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ABSTRLCT i
tibrarians have advanced degrees in the libnary

/ield, not. in the field of management. But the higher ome goes in the

institutional hierarchy. the more time must be spent in managing.
.Librarians aust take the management process seriously and understand
vhat good- managing is. ‘Nanagers are constantly appraising their staff
and being appraised by them. Performance -standards, or uanagelentz:y
Objective (MBO) provides a systea for such appraisal. Objectives fgr
the manager or stpff member should be established on a one to

- basis between the supervisor and the individual, but it is u if

the-entire-staff first decides on-departmental objectives. Ingividnal
objectives should he sade meaningful, amecasurable arnd flexible, for
the growth of the Staff member rather. tham as punishaent. At the
Columpia University Libraries, task forces of all levels of personnel
are working on the establishment of objectives. This has opened up
nev lines of commanicatior’, but is also shifting. the traditional
bureaucratic =structures and 1oya1ties at an accelerating rate.

organizational redesiga is thus becoming a continuing function. The
.experience of articulating performance objectives has proved
"difficult, bpt worthwhile. (SL)
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(- PERFORMANCE STANDA.RDS FOR LIBRARIALS: ARE THE’I GOMING QR NOT? .
: \:j mbrg:l Personnel and Porformance Standards
- Tt Joyce D. Veonatra
- . -g .
.o wg lava already haard how & large industry, namsly IBM, usees performance '

atandards for their personnel ss part of their philosophy of mansgement, Bub’
admatixes wo are prone to “turn off® whm we hear & business man saying scme-

."thing, and we say to ocurselves, ™Oh well, this isn't for us becaise we're
lidbrariens, sot business people,” Speaking as & librarian, I have been in
4hiz field for samp time with varied librury experience in school, public.and
acadenioc libraries and presently I am a first line pupervisol in a large
acedemic library. I would like to talk with you about these senso pertormce
stendards and their use in 1library mnagonu@. /

We've came a long way in onr 1ibrary magemant teclkniques since tho time .
oi the henevoleht authoritetive library director. Today when we're talking
’\-\ edout staflf development and performance standards for librarians, we're
. talxing about a whole new language. ~We'vo had an explenation of what per- |
formance standards aye und how.thsy can be used, and’ information on effeotivensss .
end coat stidies. Now wé're down to what itts really all about PEOPLE «

LIERARIANS! . f

v ' Dr. Rensis Likert, the well known mmgement expert says, "Every aspect of
-+ an.organization’s activities is determined by the ccmpetence, motivation and
general efféctivéness of ite humen organization. Of all the tasks of msnageément,
" panaging the human somponent is the .central and most important. taak. because.all
else dspeuds upon how well it is dane .

. Management by Objectives ia nothing new, pnd when we talk about Perfor-

{ mence Seandards, woe're talking about Managembnt by Objectives « !.!BO. "Manago=-
mnt by Objectives is really NOT a teomnizus; it's a philosophy" and in order
“o implement LBO, our managers must believe that the management responsibility
%237 kave i3 as important as, and different from the professicmal library job.

. Tho wanagers must realize Tho importance of managing. Dr. De Prospo spoke on

~MBO in 1971 at thé AlA = Staff Developmant Conmittee Workshop, just like this
" one, but libraries. as o whole, 8till.do not seem to be "tuned i.n"

- B

-

1. Likert, Rensi}. . The PBuman Organization; 16" Nana _ﬁgent and Value. New York,
MeGraw Hill. 1 67. P. Jio
. Schrisber, David and Stanley Sloan. "Management by Cbjectivec™. Personnel
Adminietrator, 16122, May-June 1970. S
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Cne of the problems is - we have advanced degrees in the library fieZd.’ not
in the managing field. We went to library school because we loved books, and
we wanted to get books end people togetker. We did not get an MBA, or study
busiress mpthodse But -~ what happens? We do a superb job as: a reference
librarian or. cataloger, or bibliographer, etc. and an opening occurs as head
of the department. We move into the position, still being superb reference

: " librarians, or catalogers, or bibliographers, mot fully aware of ths new. .

