training and skills being further developed
. Projects can be done independently or as group work, but should be completed within the time frame specified. A project is usually done during the time of rotations or in the final year of the program and this has to be in one or all of the areas in which the resident works. At Cornell, the fellow has the opportunity to “work in at least two departments or functional areas, to explore new information technologies, to work on a variety of grant funded projects…”
 Thereby affording the resident the opportunity to have more extensive hands-on experience and contribute positively to the organization’s priorities. To assess the benefits of the project to both the resident and the organization, a resident is expected to share their project experiences through a presentation or written report. Having said this, it should be noted that most libraries allow flexibility that enables the resident to balance his/her individual goals with that of the organization.
Teaching experiences
It is generally agreed that teaching is an important part of academic librarianship, and is a required qualification found on job notices for academic librarian positions, ranging in terminology from “user education”
 experience to “bibliographic instruction experience”
. But new librarians often have little or no experience with teaching and training and may view it as a stressful part of their jobs
. This lack of experience would seem to indicate that gaining teaching experiences would be a key component of residency programs. However, teaching experience does not always show up as a highlighted component of minority residency programs, either on website descriptions or in job announcements.  
Teaching opportunities can take many different forms in academic libraries, often depending on the department or area of the library in which the librarian is, and may include workshops for colleagues and patrons to teaching opportunities on a national level. The programs that do include a teaching and instruction component in their advertisements and website descriptions demonstrate through their descriptions the number of different ways that experiences can be obtained in this area. South Florida wraps instruction into an outreach component where collaboration is meant to “further instruction,” along with other aspects of outreach to university faculty
. At Arizona, teaching and instruction are listed as possible opportunities for the residents and given as examples of past projects and work by former residents
. Ithaca included a willingness to teach as a candidate qualification in their most recent open position announcement,
 and at Buffalo, extensive training in information literacy services is considered to be an important part of their resident’s first year
.
Relationship building
As part of networking and further developing communication skills, residents are encouraged to form collegial relationships with the faculty and other senior librarians through joining committees, attending functions, and workshops that are offered not just in the library but in the university community at large. Relationship building partly facilitates professional growth and exposure to the librarian’s role in the community they serve, especially that of subject liaison. In addition, this helps to market the library’s ideas about diversity, objectives and goals as information brokers to the university community as a whole. Mentoring and conference attendance also offer opportunities for relationship building with other librarians who may have similar experiences as the resident. Finally, relationship building enables residents to work in a team environment and illustrate the interdependence of all parties – the academic faculty, librarians, and administrators.
Introduction to management/administrative practices

“As the workforce in the United States continues to diversify in the new millennium, it is clear that the current and future workforce requires minority managers ready with intercultural management and communications skills to compete in a global economy.”
 To a large extent, residency programs are providing platforms and opportunities for training, leadership, management, and decision-making skills. Therefore, residents are encouraged and expected to take the initiative to involve themselves in leadership and management activities right from the beginning of the program. This can be through participating and chairing library committees that interest them and those that are of priority to the organization.
Exposure to new library technologies

With the increasing presence and influence of technology in libraries, many programs recognize the importance of residents receiving exposure to and the opportunity to use new library technologies during their residencies. At South Florida, residents may be assigned “to innovative projects” that involve “either interdepartmental or inter-campus exposure to developing concepts and technologies.”
 Arizona residents gain “experience in the latest in information tools and technology” through opportunities to work on projects in areas such as the digital library or the multidisciplinary Integrated Learning Center
. Offering the residents experiences with new library technologies insures that upon completion of the program, residents will be technically equipped to move into other professional positions. 
Other incentives

