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Abstract / Résumé
While a small number of studies have investigated salary negotiation in librarianship,
none have focused on Canadian academic libraries. What are the motivations and
barriers that impact employment-offer negotiation? When Canadian librarians negotiate,
what subjects are discussed, and do they feel they were successful? This preliminary
report is a descriptive summary on the results of a survey we conducted to explore the
negotiation propensity and perceptions of Canadian academic librarians when
presented with their most recent offer of employment. A better understanding of this
topic may encourage negotiation conversations and empower librarians in future
employment offer negotiations to improve salaries and working conditions.
Bien qu’un petit nombre d'études aient porté sur la négociation salariale dans le
domaine de la bibliothéconomie, aucune n'a porté sur les bibliothèques universitaires
canadiennes. Quels sont les motivations et les obstacles qui influent sur la négociation
des offres d'emploi? Lorsque les bibliothécaires canadiens négocient, quels sont les
sujets abordés, et ont-ils le sentiment d’avoir réussi? Ce rapport préliminaire est un
résumé descriptif des résultats d’une enquête que nous avons menée pour explorer la
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propension à la négociation et les perceptions des bibliothécaires universitaires
canadiens lorsqu’on leur présente leur plus récente offre d’emploi. Une meilleure
compréhension de ce sujet peut encourager les conversations de négociation et
habiliter les bibliothécaires dans les futures négociations d’offres d'emploi pour
améliorer les salaires et les conditions de travail.
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Introduction
In January 2018, news broke that the Academy Award-nominated actress Michelle
Williams was paid less than $1,000 for her reshoots on the film set of All the Money in
the World, while her male co-star Mark Wahlberg received $1.5 million for the same
amount of work (Mendelson, 2018). The fact that they were represented by the same
agency added to the public shaming of an industry already under fire in the wake of
widespread allegations of sexual abuse and harassment denounced by the #MeToo
movement (Rhode, 2019). While condemnation of the pay disparity was widely reported
in the media, the conversation started to shift as Williams herself was criticized for
failing to negotiate a deal like Wahlberg’s (Menon, 2018). Williams’ story opened a
conversation among academic staff members in our library, specifically about whether
we had negotiated our employment offers. These discussions were both fascinating and
frustrating. It was interesting to learn about the range of experiences amongst our small
and informal sample.
The more we talked the more questions were raised. Are librarians negotiating their
employment offers? When they do, are they satisfied? When and how are they
negotiating? What are they asking for? If they do not negotiate, what prevents them
from doing so? Would our “feminized” profession be likely to encourage employment
negotiation (Harris, 1992)? Beyond gender, are there are other intersectional aspects
that impact the process? We conducted a survey of Canadian academic library staff
members to explore this subject in our national context.