. ‘opportunities end challenges that have been given to us as managers that require’
different but as speoielized lmowledge, talent and technigues. The higher you
go in the organizaticnal hierarchy, particuiarly in a medium size or large library,
the more time must be spont managing end less time jn the technical area, . THIS .
'IS. FACT, and if this is not happening in your organization, and managers are
devoting too much time to the technical.side of the- work in their depertnent, and.
not enough time ¢o ma.ne.g:l.ng. it shows!

: . We muet take mna.g:l.ng serimly. Wo must undesstand what good mapaging ise

, It is basiéally "getting things DONE TEROUGH OTEER PEOPLE™.S This doee not meen
that the manager sits with feet cn his dubk, hands behind his head end lets .

' everyone else do ths work. Once you beccms a mm;er. the total comm wtth
books tends to go by the wayside, and you must now learn to “oommune™ with™'
pecple. Hopefully, pubiis service librorjgns at least, alresdy have this

‘ ability., But commmication with staff goes to greater depths than ‘scomunication
with the public., Commmication is pot cne way = but rather an interchange on
what the staff expecty from you as well as what you. expect fram the staff.

‘Q get things done through othe:r people, we are evaluating: these ather
people, t does the staff member lmow how h@, is being judged? ~ on what baeis?
Or is it just « "You did e Pine job cataloging tha% last batdh of books; Betsy”.

T™.at's nice, but it dossn't necessarily tell the cataloger why the suwager '
thought it was a fine job., Good typing? Desoriptive cateloging especially
accurate and concise? More books completed thrm he expected? So the cataloger
coeen't really know vihat.she has dohe correctly or inoorreetly in order to do
e better job on the next bateh of books. . _ O .

. ¢
As ne.nagers we are constantly appraising and beirg appr'éieed ~ not in

writing,necessarily - but daily we are reactiny and evaluatinge Thus, as
staff nembers or as managers, we do not have a choice as to whether we are
being appraised or not. It's happeninb - every time there is a salary review
cr an opportunity for promotion, we're appraised - ags woll as 4aily,: Sore-
tines an individual dossn't really know what his supervisor things of him
wntil hets firod. What a terrible time to find out! So. the question is not
whether there shpuld be an eppreisal, but the method of appraisal. )

L

-

This is where performance standards or Gbjectives enter the picture. - '
6 ' There is same difficulty with the word = STANDARDS -~ aB it has a connotatior in -
acme minds of rigidity. We certainly don't want that - we want flexibility
£o the ataf:t‘ membey can grow - and ultimately, therefore, the orge.nize.tion

T 3. America.n Mane.gement Association. How to rova Individual Manager :

Ferformanoce. Educational packege including films, case studies, programmed
i‘.nat'ruct:l.on. otc, ‘

. \)“ »
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" benefits - and objectives can be.readhed better. Mr. Connor has already
indicated that IBM prefers the term "Percormance Objectives",. I will use
performance standards and performance objectives interchangeably in this
talk. .

-
’

. -What doea it take to implsment MBO? .Iwo management experts say, "If
departmont heads are truly givem responsibility for decisicm making and
forced to make meaningful decisions - (to which I might add - for which
they are held responsible) - then MBO is easily introduced. If depltﬁnang

+ heads have no experience in delegation and deocisicm making, introdusring
MBO becomes much more difficult®.® Are we allowed.to make decisicne as
kanagers that effeot our department? Do we allow our managers to make
deoisions? OR Are wo forced to use - or do we depend on or demand use

. of the hierarohical structure? As Peter Drucker says in his latest book,
which I understand you were all asked to tackle, “What matters is managerial
autonomy AND' acoountability®.” Give managers maximm authority and full

. respansibility for results! This may happen at the top level, but oftem
* doss not happen further downjthe chain of command.

’ -

In the implementation of MBO, the lmowledge, attitudss, and skills of
{the managers thomselves play a very important role, as does the climate
. . . for snd incidence of change in the organization, as well as the role of ths
chief librarian and his attitudes.® Sohrieber and’ Sloan sey tha’ MBO
can be implemented on a partial basis rather than fof the total organization,
Pprtial implementation in departments where the manager is enthuo%ustio and .
does & good job can influence other departments to give it a try.