Professional rank
Minority librarian residents may acquire any number of professional rankings depending on which residency program they enter. Professional designations and titles found at different programs include “Librarian I”
, “Assistant Librarian”
, “Visiting Librarian”
, and “Visiting Senior Assistant Librarian”
. Many of these rankings offer faculty status to the residents, but in some cases, minority librarians get the faculty status or benefits without the faculty rank or title
. Most of the residents are hired as non-tenure track faculty in non-renewable positions, but most programs state that residents will be eligible for available tenure-track positions within their supporting institutions upon program completion
.
Salary, benefits and relocation assistance
Most programs offer residents an entry-level professional salary with benefits’ packages that usually include annual vacation days, paid holidays, health and dental benefits, and a choice of retirement options. Other benefits provided by some residencies include tuition remission or assistance for the employee and their families, financial support for conference attendance, and relocation and moving assistance. The amount of support provided for conference attendance varies by program, and programs may limit support to a specific number of conferences
. For the most part, programs do not specify a number but they do indicate that only some financial support will be provided. In general, residents are eligible for the same amount of travel support as any other professional library position. Another benefit provided by some programs for their selected residents is relocation and moving assistance. Programs that are willing to help residents offset the cost of moving will be able to recruit from a larger number of applicants in different parts of the country. 
III. Benefits for libraries and the profession: How are these residents impacting their libraries and professional librarianship?
Increased diversification
Bringing a diverse workforce into the libraries serves as a role model for the multicultural student body, faculty, and the university community at large. Indeed, residents provide a number of benefits related to the diversification of their institutions. They contribute to a balanced work force, encouraging a welcoming environment in which the needs of all users, regardless of gender, color, race or culture, can be met. Recent research and current composition of most academic institutions illustrate that “recruitment for diversity to librarianship strengthens the design and delivery of library and information services to the corresponding diverse population of users and potential users of libraries in the new millennium”
. This may translate into increased use of library services by minority students, who may want to see staff who look like them
. Minority students may also be more willing to consider librarianship with the increased visibility of the residents in the libraries. 
Staff attitudes and opportunities
The presence of minority residents can affect the attitudes of and offer new opportunities to the staff in the supporting institutions. Presence of the program stimulates staff motivation and loyalty to the organization, as the entire organization commits to the success of the program. More experienced librarians are offered the opportunity to help foster and create new minority leaders by providing mentoring and training to the residents. Libraries may also be able to use the program as a way to experiment with the design of new positions and services through the experiences of the residents. These new positions and services can help the organization adapt to the demands and changes taking place in the profession in general. 
Rejuvenating atmosphere 
Recruiting residents that are highly motivated and talented can bring into the organizations new and fresh ideas and skills that are necessary for the organization to provide quality service to its users. The presence of the residents reinforces a culture of excellency and high performance, in which the hard work of the residents encourages other staff to work just as hard. The residents also bring the knowledge of a recent graduate into the field and offer programs a window into the current theories being taught in library and information school programs. This insight can help the organization plan for future directions in research and development.
Post-program benefits 
If the residency candidates are retained upon completion of the program, libraries may benefit from saved costs and time normally expended for recruitment and training of new staff.  Residents also compose a ready-made pool of applicants, who have the advantages of being familiar with the organization and its staff, requiring no extra training, and eliminating any awkward getting-to-know-you period. It is also more cost and time effective to recruit internally rather than externally, eliminating the time it takes to complete a search, the cost of advertising, the time it takes to select candidates and interview, the cost of hosting candidates during their interviews, and the time it takes to make the selection. In addition, the libraries will also reap the benefits of their investment, retaining the expertise and skills of the residents and facilitating continuity and effectiveness in the libraries.
IV. In focus: A look at the University of Tennessee Libraries’ Minority Residency Program 

Background: Why and when?
The University of Tennessee Libraries (the Libraries), in keeping with a long-standing commitment to diversity, launched its first minority librarian residency program in 2002. Barbara Dewey, the Dean of the Libraries, with the support of the University’s Vice Chancellor, library department heads and the Libraries’ Diversity Committee, initiated the idea in 2001. The Libraries’ Dean believed that the residency program would “bring into the organization and the profession at large not only ethnic and cultural diversity but also the fresh enthusiasm and skills of recent library and information science graduates.”
 In addition, the program was seen as a “tool that offered residents early work experience that is transferable to future positions.”
 With this in mind, Jill Keally, the resident program coordinator, with the help of the Libraries’ Diversity Committee, gathered all the information necessary to launch the program and by fall 2002 the group was ready to start the search for at least two candidates.
 
Program structure and purpose
The structure of the Libraries’ Minority Residency Program is stated clearly in its program description as follows:
“The purpose of the program is to attract recent library school graduates from underrepresented groups to a challenging and rewarding career in academic librarianship. Successful candidates will serve as residents for two years and may be eligible for permanent employment as faculty upon completion of the program. Residents will be expected to do the following: work closely with librarians to develop skills and career plans, develop collegial relationships with faculty outside the library, participate in library committees, and become involved with professional associations. In addition, the candidates will receive guidance from a mentor with the goal of completing a specialized project during the second year of their residency. Each resident will select several areas of the library in which he/she will work and take part in a variety of initiatives and projects.”

Compared to other programs
With the Libraries’ program still in its infancy (year one will be complete at the end of August 2004), it is not really possible to compare the program, in terms of success, to other more established programs. What can be done, however, is a look at the components that the Libraries’ program may share with other minority residency programs and discuss both similar and dissimilar aspects.

