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THE LEADERSHIP PIPELINE
In 2020, the pandemic was a new experience. We
were unified in staying safe, rallying around critical
causes, finding new ways for social connectivity, and
our collective grief. Now as we wrap up a second
year of fighting COVID-19 and its variants, it’s been a
long and tiring haul. Yet, the New Year beckons us to
renew and restart. While the dust hasn’t yet settled,
positive change is in the air.
I’ve been reading about “The Great Resignation”–the
tidal wave of mostly mid-career employees across
the U.S. quitting their jobs in the last several months.
This latest workforce research is vital to shaping our
museum leadership pipeline. How will we ensure
career pathways for our emerging professionals,
job satisfaction, access to professional development
opportunities, and pay equity across the board?

repair? In this issue, we look at the spectrum of our
members and hear insights from both ends of the
pipeline.
POLARIS is built around the premise that we lead
from all places in the institution. We also don’t age
out of mentoring. In reciprocal mentoring, those
young in the field bring innovation and relevancy, and
senior-level professionals are continually valued for
the wisdom they impart.
2022 is right around the corner, and POLARIS helps
us navigate the course. Wishing you happy holidays
and a bright new year!

You joined POLARIS because you support the vision
that we can build capacity from within our field by
leveraging our best resource—our human capital.
Where is the pipeline strong and where does it need
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—Toni Guglielmo, Ph.D.
Director
Museum Leadership Institute
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From the Field: Equity in Museums
Did you know that Age Equity is part of the IDEA conversation?

Jennifer L. Riddell

Interpretation Manager, National
Gallery of Art, Washington DC
Across higher education and
cultural institutions, IDEA and
social justice are at the forefront
of discussions around structural
change. How can the principles
of Inclusion, Diversity, Equity,
and Access be implemented to
help create more empathic
and caring work and learning
environments?
Mentorship is one way to make
strides and put theory into
action. Whether instigated by
HR, an internship coordinator,
the IDEA officer—or POLARIS—
the practice of intentionally
pairing people who are age
diverse is a disruptor. How? By

People in an age cohort are as
cracking most people’s natural
dissimilar in characteristics as
tendency toward in-group
identification—that is, gravitating people identified by race or by
a gender. Mentorship helps
toward people who are like you
in a variety of ways, whether age breach the final frontier of bias,
ageism, noted by the World
cohort, by gender identification,
Health Organization as “the
by race, religion, or other forms
most socially 'normalized' of
of self-recognition. While ingroup identification offers many any prejudice and...not widely
positives, such as understanding, challenged.” This is partially
support, and
due to deeply
shared life
entrenched stereo“Building a better types of ageing,
experiences,
overreliance on
future will depend whether the non-stop
our immediate
promotion of antion our ability
peers, especially
ageing products
to appreciate
in workplace
or treatments (being
settings, may
“anti” woman or race
generational
narrow your range
is unfathomable), and
differences.”
of interpersonal
roundly disproven
interactions.
notions of older
There is much
— Mal Fletcher workers resisting
to learn from
change and learning,
people who are
or younger workers
unlike ourselves. Acceptance
being entitled. Be intentional about
and understanding across the
disrupting bias and growing the
spectrum of life and professional ways you can be inclusive.
experience enriches all
“Inclusion” that still leaves
participants and visibly models
someone out and permits the
intergenerational comity.
continued transmission of
Age equity simply means
avoiding stereotyping or
predispositions based on
someone’s age–any age.

stereotypes and bias against any
group is not inclusion.
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Who’s on POLARIS?
POLARIS members come from across the sector at all stages of the leadership pipeline—and include
students, professionals, consultants, and retirees from all job functions, and institution types and sizes.
POLARIS is a robust inter-generational pool of talent.

Of 1035 members:

470

started working in the field in
the last 10 years

312

started in 2000-2010

126

Top Skills and Expertise
Education/Programming: 417

Community Partnerships: 308

Creativity: 387

Strategic Thinking: 263

Collaboration: 365

Team Management: 255

Leadership: 342

Inclusion, Diversity, Equity, Access: 221

Audience Engagement &
Development: 336

Time and PriorityManagement: 184

started in the 1990s

71

started in the 1970s-1980s

480

with 0-7 years of experience

555

with 7+ years of experience

52%

members offering mentoring

70%

members offering short-term
career help

We tend to invite mentoring partners who are like us in some way.
Leverage the DIVERSITY of the POLARIS platform by connecting with
colleagues outside your familiar circles. View a short video on how
to Search the Directory.

*Help POLARIS
stay current
by updating
your profile
with race
and gender
identities.
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Consultants’ Column

Anne W. Ackerson

Independent Museum Consultant

My move to consulting work
came as part of a career shift
that took me from fulltime
employment leading small
history museums to fulltime
caregiving for my elderly mom.
To keep me involved with
museums, a colleague invited
me to undertake a project for
her historic site. Thus began
the pivot combining parttime
professional association
directorships with consulting
work, and it proved to me that
karma was alive and well in the
universe! I moved to fulltime
consulting work four years
ago.
As it did for many, work
dropped off for me in 2020.
I started thinking it might be
time to “get a real job.” Enter
karma once more in the form
of a query from museum
consultant Gail Anderson, who
was looking for folks interested
in working on some ‘survival’
materials for museums
navigating the pandemic. I said
I’d like to help. Consultant Dina
Bailey soon joined.
Fueled by the pandemic
sidelining of museums as
essential organizations, The
Resilience Playbook guides
cultural organizations through
deep dives into questioning
their assumptions about their
institutional histories, mission
impact, community relevance,
and commitment to equity,
inclusion, financial resilience,
and leadership agility. We
launched the Playbook in 2021
and have used it with museum