. Objectives for the individual manager or staff member should be ‘ ‘
‘ established on a one to cne basis between the supervisor and the individual -
BUT '~ it can be useful, partioularly whem just beginning MBO, for managers
who manage people doing like tasks, to sit down with their department to
disouss objectives.for the Department before eetablishing objectives for .
individuals. Departmental objectives most likely exist in soms form, but
they may not have been re-examined for same %ime - or they may have been
'established by the department head without any in-put at all by the staff
or any mder7tanding by the steff, . ’
s '
When dis useing performance objeoctives on a one tc one basis, you should -
. attempt to meke the objectives meaningful and measurable, snd faor the purpose
of developmen*: of the individual, not punichmentl ‘
. ¢ - . 4
"All levels of steff fear performance measures which are used in a punitive
" manner by their superiors. Measurements that can be applied by the irdividual
to his owm performance and that can help guids group decisions end actions
are the most acceptable and useful brth to the individual and to the library."a..

' _ Sohrieber, op. 6it. p.'22. . T ,
- 5. Drucker, Poeter G. Management: Tasks, Responsitilities, Practices., New York,
Harper & Bow, 1974, p. 154, / .

6. Schrieber, op. cit. p. 20 ,
7. Ibid. p. 24. . . . ) . /\
. 8o "Guidelires to the Development of Human Resources in Lf‘nre.rieas Ratiornale,

Policies, Programs, and Recommendaticms.” ‘Library Tremds, Jul J
(pa.raphr’a.sed from Likert) L » July, 1971, p.104
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" The establishment of mutual objectives between the supervisor and the
enployee allows the individual to measure his.omn perfarmance- The individual

and the supervisor are now neasuri.ng reaulta: measuring the work, more thah
thke worker, : s '

e .

Sometimes a staff member has mes urements, especially guantitative, for
herself, which are not totally reai..stic in terms of being too high or too low,
‘Tt's up to ths supervisor to point out that the objeotive should be high but
also realistic, and maybe the resolution is to oxpand the target date for a too
high objective. I have &' staf? member in ny department, catalog:lng with Copy,
who 1s not a librarian, but is a highly qualified tech::. 'n. menber of the ?
ptaff. She has set a gquantitative standard for herself -. a Jaonthly basis which
is too high. What'happens is that some months. she wears B _=80lf to a frazzle
trying to meet her om standards.* We are try:\.ns to heélp - , to become more . .
realistic in her expcctations of herself, using a broader base of time, because
sho beocmes bitter as well-as tired in the months where . @ dogen't meet her

o standard, - : o

. The objective should be flexible, mot.rigid. Don't allow the fact thaf v
you are now stating objectives to fix them in granite, unchangeable, especially
wken beginning MBO; That is not the point., They are established to serve

as measurable guidelines for the individasl. Ob)jeci-ivoa need not be guantitative
,and often cannot be - but when it is possible-to quantify somsthing, it ocex be,
helpf‘ul. It should be mutually established, however. If the head of a cataloging
dopartment has a éertain figure in his head as to the number of titles an

* individual ‘should catalog in & given period of time, he should discuss ﬂm- .

with the individual, so they can come to an agreement on the figure,

The setting of ob;jectivu is much more useful when there is an appraisal
procu8se And in the same mauner, the appraisal process is mich mare productive
in terms of development of staff where there are objectivas and koy results to
eppraise, so the two processes are rather interdependent. ‘With mutusl objective
setting betwéen maoager andﬁemployee, there ghould be nc.surprises in the formal-

" appraisal procéss.