Rotations
The Libraries’ program offers the residents an opportunity to rotate through three different departments in their first year, similar to Notre Dame University Libraries’ program
, with the built in flexibility that allows the three residents to rotate in and out of departments on their own individual schedules and not on a particular time schedule. This flexibility also affords the residents the option of only choosing two departments rather than three, allowing for such benefits as the completion of more detailed projects. Following in the trend of other successful programs, the Libraries’ has chosen to have the residents choose one department for their second year where they will complete a project that benefits both the resident and the Libraries.
Mentoring
Mentoring in the Libraries’ program is both formal and informal. Jill Keally, Head of Library Personnel and Procurement and the resident program coordinator, and Thura Mack, an Associate Professor with the Libraries, both act as mentors to the residents, counseling them on different aspects of their professional lives. Once the residents select a department to work in for their rotations, their immediate supervisor within that department also becomes a mentor. While this formal mentoring is beneficial, the residents also benefit from informal mentoring offered by a number of different librarians in the Libraries. These librarians voluntarily take time to speak with the residents, to offer advice and encouragement, and to lend support as needed.

Committee service

Committee service is an important piece of the Libraries’ program. All three residents serve on both the Libraries’ Diversity Committee and the Staff Development Advisory Committee. One of the residents also serves on the Dean’s Faculty Advisory Committee and will begin a one-year appointment on the Diversity Committee of the ALA’s New Member Round Table in June 2004. Another resident is currently serving on a search committee for an open faculty position within the Libraries. The committees offer the residents leadership and collaboration opportunities, and help them to build relationships with a number of their colleagues whom they might not normally have the opportunity to interact with.

Initial orientation

One unique component of the Libraries’ program may be the one-month long orientation the residents complete at the beginning of their first year. This month long orientation is designed to thoroughly introduce the residents to every department and branch library within the University of Tennessee, Knoxville system, as well as introduce them to the campus and community. Residents spend different amounts of time in each department, meeting the employees and department supervisors. The departments utilize this time to introduce the area to the residents and suggest possible projects that the residents may wish to undertake if they select a rotation within that department. This orientation allows the residents to acclimate themselves to the Libraries while gathering information on the different departments they will be selecting from for their first year’s rotations.

Group projects

Group work amongst the three residents is highly encouraged at the Libraries’. Some programs do not even have this option, as they only support one resident at a time. The residents have worked together on a number of projects including a library workshop presentation, local and national conference presentation opportunities and projects, and national grant funding opportunities. The national grant funding opportunity has led to the creation of a project related to minority residency programs that the residents are spearheading. This project is designed to connect minority residents and those who are interested in minority residency programs through a network of sharing. The network will include mentoring and training opportunities, as well as provide a space for residents, residency programs and other interested parties to communicate and share information about their experiences.

Professional development
The residents actively participate in a number of professional development opportunities, ranging from conference attendance to workshop presentations and poster sessions. Residents receive complete funding for their travel to conferences and are encouraged to attend as many conferences that fit their professional interests, both locally and nationally, as they can. The residents also benefit from another program found at the Libraries entitled “Working to Reach Academic and Professional Success (WRAPS).” WRAPS offers resources and information for all new faculty in the Libraries, providing support for the location of outlets for instruction, research and service, facilitating collaboration between senior and junior faculty, and providing professional continuing education programs to staff
. WRAPS facilitates professional development for all of the Libraries staff, including the residents who benefit by being a part of the Libraries’ organization.

Benefits
The Libraries’ program is one of few that openly advertise that relocation assistance is provided to new residents. This is important for the program, in that it assists in attracting a larger number of candidates for the positions. The majority of the minority residency programs are on the east coast of the United States. Interested applicants who live on the west coast may be deterred from applying to a program if no relocation assistance is offered. The relocation assistance acts as an incentive for those who may not be considering the position due to concerns over the cost of a cross-country move, as well as those who may be concerned about moving their entire family. Candidates may be more inclined to consider the move if they know that the supporting institution is willing to help support them in this way.
Conclusion
Minority residency programs have many goals and purposes, the most important of which may be the training and preparation of new minority librarians for careers in academic librarianships. These programs use a combination of components to achieve their goals, providing new minority librarians with mentoring, professional development, teaching experiences and opportunities for committee service, to name a few. These programs are mutually beneficial for the residents and the institutions that implement and support them. These programs are increasing the diversity within academic libraries and the academic librarianship profession, and though still in its infancy, the University of Tennessee Libraries’ program is well on its way to joining the ranks of other established minority residency programs and their diversity efforts.   
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