cohorts in Arizona and New
York to date.
While karma has played a big
role, it hasn’t all been luck.
My strategies for keeping an
independent consulting career
going have been to have some
sort of steady income stream
(employee or contractor) to
support it. (I think that’s a
smart idea for anyone who’s
contemplating making the
move into consulting/contract
work, BTW.) I’m also a diligent
planner—I write an annual
work plan for myself every
January based on my personal
mission statement–so it’s not
surprising that the focus of
much of my consulting work
has been planning. I believe
planning is critical to success
—personally, professionally,
and institutionally—even
and especially in times of
uncertainty (like now).
There’s no question that
museum leadership must
change to meet the many
challenges institutions face.
Do museum leaders have
enough tools to be resilient,
transparent, and humble,
as well as opportunities
to practice them? Can we
create and nurture climates
where experimentation is
encouraged….and failure
forgiven? I’m looking forward to
more Resilience Playbook work
and thinking around how we
can champion new leadership
approaches and opportunities,
and how boards can be more
experimental and resilient.
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John A. Veverka

President, John Veverka & Associates
My career vision changed as
I tried new opportunities. My
path to becoming a museum
consultant has been more
like a corn maze. When I left
the military, I was able to
get a work/study job at the
OSU Museum of Zoology. I
also found a summer work
managing a park nature center/
museum and presenting public
programs and nature walks.
At OSU, I received my B.S and
M.S in Heritage Interpretation
and taught a course on
Heritage Site Master
Planning that started a long
career. This was followed by
a stint at Alberta
Parks working on
World Heritage
Site Planning—on
to Michigan State
University to work
on a Ph.D. and
teach heritage
interpretation
courses. Even though
I have worked
as an explorer,
archaeologist, author,
heritage site master
planner, publisher,
and teacher in over 20

countries, I am still wandering
the corn maze after 30 years.
Leadership in most
organizations changes visions
as the director or board
changes. My first question for
a new client is “What business
are you in?” Then the long
pause… and the challenges
begin as some don’t really
know anymore. Take a path
and find out!
The pandemic has been a
challenge since most of my
client’s sites are closed. During
this time, I’ve reinvented myself
a bit, developing digital content

with an international heritage
e-magazine and a blog. I’m
finding so many “a-mazing”
twists and turns. From the
book, A Whack on the Side of the
Head: “Love what you do, and
you’ll not work a day in your
life.” That’s how paths are best
explored.

Resources:
Ackerson, A.W., Anderson, G. & Bailey, D.A. (2020). The Resilience Playbook.
---. (2021, May-June). Inside Out Outside In: A resilience model for museums offers
strategies to address challenging realities. Museum Magazine, 19-23. American
Alliance of Museums.
Cook, I. (2021, Sept. 15). Who is Driving the Great Resignation? Harvard Business
Review.
Ridell, J. (2021, June 4). Ageism in Museums: Everywhere and Nowhere. Hyperallergic.
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Profiles: Q&A w/ Deena Deutsch
Graduate Student, Museum Studies+ Digital Curation,
Johns Hopkins University
What led you to pursue a
museum studies degree?
I believe in the capacity of
collections to serve as catalysts
for transdiciplinary exchange in
higher education, and want to
advance the academic museum
as a forum for discussions that
defy the disciplinary divide.
Object-driven inquiry can ignite
novel content relevancies and
stimulate deep, considered
thought, and I want to be a part
of that collective exchange.
What’s been most challenging
during the pandemic? Even
as an older, returning graduate
student, I miss the company of
professors whose passion for
their subject is an inspiration
and delight, and dropping in for
a spontaneous conversations.
Yet virtual contact has proven
unexpectedly rewarding.
What tips can you offer
for virtual connections?
Give online relationships
and learning the same
considerations you would
give an in-person exchange.
The digital platform is
simply another means
of communicating, and if
maximized, can be a satisfactory
alternative to in-person

Museum Leadership Institute
Claremont Graduate University
150 E. 10th Street
Claremont, CA 91711
https://mli.cgu.edu

MLI@CGU © 2021

engagement. Networking is also
vitally important.
What’s been most rewarding?
As a Johns Hopkins Advanced
Academic Programs student, I’m
learning from some of the most
accomplished and innovative
thinkers in the industry.
Sustained ties to exemplary
faculty from my undergraduate
years has allowed me to bridge
the virtual gap, and pursue my
dreams, even at this late stage
of life. It’s exciting to imagine
that my dreams might actually
take flight.
How has POLARIS played a
role in your journey? POLARIS
has allowed me to refine my
professional goals and connect
with those whose insights are
profound. The generousity of
spirit shown to me has been
invaluable. I’m grateful and
hope one day to return the
favor by supporting the dreams
of others.
What can best equip museum
studies students for what
lies ahead? Internships that
allow first-hand experience.
Also courses that offer students
a chance to test out new
ideas before entering the

For inquiries, contact:
Toni Guglielmo, Ph.D.
Director
Museum Leadership Institute
polaris@cgu.edu
https://museummentors.org

workforce. This encourages the
development of novel solutions
free of the distractions and
pressures of the workplace.
What’s it like to be entering
the field during this time
of transformation? The
uncertainty of the job market
is an undeniable challenge.
Yet many innovative solutions
have emerged as result of
these past few years, such as a
greater utilization of the digital
platform. This holds great
promise and gives me reason
to remain optomistic about the
future.
Anything else? As we emerge
from two years of uncertainty
and despair, I believe that
museums will aid in the healing
process by offering sacred
spaces that remind us of what
is truly important in life, and
helping us rekindle our common
bonds of humanity.

POLARIS: The Museum Mentor Network is made possible
in part by the Institute of Museum and Library Services
(IMLS Award MG-70-19-0055-19-0).

Find a Mentor

Be a Mentor