) i :
Y¥r, Drucker has four chaptérs in his book dgvoted to Service institutions -
that's usy 1I'd like to read a few paregraphs to you from that section: -~

P¥hat the service institution needs is not te be nmore busiress-like, They, -
need to be subjected to performance tests as much as possible., They need to ¢
think throuzh their own spocific funotions, purposes and missionse What the °
sarvics institution needs is not better peoples They need people who do the
ranagenent job systematically and who foous themselves and their insiitution
purposefully on performance and results. They do need efficisncy, that is,.
control of costs, but abovs.all they need ri‘fectiveness, that is, emphasis on

e

the right. rssults. . . . :

¢

L 4
Foew service institutions today suffer from ﬁaﬁng too, fow-administrators;
n1353t of them are overadministered, and suffer from e surplus of procedures,
orzanizatidn charts and management tech.niqubs. Vhat now has to be learned is to
nanage servico institutions for performance, 53 MAY WELL BE TH}B BIGGEST AND
21337 LIPORTAINT MANAGELIENT TASK I THIS CFNTURYE"

"'

9. Orusker, op. cit. p. 166.

~
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What a dynanite statemshyl What a challonge to us in the librariesl

. But I hear you saying“to yourselves - Boy - is she an idealist. You bet *

. Yyour life I am. Striving for ideals and goals is what it's all ebout - e.nd
what better place to do it than i.n the libraryll!l

L]

Now let's look at a real nbrary situation: ; _
My real library is Columbia-Univorsity Libraries. As many of you know, :
. Columbia Libraries was tho eubject of a ocase study in 1971 to oxamine the "
. organization and staff of & ‘large .research library. The study was oonducted -
by the menagement consulfent firm of Booz, Allea and Hamilton and the Office of
Mniversity Library Management Studios of ARL. There was brdéad participation on
the part of the professional staff during the study, and in examining, evaluating
. and hplping to implement the reomendations. There were ten pages in the
1o0s0leaf versicd of the stud; on Staff Dowelopment, so it did tom an i.nportant
.Oart of thﬁ studfo . '

. - - Shortly efter the cmpletion of the study, the University lLibrarian eppo!nted
the two advisory committeos recormsnded by the study. Oane of these was the
Staff-Deveolopment Committee, a five mamber committes, with the Personnel Director
as ex-officio %r. whose responsibilitiés as etated in Ghe study were aa
followa:s: . / :

l. To review and.recommend.adoption of staff dewvelopment. plans. *

2, To review performance of individual professimnal staff members on
g, periodi¢ séheduled basis.

3. To reccsmend stepa to advanoe profeasional development.

" Ths camittes modified and expanded theae responsibiliﬁae samewhat, but they
covered these wareas of development’ oi‘ AI.L levals of staff“and advancemsut ef
profeesional staff members.

.. Im conjunc’ci.en with what we're talking about today, the oomittee. after much.
work on’ its owm, asked.for the help of an expert in form dee:.gn (and I would - v
recomaend this). in order to design a new appraisal form for- use with the professional
staff, It includes the procedure of a discussion betwsan the supervisor and the
eployee being appraised regarding how well the employe¥ has fulfilled his re-

\ sncngibilities. After tho discussion, the employee reads the appraisal and signs

. - it. We originally had determined to file this completed form in the indiviidual's

£liwr in the Personnsl’ Office, but through diacuseian and examination of what -

. our real goals are, wo have Jetermined not to Sile it in personnel, but rather
ty use it as-a dofinite step in the devolopment of the individual in terms of .
ea%adlishing individual werformance objectives betwsen the, supervisor and the -
eaployee, The foms \ﬂll. be kept by ths peopla involved, tha supervisor and
tno employee, and can be discarded when objectives are completed or ‘a new

) developmental e.ppraisal takes place. _

At the end of the nanagzenent etudy at Ccnltmbia, the library adminigtration-
\Quls that one of the top priorities was to neg our managers to becoms batter
.d..mgers. So the library and two other departnents in the university purchassq
‘o package from the American Management Association entitled "How to Improve .
Individusl Manager Performagce”. This two day seminar which includes films, .
ce.se studles, programmed Matmction. role plays, leade~'s manual and book of
readings, was given to every manager in the li.bra.ry in groups of ten to twelve

Qo _ _ .




g0 continue training our managers in MBO. :

. oalth Sciences Library and.two r

-

6o - \). ’ g , .
Tho course basiocally presenta MBO., It is desig-ed for businesses, but we '
faund that the abgtraot' ideas and philosophy applied just as well to the
library situation. Thé most important part of the whole senminar.was the
disoussion., By guiding the disoussion’ to epply the ideas in the films o
library probloms, the material was found to be useful. Even though it is
not specifically geared to 1ibraries, it has been one of the chief moti-.
vations behind the cevelopment of the philosophy of menagement in the
library. ‘ ‘ L. ' : o

Same of the participents felt that the eptablishment of performance Do
standards, as they are called in this AMA seminar, might be possible-and . -
cortajnly worth a try in tho librdries. Others felt it couldn't be Aome.