Literature Review
Very few studies have been conducted on job offer negotiation specific to librarians and
none have focused on Canadian academic libraries. Farrell and Geraci have studied
negotiation in American libraries to normalize negotiation and improve library worker
compensation. Their 2017 survey of 1,541 librarians on salary negotiation found that
54% did not negotiate but, of the 46% that did, the majority reported “positive outcomes,
including an increase in salary or total compensation” (p. 45). Surveying a variety of
library sectors, 53% of their respondents worked in academic libraries. A common
barrier to negotiation is fear that the offer will be rescinded (Apostol, 2016). However,
their study found this is a very rare occurrence: Those who did negotiate relied primarily
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on prior salary, education, and work experience to inform their strategy. The authors
indicated their intention to follow up with survey respondents to collect qualitative data
to “provide a more comprehensive picture of librarian perceptions and experiences in
order to inform an expanded narrative of salary negotiation in the library hiring process”
(p. 63).
Continuing their negotiation research, Geraci and Farrell (2019) observed a change of
narrative brought about by wider societal discussions attributed to #MeToo movement
and ongoing conversations regarding the gender wage gap. They wrote, “These
concurrent and sometimes intersecting movements to improve wages and working
conditions across industries, occupations, and worksites engage individual and
collective negotiation as vehicles and strategies to improve wages and working
conditions” (n.p.).
A 2018 study by Silva and Galbraith reported on a survey completed by 1,153 American
academic librarians. They found that women were less likely than men to negotiate, and
female librarians who did attempt to negotiate a higher salary received on average
$825.35 less than their male colleagues. Considering the compounding effect over the
course of a career with salary increases and pension, “the losses are substantial” (p.
332). The authors observed that women taking on head, dean, and director positions
were more likely to negotiate than other female librarians. They pointed out that this is
not surprising, as their overall results indicated the more experience one has the more
one negotiates. However, they did not notice the same negotiation gap with men when it
came to librarian versus management positions.
Lo and Reed’s 2016 study found that 68% of the 414 library workers they surveyed
attempted to negotiate their salary and/or benefits. Of these, they found “the younger
generation are more likely than the older generation to negotiate their first professional
job offer,” perhaps attributable to increased negotiation information online and training
opportunities (p. 6). Nevertheless, 48% of their respondents were not comfortable
negotiating. As possible solutions, the authors advocated for more negotiation training
during graduate school, at conferences, and through webinars.
The only non-American study we located was conducted in Australia. Duffield, Attar,
and Royals (2018) described the experience of collaborating with and using Lo and
Reed’s study as a model for their own. Their findings were previously presented at a
conference in 2017. They surveyed 124 librarians from various library sectors, of whom
90% identified as female. Only 39% of their respondents negotiated. Of the 61% who
did not, 31% reported they did not feel they were able to negotiate, while 12% feared
their employment offer would be withdrawn. When attempting to explain the gap
between American and Australian librarians negotiating, the authors theorized that
American library-school graduates are encouraged to negotiate and thereby advocated
for Australian library schools to cover marketability as a means to increase employmentoffer negotiation.
While access to training and advice are important, negotiation is also impacted by social
factors that inhibit self-advocacy: “Because women, more often than men, express
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discomfort with confrontation and combative styles of communication, it is not surprising
that they report less confidence when negotiating to enhance their professional and
economic status, and may avoid negotiation all together” (Guthrie et al., 2009, p. 98). In
a seminal work on gender and negotiation, Women Don‘t Ask, Babcock and Laschever
(2007) observed that when women are satisfied with their work, it compounds preexisting notions that they are not entitled to better pay. Furthermore, Leibbrandt and
List’s 2015 study found that women were less likely to negotiate salary unless it was
specifically advertised as negotiable. Even if negotiation is part of the position—for
example negotiating contracts with a library vendor—some female librarians “may balk
at negotiating for their own pay” (p. 53). One strategy to counteract these notions is to
think about negotiation from a communal perspective: When women negotiate for better
pay and working conditions for themselves, these actions are likely to benefit women
who follow (Sandberg & Novell, 2014).
Beyond libraries and beyond gender, much critical work remains to be done within the
broader topic of negotation studies: “While there is a growing body of research exploring
the independent effects of culture and race in negotiation contexts, there remains a
dearth of research exploring the intersectionality of gender, race and culture” (Toosi et
al., 2020, p. 261).
Another important consideration is the inaccurate perception outside the profession that
librarianship is a low-stress career option (Sheesley, 2001). This is especially relevant
when we consider Ettarh’s (2018) concerns about vocational awe, gendered
expectations, burnout, and low salaries in librarianship. Kolb and Scaffner (2001)
pointed out that the need to “manage information in a challenging environment makes
librarianship increasingly relevant,” yet the average starting salary remains far lower
than other professions requiring a master’s degree in areas like business, engineering,
and computer science (p. 52). Additionally, the devaluation of “care work” in feminized
health-care professions tends to primarily affect women, whereas men benefit from a
glass escalator that affords them higher pay, opportunities for advancement, and
stability (Dill et al., 2016). Even within librarianship, male-dominated technology roles
are often valued more than public service work (Douglas & Gadsby, 2017; Mizra &
Seale, 2017; Sloniowski, 2016).
It is also vital to consider the negative impacts of precarious work in the Canadian
library context, including “a variety of financial, physical, mental, and emotional
stresses” (Henninger et al., 2019, p. 16). As such, negotiation is of central importance to
librarianship as we recognize the need for “economic justice” to ensure that library
workers are fairly compensated for the demanding and challenging work they perform
(Geraci & Farrell, 2019).
Contributing to the limited literature about librarian employment negotiation by
examining various aspects of Canadian academic librarian perspectives, this
exploratory study seeks to establish a baseline of understanding along with a foundation
for further research.
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Methodology
To better understand the negotiating behaviours and experiences of Canadian
librarians, we created a survey in Qualtrics using primarily multi-choice questions
(Appendix A). We focused on respondents’ most recent job offer and designed the
survey to branch into separate “yes” or “no” streams depending on whether or not
negotiation occurred. Demographic questions—including gender identity, sexual
orientation, type of appointment, and institution size —were modelled after the 2018
Census of Canadian Academic Librarians run by the Canadian Association of
Professional Academic Librarians (CAPAL) (Revitt et al., 2019).
We received ethics approval from the University of Lethbridge Human Subject Research
Committee on May 13, 2019. Survey invitations and consent letters were distributed on
June 4 and ran until June 30, 2019 (Appendix B, Appendix C). Participants were
recruited via list-servs run by various library associations in Canada, including CAPAL,
the Canadian Association of University Teachers Librarian’s sub-group (CAUT),
University of Alberta’s School of Library and Information Studies (Jerome-L), and the
Ontario College and University Library Association (OCULA). These list-servs were
chosen as each of the researchers had access to the lists and we hoped they would
capture participants from across the country.
Designed to provide a preliminary descriptive summary of Canadian academic
librarians’ job negotiation practices, the survey was written and distributed in English.
Participation was voluntary and 129 complete responses were recorded. The survey
targeted both librarians and archivists working in academic settings, though the survey
itself did not differentiate between the two; therefore, all references to librarians in this
article includes archivists.
Analysis of the results was completed in Qualtrics. For multiple-choice questions that
included an “other” option, one of the authors analyzed the responses for themes and
grouped similar answers. Unique responses were included in the text. As this paper is
an exploratory study, no statistical tests were run.

