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Monday, November 16, 2020
11am Zoom Meeting
Attended:  John Laskowski (Co-Chair), Jake MacGregor (Co-Chair), Susan Braxton, George Gottschalk, Heather Murphy, Leon Wilson, Jen-Chien Yu, Jake Metz (ex officio, District 9 CAP Rep), Will Schlaack (ex officio, District 9 CAP Rep)
1. Group agreed to schedule the monthly meetings for 1.5 hours going forward.

2. CAP Updates from Will Schlaack and Jake Metz:
a. Defeat of the Fair Tax will have a negative impact on the University of Illinois budget. 
b. Expansion of UI COVID testing to members of the community is contingent on funds to pay for it, and no source of funds has been identified. 
3. Report from October EC meeting:  
EC pleased with the feedback we provided on diversity/inclusion and on the Task Force charge and membership.  The Task Force charge has been approved and they are assigning members now. They asked for further suggestions on how to improve tone/context in communication and making the decision-making process more transparent throughout the Library.   
To gather information on this, John, Jake, and Leon met with Brad Mahaffey, Director of Enterprise Infrastructure at Technology Services to get his input on giving people at all organizational levels a voice.  Compiled notes from interview (below)
After considering the results of the Mahaffey interview, the committee decided to take key points back to EC and request that these be introduced at a future Library Hangout for discussion and to help establish guidelines for library-wide communication.  Main points identified were: 
a. Communication is 2-way, but administration may need to make more effort initially to encourage communication and build trust
b. Encourage questions, and allow for anonymity especially at first. Treat every question respectfully, answer in good faith. 
c. Be direct and honest.  Say “I don’t know” if you don’t know.  (Through discussion in L-CAP we added to this point to watch colloquialisms and culturally based analogies that impede understanding by those who are not from the dominant region or part of the dominant culture.)
d. Look for the question behind the question (as in a reference interview)
e. Fix things that can be fixed, look for things that are easily fixable to set us up for success   
4.  Jake and John reported on their meeting with LSSC Chair Rachael Johns and Vice-Chair Erik Chapman to discuss representation for APs who are reclassified as Civil Service professionals and new employees hired into reclassified positions. Currently the University has one reclassified employee and 5 new hires into reclassified positions.  
a. There was agreement that people need to be represented by a well aligned group.  
b. There are so many different Civil Service ranks with different rules and representation (union and non-union).  It is a challenge to delineate the various employee classes and their similarities and differences, and determine how best to represent them.  
c. The leaders of L-CAP and LSSC plan to meet Skye Arseneau to discuss this, and to seek clarification from EC on the purposes of LSSC and L-CAP. 
d. The leaders of L-CAP and LSSC plan to meet monthly to continue to work on this issue, and also to prepare for EC meetings, and generally coordinate group activities.    
5. Upcoming meetings with candidates for Assistant Dean of BHRSC: 
There was general consensus that this is different than other AP candidate meetings with L-CAP because this position will oversee the AP Promotion process and be responsible for other employee support that can have a profound impact on APs.  We will meet the candidates together with LSSC, and it is an opportunity to assess their approach to supporting Civil Service and Academic Professional library employees.   L-CAP agreed to coordinate with LSSC to share information about our groups as well as ask some interview questions designed to reveal candidates’ ability support Civil Service and AP employees.  
a. Jake will create a signup sheet for L-CAP members to indicate their plans to attend the candidate meetings and a place to suggest interview questions.
b. Jake and John will share our questions with LSSC and coordinate with them on timing and questions that will be asked
c. L-CAP will use part of the December meeting to prepare feedback on the candidates from the Committee, and will invite APs to join in that discussion
6. AP Forum: Conversation tabled until spring semester. 





Interview/Q&A with Brad Mahaffey, 
Director of Enterprise Infrastructure at Technology Services
10/29/2020
Brad has an MHRIR degree & has done a great deal of work around strategies for improving inclusivity and voice at different levels of an organization. The notes we took are below and would be a good base from which to launch the conversation for suggestions for EC.
What advice based on your experience in leadership roles at two differently-sized campus departments do you have for ways to increase voice among different levels of an organization?
· Be aware that while communication is a 2-way street, the leadership of an organization may need to make the most effort at first until there is enough trust built among the employees
· Especially at first, make sure there’s a way to provide feedback/voice anonymously
· Direct, honest communication is key. Better to say “I don’t know” than to hedge or provide a non-answer as it sends the message that you aren’t being upfront
· Similarly, treat all questions with respect and answer them in good faith
· Look for the “question behind the question”, e.g., a question about the budget may really be asking about if they are likely to be laid off
· The proof might be in the pudding—i.e., to help APs feel like they have a voice, resolve more immediate/tangible issues they bring to you to address
· These are long-term issues and there is no magic bullet. Brad used the analogy of setting up a tent in a windstorm. Pick a corner of the tent to stake down and then go from there.
Methods for encouraging engagement in frank dialog
· Candid communication helps.
· Supervisors need to “buy in” to the message.
· Model the behavior you are encouraging
· Encourage discussion, feedback, and action through “virtual teams” that spring up organically in the organization rather than strictly along organizational structures.
· Show vulnerability. Be open to feedback, change, and create a sense of comfort with the uncertainty that comes with change. 
· Give administration “softball” actionable items that our colleagues can see and start to build trust