Oar Staff Pevelopment Committee thought it would b4 useful to try to T

establish same general standards of parformance “for oatalogers, roference
librarians, bibliographsra, etc., and we attempted it. But we were working

in a vaouwum and not following the proper proocedures. Because other things ¢

were more pressing - the attempt t0 establish general standards was pushed

aside. Then came an invitation fram AIA to spedk on Performance Standards

far Librarianks Are they ooming or not? - Amaging from whenge coues motivatiocnd
A perfect opportunity to get things moving agaln at Columbis on per{ormance
standards. ' .
After disoussing with the University Librarien the possibility of using'.
a single.department of the library in which to establish performanse stasdards,
we decided it would be better to do it on’a &.all.scale as samplo information '
for thiy talk today and to maks any deoision regarding the process for largeir - . °
sogzuente of the staf. after the sample. As indicated earlisr, we"have dacided . *

A task force was eppointed through Gonsultation with the Heads of the two
participating units. It waa oanposed of the ad, Original Monograph Cataloging,
and two catalogers from that department and the' Head, Reference Departnent,

»

eference librarians fram that department and
nyself as chajirman, ¥We looked at the film cn performance stendards fram the .
AlA managenent seminar, and after a brief discussion, the reference 1ibrarians
and the catalogbrs went on their respeotify ways to write performance standardse .
a aininal anownt of training because of tHe minimal length of time in which to
acoamplish the task. Training and understanding is orucial to the succeszful <
izplementation of HBO and writing of performance standardse- -
- ¢ + .

‘AS an aside, I would like to mention that Essex County College in Newark,
¥.J., spent about a year training a small stafy of seven librarians,in MBO. ”
There is an explanation of their experience in ths Canadian Library Jownal,

B vay=Juns,’' 1973; and imnediately following the article, a bibliography oa MBO. s

In qur task force of seven people, the managers had taken the seminar and
thus had besn exposed to the whole philosophy, but the non-managers had not,
azgd. 1 think, initially, the four non-managwrs folt negative about the whole
idsa of performance standards. The ‘term STANDARDS especially bothered the non-

nanagers, even though the film had impressed on thom that these performance o .
s=andards were to be set [or developmental purposes and not for punishment, Yo

the feeling was that that really wasn't the way it was going to be and as a -
rosult, at the beqinning,‘, it was a rea} threat to their security.
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Lanagmnent axperts 83y that it takes up to three yeara td establish gdba'
serfornance standards. We Rad worked for about fifteen hours - but what‘happened-

in those fifteen hours was that these people were .comuniosting. We agroed

upon some things, we disagreed upon others, but what.we all ultimately agread
upon was that performance standards for librarians are. definitaly worthwhile,
even though extrsmsly difficult to writs. : »

In the oomnmioation process, the r zers found out the concerns ¢ the

concerns that they glid ‘and were tr, -ing +, do samething about the problems; :
the expecjations of both employeea and managers wore e:pressedz and evidence

of problems in work flow and work assignment came to light, The members of

the task-foroe did foel that it was very important to set objectives for all ‘
units ‘extremely dependent upon one anothor, e.z. Searching Unit and Cataloging -
Urits.. We realizad how diffiqult it is to write measurable and meaningful

.eniployees; the employeea found out that ., managers had same of the same- e

performance ‘objectives, especially in an area like reference - and yet the . Y

objectives exist in the minds’ of the head of the department as well as in the

minds of the reforence librarians ~ for themselve#’ and in judging their peers.