Results
In total, 129 respondents participated in the study. Of them, 83% (n=100) of
respondents worked in a university, 13% (n=16) worked in a college, 1.65% (n=2)
worked in other academic settings, and 2.45% (n=3) preferred not to answer.
Respondents were asked to indicate the size of the institution in which they currently
work, based on full-time student population. Twenty-nine percent (n=35) reported
working at a very large institution (34,000+), 23% (n=28) at a large institution (22,001–
34,000), 17% (n=21) at a medium institution (12,001–22,000), 20% (n=24) at a small
institution (4,001–12,000), and 9% (n=11) at a very small institution (less than 4,000).
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Demographics
Notably, a large proportion of responses were submitted by participants in the 25 to 34
and 35 to 44 categories: 31% (n=36) and 34% (n=39), respectively. Seventeen percent
of respondents (n=20) were aged 45 to 54, and 10% (n=12) were aged 55 to 64. One
respondent was under 25, and one respondent was over 65.
Respondents identifying as female totalled 80% (n=93), male totalled 16% (n=18),
transgender totalled 0.9% (n=1), and 3% (n=4) preferred not to answer.
The breakdown by province or territory of work (Table 1) had very few responses from
Atlantic Canada; no respondents indicated that they work in Prince Edward Island or
Newfoundland. Similarly, we received only one response from the territories. Twentyfive percent (n=29) of responses were from Alberta, and 41% (n=48) from Ontario. Only
3% (n=3) of respondents indicated they worked in Quebec, compared to 20% in the
CAPAL study (2018, p. 7). Eleven percent (n=13) worked in British Columbia. Thirteen
respondents did not answer the question, which, combined with seven responses of
“preferred not to answer”, left us with 20 respondents (or 16%) with no geographical
ties.
Table 1
Province or Territory of Work
Province or Territory
Number of Responses
Alberta
29
British Columbia
13
Manitoba
5
New Brunswick
1
Newfoundland
0
Northwest Territories
1
Nova Scotia
6
Nunavut
0
Ontario
48
Prince Edward Island
0
Quebec
3
Saskatchewan
3
Yukon
0
Prefer not to answer
7
Did not answer
13
Total
129
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Education and Experience
Respondents were asked what educational credentials they held and were prompted to
choose all that applied. Those holding a Master of Library and Information Science
(MLIS) or equivalent degree totalled 91% (n=117); 28% (n=36) held a master’s degree
in a field other than LIS, and 4% (n=5) held a doctoral degree.
Following CAPAL’s classification of appointment types, respondents were asked to
identify their type of appointment. The majority was almost evenly divided between
tenured at 18% (n=22), tenure track at 17% (n=21), permanent appointment at 20%
(n=25), and continuing appointment at 20% (n=24). Two respondents indicated that they
were not sure if their contract would be renewed.
When asked how many years of experience working in a library or archives they had
when they received the offer for their current position, 3% (n=4) of respondents
indicated they had 25 or more years, 5% (n=6) had between 16 and 25 years, 21%
(n=26) had between eight and 15 years, 22% (n=26) had between four and seven
years, and 48% (n=58) had less than three years of experience.
In terms of when their current job offer was accepted, 48% (n=58) of respondents had
accepted their offer within the last three years. Twenty-one percent (n=25) of
respondents had accepted their current position in the last four to seven years, 18%
(n=21) of respondents had accepted in the last eight to 15 years, and 10% (n=12) of
respondents had accepted in the last 16 to 25 years (10%). Two percent (n=2) of
respondents accepted their current position over 25 years ago and 2% (n=2) preferred
not to answer.

