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Introduction

Prior to taking this course, I had ill-defined conceptions of management and was resistant to the idea of myself as a manager. At age sixteen, my first full-time job involved prospecting new clients for stockbrokers for a large firm on Wall Street. Despite my disdain for my co-workers rampant drug use and mistreatment of women, I was successful and was often asked whether I might consider taking the Series 7 stockbroker exam. I declined and quit six months later after my manager sexually harassed me. At this time, sexual harassment was not yet considered to be a common occurrence in the workplace, and was not officially addressed by management. Since then, I have developed an unhealthy mistrust of managers in general, and have resigned myself to be subordinate out of fear. As Hofstede notes, “Every person carries within him or herself patterns of thinking, feeling, and potential acting which were learned throughout their lifetime. …unlearning is often more difficult than learning for the first time.” (Hofstede, 1997:4)

How I would like to be managed

The single most efficient way to “accomplish things through people” (Evans & Ward, p. 5, 2007) is by communicating effectively. As in all relationships, managers and staff must communicate clearly and directly to accomplish any given task no matter the size. If a manager has performance expectations, he/she must communicate those expectations to staff. It may also be useful for management to outline suggested steps for accomplishing a given task if they require it to be accomplished in a specific way. However, management should inform staff of their reasons for such measures to prevent miscommunication concerning lack of trust or respect for staff. 

I believe that I would thrive in a workplace where I felt trusted to independently manage my workload. I have had the unfortunate experience of working under several micromanagers in various positions and fields, wherein my only inevitable recourse was to resign. Currently, I work for a micromanager who will occasionally inform my coworker and I about procedures that we have been following without incident for three years. It is likely that he would be classified as a “System 1” manager on the Likert scale (Evans and Ward, p. 311). I have learned to laugh it off, but occasionally feel as though he is mistrustful of my capabilities and does not respect me. As trust and respect are two essential values in a working relationship, it seems reasonable to deduce that these behaviors are responsible for micromanagers tending to have low employee retention rates.  

How I would like to be described as a manager and leader

As a manager, I would employ the composite approach as a means of maintaining flexibility. According to Evans and Ward, “effective managers do not restrict themselves to a single approach.” (p. 34). This philosophy seems logical to me as it allows for implementation of various other methods including administrative, quality, and contingency approaches to troubleshoot issues as well as improve relationships and services in the workplace. 

Flexibility and openness to change are two essential attributes of a successful manager that I would like to incorporate into my management standards and practice. One must be aware that the only constant in life is change, and strive to reconcile their desire for control. “People resist change for a number [of] reasons that are all some variation of fear.” (Evans and Ward, p. 113, 2007) Change is inevitable and often comes when a person is unprepared. Planning is a way to prepare for these changes. Creating a strategic plan, assessing your organization’s strengths, weaknesses, opportunities, and threats (SWOT), and setting “SMARTER (specific, measurable, acceptable, realistic, time-frame, extending, and rewarding) goals” (p. 154) are all ways of preparing for the inevitability of changes in the workplace.

I would like for my staff and colleagues to describe me as a fair and efficient team leader who is not afraid to take risks if those risks are considered to have a positive outcome for the library. A manager who is capable of effectively communicating with staff and colleagues whose dedication to the library is evident in all major decisions. I would like to be perceived as flexible and open to new ideas as well as collaborations with staff.

My Ideal Organizational Culture

My ideal organizational culture would likely employ a somewhat flat organizational structure wherein all staff co-operated as a unit. All staff members would collaborate as a team in one large group on major projects, and would break up into small groups for smaller assignments. All staff would be recognized for their individual contributions, and be valued and respected accordingly. As a creative writing student attending weekly writing workshops, I learned how to offer and receive constructive criticism. After a few months, I grew to understand how said criticism was a collaboration between the writers, and how I had become invested in my classmates’ work as well as my own. This genuine, cooperative approach is exemplary of how I would like to successfully manage a library. 
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