Negotiation
Of the 129 people surveyed, 55% (n=67) negotiated aspects of their most recent job
offer, while 45% (n=54) had not entered into any negotiations. A review of responses
based on years of professional-level experience in libraries revealed that 57% (n=32) of
participants who had not negotiated had less than three years of experience (see Figure
1).
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Figure 1
Negotiation Response by Years of Experience Prior to Offer

Examining responses by gender showed that 53% (n=49) of women and 78% (n=14) of
men negotiated. While this trend is consistent with the findings of other studies (Farrell
& Geraci, 2017; Greig, 2008), the pool of male participants was limited.
Respondents Who Negotiated
Participants who negotiated were asked about their general satisfaction with the
experience. Twenty-five percent (n=16) were extremely satisfied, and 52% (n=34) were
somewhat satisfied. Nine percent (n=6) said they were neither satisfied nor dissatisfied,
while 6% (n=4) were somewhat dissatisfied, and 8% (n=5) were extremely dissatisfied.
Of those who negotiated, 34% (n=40) identified salary as a motivating factor, followed
closely by 30% (n=35) motivated by the idea that one should negotiate any employment
offer. Other motivations to negotiate included moving expenses, changes to assigned
duties, tenure considerations, leave, vacation days, and rank (see Figure 2).
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Figure 2
Motivations for Negotiating

We surveyed our respondents about what they discussed during negotiation. The most
popular topics were salary at 29% (n=58), start date at 19% (n=39), and relocation
expenses at 11% (n=23). The least-frequently addressed topics included time off or
leave at 4% (n=9), tenure also at 4% (n=8), and flexibility in work schedule or location at
1% (n=2). Additional topics, as indicated by respondents in an optional section, were
housing, responsibilities on a letter of offer that were unexpected, office equipment, and
support through an immigration process.
When asked who initiated the negotiation process, 88% (n=57) of respondents indicated
that they did, while only 12% (n=8) had their prospective employer begin the
conversation. Forty-eight percent negotiated over the phone (n=41), 38% negotiated via
email (n=32), and 14% negotiated in person (n=12). The gender of the party our
respondents negotiated with was as follows: male 20% (n=13) and female 77% (n=50).
To prepare for negotiation, respondents used the following online resources: 33%
(n=35) consulted collective agreements, 16% (n=17) considered negotiation advice from
websites and articles, 14% (n=15) visited faculty associations’ and bargaining units’
websites, and 7% (n=7) looked at national salary information. Other responses included
sunshine lists, Ontario Salary Disclosure, and social media. Twenty percent (n=20) of
respondents did not use any online resources.
While 14% (n=14) of our respondents who negotiated did not seek out additional
support or advice, the majority did: 12% (n=12) contacted a faculty association or
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bargaining unit, 15% (n=15) talked to a mentor, 25% (n=25) consulted a colleague, and
30% (n=30) spoke with friends or family.
During negotiation, only one participant was threatened with the job offer being
rescinded, though several other respondents reported that the potential loss of the offer
was something they had considered.
Respondents Who Did Not Negotiate
Survey participants who had not negotiated were asked what prevented them from
doing so (Figure 3). The most common response, accounting for 18% (n=31), was that
they felt lucky to have a job offer. Others were not familiar with negotiation (15%, n=25),
did not believe that negotiation was possible (15%, n=25), or were satisfied with the
offer they received (12%, n=20). Five percent (n=8) stated that they were worried their
offer would be withdrawn, with an identical number of respondents indicating they
feared they would be viewed negatively. Several respondents noted in the optional
“other” category that it hadn’t occurred to them to negotiate; they were unsure of how
salary and seniority were calculated or what restrictions collective agreements placed
on salary negotiation. One felt that negotiation would be stressful and did not have time
for it.
Figure 3
Why Respondents did not Negotiate
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Fifty-eight percent (n=29) of our “did not negotiate” respondents received their job offer
through a phone call, 26% (n=13) received an email, 8% (n=4) were offered the job in
person, and 4% (n=2) received a letter.
We asked those that did not negotiate if they had regrets. The answers were almost
evenly split: 33% (n=17) said yes, 35% (n=18) said no, and 31% (n=16) remained
neutral. We also wanted to know what they wished they had negotiated. While 13%
(n=10) said that there was nothing they wish they had negotiated, other respondents
indicated salary (39%, n=28), research support (13%, n=9), flexibility in schedule (11%,
n=8), vacation (4%, n=3), and start date (4%, n=3). Other optional answers provided by
our respondents included relocation assistance, benefits, and a joint appointment in
another department.

Comparisons between Age and Experience
To understand factors that might have an influence on the decision to negotiate, we
compared responses by the participant’s age at time of negotiation and years of library
experience.
Table 2
Negotiation Response by Age

Under 25
25 to 34
35 to 44
45 to 54
55 to 64
65+
Prefer not to answer

Did you negotiate your most recent job offer?
No
Yes
Total
0
100% (n=1)
1
64% (n=23)
36% (n=13)
36
33% (n=13)
67% (n=26)
39
40% (n=8)
60% (n=12)
20
33% (n=4)
67% (n=8)
12
0
100% (n=1)
1
50% (n=3)
50% (n=3)
6

When considering negotiation response by age range (see Table 2), there was a shift in
negotiation response between the age ranges of 25 to 34 and 35 to 44. While 64% of
the first group did not negotiate, 67% of the second group chose to negotiate at least
one aspect of their offer.
Table 3 compares negotiation response by years of library experience. Having zero to
three years of experience did not have a noticeable effect on negotiation behaviour, with
“no” responses totalling 55% and “yes” responses totalling 45%. At 16 to 25 years, the
“yes” responses increased to 65%, and 69% of those with 25 or more years of
experience answered “yes.”
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Table 3
Negotiation Response by Years of Library Experience

0 to 3 years
4 to 7 years
8 to 15 years
16 to 25 years
25 + years
Prefer not to answer

Did you negotiate your most recent job offer?
No
Yes
Total
55% (n=32)
45% (n=26)
58
35% (n=9)
65% (n=17)
26
31% (n=8)
69% (n=18)
26
50% (n=3)
50% (n=3)
6
25% (n=1)
75% (n=3)
4
1
0
1

Discussion
Examining academic librarians’ responses to employment negotiation by age and
experience uncovered trends worthy of further discussion. Lo and Reed’s 2016 study
found that individuals are more likely to negotiate when they have increased
professional experience (p. 4). While our comparison of experience and negotiation did
not fully support this conclusion due to our small pool, we noted older age groups
negotiated more consistently than our 25-to34-year-old group. We wanted to further
examine this observed shift in response by age within the context of relevant literature.
Although several articles have examined the role that experience plays in negotiation,
very few articles looked at age specifically (Hong & van der Wijst, 2013; Lo & Reed,
2016; O’Shea & Bush, 2002).
Though age and experience are important factors in negotiation, gender appears to play
a key role. Of our survey respondents, 80% (n=93) identified as women and 16% (n=18)
identified as men, comparable to Geraci and Farrell’s 2017 survey with 82% women and
16% men, respectively. This also aligned with the 2018 Canadian Census of Academic
Librarians, where women made up 74% of responses and men 24%. Even though the
number of men in our sample was small, the propensity to negotiate based on gender
was relatively consistent with previous research in our field, with 53% of women
negotiating compared to 78% of our male participants. Silva and Galbraith’s 2018
survey tracked negotiation propensity by gender and found that male librarians were
38% more likely to negotiate than their female colleagues. In contrast, Leibbrandt and
List’s 2015 study that examined gendered responses to negotiation found that women
were as equally likely to negotiate as men when there was an explicit mention that
negotiation was possible. Considering the gender distribution of librarianship, this poses
a concern if the language of job ads or letters of offer are ambiguous or silent about the
possibility of negotiation. In the case of the authors, one received a letter that invited her
to review and discuss the offer whereas the other author’s letter merely mentioned a
deadline for acceptance. The language of the first offer was perceived as a signal that
negotiation was welcome, whereas the second offer was interpreted as leaving no room
for discussion. Although this is anecdotal evidence, Leibbrandt and List’s observations
were particularly relevant as it mirrored our own experiences.
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A major goal of this study was to establish an understanding of the motivations and
deterrents to academic librarians negotiating employment. For those that did not
negotiate, the top reasons cited were inexperience and having a sense that negotiation
was not possible. As noted, many participants did not negotiate because they felt that
they were lucky just to receive an offer. A recent study was conducted regarding the
increasing presence of the “gig economy” in librarianship and the negative effects of
precarious work in Canadian libraries (Henninger et al., 2019). The increased number of
short-term positions over the course of one’s career potentially means new librarians
will negotiate more than their predecessors. As such, equipping them with negotiation
knowledge and skills is vital. When under pressure to find full-time employment, a
natural response is to immediately accept the offer without discussion. This contrasts
with those in the survey who had negotiated their last offer. Regarding salary, the belief
that one should always negotiate their offer was a motivating factor. As mentioned
previously, Geraci and Farrell concluded their 2019 study with a call for library workers
to speak more freely about compensation. Extending Sandberg and Novell’s notion of
communal benefits, negotiation is a practice with the potential power to improve salary
and working conditions across the profession (2014). This does not mean it is up to
individual librarians to do all the heavy lifting on their own. Considering Leibbrant and
List’s findings that women are more likely to negotiate when they are invited to do so
(2015), employers could encourage negotiation by explicitly inviting it in a job ad or
letter of offer.
Shifting the onus of welcoming negotiation to employers is especially relevant when we
consider that a common deterrent to negotiating arose from an uncertainty in procedure.
Especially for those who are new to the typical academic interviewing process, the
question of when and how to start discussing the terms of the job offer can be unclear
or daunting. For those that did negotiate, 88% (n=57) initiated that conversation. If one
is waiting for an opening to be made, they will likely be left wanting. Likewise, are
applicants being given adequate time to respond to a job offer? If the offer is made over
the phone, as many were in our survey, do applicants feel pressured to accept right
away without negotiating? While there are many online resources relating to the
interview process, little is relevant to the actual job offer. To this end, we created a
LibGuide of resources specific to the librarian employment negotiation process
(Cardozo & Scott, 2019).
There are several questions that the survey responses raise regarding initiation of
negotiation. How do we prepare job seekers to understand the process and procedures
that are unique to an academic posting? Additionally, for employers cognizant of the
barriers to negotiation, should job postings and letters of offer be explicit that negotiation
is possible? Geraci and Farrell noted in their 2019 survey that, although participants
received training regarding job interviews in library school, most had not received
training in negotiation. Negotiation training is a gap in practice that can be an important
step in helping new librarians feel comfortable with the process. Properly equipping
reluctant negotiators throughout their careers is key. Thompson found that when
inexperienced parties negotiate with experienced parties, they often receive less (1990).
In addition, being primed for negotiation can lead to better results, especially for women
(Hong & van der Wijst, 2013).
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Limitations of Study and Further Research
There were few respondents from several provinces and perhaps an overrepresentation from Alberta and Ontario. These numbers may be explained by the
targeted list-servs to which the survey was sent. Both the Jerome-list, hosted by the
University of Alberta, and the OCULA list are province-specific. We did not seek out
similar provincial list-servs in other provinces.
As acknowledged in the methodology section, we did not run the survey in French. In a
bilingual country like Canada, this is a limitation of our study, as the inclusion of French
academic librarians would have allowed for a better understanding of negotiation
behaviours across the country.
There is a critical need for more research on librarian employment negotiation behavior
in Canada and globally. Indeed, as our study only focused on academic libraries, further
research should include those working in public and special libraries. As such, we have
made our survey questions available in Appendix A and encourage other library
scholars to replicate or modify them in their own studies as they see fit. While we asked
questions regarding race, sexuality, and disability, our response rate was too small to
produce noteworthy findings. Studies with larger sample sizes may also reveal more
information about how gender impacts negotiation behaviour and success, particularly
in connection with additional intersectional factors. Similar to the CAPAL census, the
vast majority of our respondents were white female librarians; more research is required
to better understand the negotiation behaviours and outcomes impacting librarians of
diverse backgrounds.
A longitudinal study—potentially every five years—would build on this preliminary
research. Conducting interviews with Canadian librarians regarding employment
negotiation propensity and challenges will also add to the conversation. It is hoped that
more in-depth conversations will draw out additional information, not only related to
gender, but also other intersectional factors that our small sample could not adequately
address, such as race and disability. Additionally, other stakeholders have much to
contribute to this discussion. These include the administrators negotiating with librarians
and the faculty associations representing librarians. Furthermore, having similar studies
from countries outside of Canada and the United States will provide a better
understanding of librarians’ negotiation propensity across the globe.

Conclusion
This preliminary exploratory study of Canadian academic librarians shares similarities
with previous American research. Participants' lack of experience and uncertainty about
initiating negotiation are barriers to opening these discussions. Despite the abundance
of online employment resources, there is a need to equip librarians with the skills to
negotiate their employment offers with confidence. However, employers also have an
important role to play by inviting negotiation. While advice-based resources will continue
to be valuable to librarians’ negotiating success, this area needs more evidence-based
research. This research must be accessible and incorporated into training and

14

Partnership: The Canadian Journal of Library and Information Practice and Research, vol. 16, no. 1 (2021)

professional development, not only for new professionals, but for librarians throughout
their careers.
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Appendix A
Negotiation Survey
Professional Demographics
o
o
o
o
o
o

1. What is the full-time student population at the institution where you are employed?
Very small (less than 4,000)
Small (4,001 to 12,000)
Medium (12,001 to 22,000)
Large (22,001 to 34,000)
Very Large (34,000+)
Prefer not to answer

o
o
o
o

2. What type of institution do you work at?
University
College
Other (specify if you wish)
Prefer not to answer

o
o
o
o
o
o

3. How many years of professional-level experience in libraries or archives did you have when you
received the offer for your current position?
0 to 3 years
4 to 7 years
8 to 15 years
16 to 25 years
25+ years
Prefer not to answer

o
o
o
o
o
o

4. How many years ago did you accept your current position?
0 to 3 years
4 to 7 years
8 to 15 years
16 to 25 years
25+ years
Prefer not to answer

o
o
o
o
o

5. What is your educational background? Select all that apply.
MLIS or equivalent degree
Other Masters degree
PhD or other doctoral level degree
Other (please specify)
Prefer not to answer

o
o
o
o
o
o
o
o
o

6. Why type of appointment do you have?
Tenured
Tenure track
Permanent appointment
Continuing appointment
Probationary
Contract (renewable)
Contract (nonrenewable)
Other (specify if you wish)
Prefer not to answer
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Branching Question
o
o

7. Did you negotiate any aspect of your most recent job offer?
Yes
No
Yes Branch Question

o
o
o
o
o
o

8a(i). What motivated you to negotiate your most recent offer? Please check all that apply.
The salary was too low
The start date did not work for me
I required more support for research and/or professional development
Work-life balance considerations
I feel that I should negotiate any employment offer
Other (please specify)

o
o
o
o
o

8a(ii). How did you receive your job offer?
Email
Phone
In-person
Letter
Other (specify if you wish)

o
o
o
o
o
o
o
o
o
o

8a(iii). What topics did you discuss during your negotiation? Please check all that apply.
Salary
Start date
Academic career years
Rank
Tenure
Support for research and/or professional development
Benefits
Time off or leave
Flexibility in work schedule or location
Other (please specify)

o
o
o

8a(iv). Who initiated the negotiation process?
I did
The employer did
Other (please specify)

o
o
o
o
o

8a(v). How did you negotiate? Please check all that apply.
Email
Phone
In-person
Not listed (specify if you wish)
Prefer not to answer

o
o
o
o
o
o
o

8a(vi). Did you use any of the following online resources to aid in your negotiation? Please check all that
apply.
Faculty association/bargaining unit's website
Collective agreement (salary grids, benefits, other information)
National salary information (CAPAL, CAUT, etc.)
"How to negotiate" advice from websites and articles
Not listed (specify if you wish)
I did not use any online resources
Prefer not to answer
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o
o
o
o
o

8a(vii). Did you seek out advice or support from any of the following? Please check all that apply.
Mentor
Colleague
Friends of family
Other (please specify)
I did not seek out any advice or support

o
o
o
o
o
o
o

8a(viii). If you know the gender identity of the person you negotiated with, please select:
Woman
Man
Nonbinary
Transgender
Two Spirit
Not listed (specify if you wish)
Prefer not to answer

o
o
o
o
o

8a(ix). How satisfied were you with the outcome of your negotiation?
Extremely satisfied
Somewhat satisfied
Neither satisfied nor dissatisfied
Somewhat dissatisfied
Extremely dissatisfied

o
o
o
o

8a(x). Was there a threat of the job offer being rescinded during your negotiation?
Yes
No
Other (specify if you wish)
Prefer not to answer

o
o
o
o

8a(xi). Did you already know the person you were negotiating with?
Yes, I was already working with them or had worked with them previously
Yes, but not through work
No
Prefer not to answer

o
o
o
o

8a(xii). What was the position of the person you negotiated with?
University Librarian/Dean
Human Resources
Other (specify if you wish)
Prefer not to answer

No Branch Question
o
o
o
o
o
o
o
o
o

8b(i). What prevented you from negotiating? Please check all that apply.
I was satisfied with the offer
I was new to the profession
I felt lucky to have a job offer
I was worried the offer would be withdrawn
I was worried that I would be viewed negatively
I was uncertain of how or when to initiate the conversation
I was not familiar with negotiation
I did not think that negotiation was possible with this offer
Other (please specify)
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o
o
o
o
o

8b(ii). How did you receive your job offer?
Email
Phone
In-person
Letter
Other (please specify)

o
o
o

8b(iii). Do you regret not negotiating?
Yes
No
Neutral

o
o
o
o
o
o
o

8b(iv). What do you wish you could have negotiated? Please check all that apply.
Salary
Start date
Professional development opportunities
Flexibility in schedule
Research support
There is nothing I wished to negotiate
Other (please specify)

o
o
o
o

8b(v). Did you already know the person who made the job offer?
Yes, I was already working with them or had worked with them previously
Yes, but not through work
No
Prefer not to answer

o
o
o
o

8b(vi). What was the position of the person who made the job offer?
University Librarian/Dean
Human Resources
Other (specify if you wish)
Prefer not to answer
Personal Demographic Questions

o
o
o
o
o
o
o
o
o
o
o
o
o

9. In which province or territory do you work?
Alberta
British Columbia
Manitoba
New Brunswick
Newfoundland and Labrador
Northwest Territories
Nunavut
Ontario
Prince Edward Island
Quebec
Saskatchewan
Yukon
Prefer not to answer

o
o
o
o
o

10. What is your age?
Under 25
25 to 34
35 to 44
45 to 54
55 to 64
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o
o

65+
Prefer not to answer

o
o
o
o
o
o
o

11. What is your gender identify?
Woman
Man
Nonbinary
Transgender
Two Spirit
Not listed (specify if you wish)
Prefer not to answer

o
o
o
o
o
o

12. Do you consider yourself to be:
Bisexual
Gay
Lesbian
Straight/Heterosexual
Not listed (specify if you wish)
Prefer not to answer

o
o
o
o
o
o

13. I identify my ethnicity as (select all that apply):
Asian
Black
Indigenous
White
Not listed (specify if you wish)
Prefer not to answer

o
o
o

14. Do you consider yourself to have a disability?
Yes
No
Prefer not to answer

o
o
o

15. What is your country of birth?
Canada
Other (specify if you wish)
Prefer not to answer

o
o
o
o
o
o
o

16. What is your current relationship status?
Single
Married/Common-law/Living in a domestic partnership
Separated
Divorced
Widowed
Not listed (specify if you wish)
Prefer not to answer

o
o
o

17. Are you an active caregiver to any children or other dependents?
Yes
No
Prefer not to answer
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Appendix B
Invitation to Participate: Negotiation Behaviour of Librarians and Archivists
Did you negotiate your last job offer? Why or why not?
In order to learn more about Canadian academic librarians and archivists' negotiation
behaviours, we are conducting a survey that aims at determining and understanding:
• If and how Canadian academic librarians and archivists negotiate
• How this relates to the larger body of negotiation research and what unique
challenges Canadian academic librarians and archivists face
• Differences in negotiation behaviour and needs of negotiators within Canadian
librarianship
The survey will ask you specifically about your last professional job offer in a library or
archives setting, how previous experience or lack of experience played a role, and how
other factors related to your decision to negotiate or not.
The estimated time to complete the survey is 5 – 10 minutes. We would appreciate your
response by June 30th, 2019.
The survey can be accessed here. For additional information please see the
attached letter of introduction and informed consent form.
If you have questions or comments please contact…
Thank you and we appreciate your participation,
Authors.
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Appendix C
Information Letter and Consent – Negotiation Behaviour of Canadian Academic
Librarians
Purpose of the research
In order to become more familiar with the propensity to negotiate job offers, we are
conducting a survey of Canadian academic librarians and archivists.
Your participation in this research is important and will help to
• Determine how often Canadian academic librarians and archivists negotiate their
offers
• Determine how this relates to the larger body of negotiation research and what unique
challenges Canadian academic librarians and archivists face
• Understand differences in negotiation behaviour and needs of negotiators within
Canadian librarianship
Description of the research
The survey will ask you specifically about your last experience with negotiating a job
offer, how previous experience or lack of experience played a role, and what other
factors contributed to your negotiation.
The estimated time to complete the survey is 5 – 10 minutes. We would appreciate your
response by June 30th, 2019.
What are the potential benefits of participating in this survey?
Potential benefits relate to the advancement of knowledge in this area as well as a
potential indirect benefit to academic librarians nervous about negotiating.
What are the potential risks involved in participating in this survey?
The risks involved in participating in this study are minimal. All appropriate steps will be
taken to ensure anonymity and confidentiality. NOTE: Privacy cannot be guaranteed
when electronic surveys are used.
Protection of Privacy
The online survey will be administered by Qualtrics Survey Software and hosted on their
secure servers. The raw data will be electronically stored on secure servers maintained
by the University of…., in password protected folders accessible only to the research
team. Only members of the research team will have access to the raw data. For more
information on Qualtrics’ Privacy Statement please visit the
following: https://www.qualtrics.com/privacy-statement/
Raw data will be retained and kept on the University of …’s secure servers (or migrated
to another secure server) for a minimum of 5 years. Aggregate data will be deposited to
a data repository and will be shared broadly. Destruction of the data may occur at a
future time if and when the raw data do not provide any further research potential.
Access to research information
Data will be stored on secure servers maintained by the University of …, in password
protected folders accessible only to the research team.
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Participation in the survey is voluntary, you may decline to answer any questions and
you may withdraw from the survey at any time before submission of the survey. To
withdraw close the browser you are using and your responses will not be recorded.
Responses may not be withdrawn after the survey has been submitted, as responses
are not personally identifiable.
The survey findings may be published or presented in scholarly communications. An
aggregate version of the dataset will be released into an appropriate research data
repository. If you would like a copy of the survey results/aggregate dataset or have any
questions about the survey, you may contact the co-Principal Investigators, Authors.
Questions regarding your rights as a participant in this research may be addressed to
the Office
of Research Ethics…
By clicking on the ‘yes I agree’ button below, you agree:
• That the goals of the study have been explained to you and that you have had the
opportunity to have your questions answered
• That the survey research team has your consent to use the information submitted to
publish or present findings in scholarly communications.
• That the survey research team has your consent to the use of your information as
described in this form
• To take part in this study

Do you agree to participate in the Negotiation Survey?
•

YES, I agree to participate

•

NO, I do not want to participate
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