Vhat we are attanpt:l.n.; to do is to articulate together what those objeot:lvea
are. :

. Now let me give aame examples of ‘same of the performance standa.rds/objectim
that we wrote:
1st version - Satigfactory bibliographio control is nainta.inod over itema
awaiting cataloging; reascnsble currency is achievod and
" ostablished priorities are mintained.

%‘lhat are SATISFAOTORY bibliozraphical ctatrol and REASONABLE ocurrenc;?

2nd version - Bibliozraphic control is maYintained over items awa.iting

_ catalozing, holding the material no more than tihyee days
before sending it to Data COntrol, and estavlished pricriti.es
are maintained. . .

Still not exact and totally measurable, but closer to it.

‘' .

Another catalogug standard:
Necogsary authurity work and cross raferenceu ar3 made and formulated

aceording to the LC/AA/Columbia rules. NECESSAKY ruthority work? In
wioge Julzement?

Sons of the perfermance oo:jao"ivas in the reference area iff the Health
Gcisncas Library were easier because we have terminal _access. to Data Bages
and somehos it was easier sn this area. : _ .

L
1]

" All data bare monthly uodates are initiated no later thar one wora day
after the current date base bscomes available,

BJT here's a.nother one 'bhat's queationable in the reference areas
*Io r‘eader compla.i.n’cs of a substantial naturs are received. OVER HOW LGiiG

A PERIOD OF TIME? AND YHAT IS SUBSTANTIAL? AND WHAT ABOUT READER'S
COAPLIMENTS? '
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a What happens initially is that you measure the thmgs for which it is easisst
to ar'ciculate measureoment, but often they are’ not the most important things. .

" IT IS VOTEASY-BUTITISHTREL:EYUSEFUL' ..

In our world of today that is ct‘nging go rapidly, libra;:les and librardans
razst change also if they are to continue fulfilling their roles. Alvin Toffler
in hig_book entitled Future Shqok notes ths dsvelopment of a number ‘of ohanges,
including the explosiom of information; mobility ‘of society and changing -social
attitudes. To adapt to these changds library magemant needs to alao bbcomo
more flexible.

M ) In the buroaucratio library organization, tho individual fits into a
sharply defined slot. He fits into a vertical hierarohical structurs, & chaip
of command, where ox*ganj.zational rolationships are permanent. organization
takes place. Ad Hoo ccmmittees and task florces are forméd, and the individual
severs links with the old familiar, but now no longer ‘existing  structure, and
assunes & relationship te the now one that supersedes it, Thoe task forces are
" camposed of all levels of personnel solving problems with fairly equil imput.
Relationships are turning over at a fas“er and faster rate. People no longer
~ romain in a fixed position in this, kind of organization, and this alters loyulties
of people involved, shakes up lines of authority, and accelerates the rate at
whioh individuals are forced to adapt to organizatijonal change. What we see -
happening is that those wh: participate in the task forces and new structure
ars changing and developing and those who do not participate or who cannot deal
with the rapid change and thwa are still tied into ths -bureaucracy, have difficulty
with tke changes ta.king plece e-d with the impact-°that other staff members are
'  baving on the organization, A+ _accaleration ¢ontinues, organizational redesign
. becanss a continuing 'mnction. 11 .
Not snrprisingly. we witness e deoline '.i.n the 0ld fashicned loyalty to the
organization end its substructures end a rife in professicnal loyalty. This
" happened in other professions some tire azo, and librariens are late in conming
to it. Professional specielists, according to the management expert Bennise,
seemingly derive their rewards frém inward sta.ndards of excellence, from the
intrirsic seticfaction of their tesk In fact, they are conmitted to the task.
nc% the job; to their standards, no t‘-:eir boss, '

As th2 rhilosopidy, Norber:t liencr says, ™% have modified our envircnzent
ey radicalh.'that we must now modify ourselves to exist in this new envyiron-
=2t The sanme goes for our 1n"itutions, inrluding, of course, our libraries.

\ ’ -

In surmary, let's review ihe salient pomts of thxs oreaenta‘tion.

1. If you're going td be 4 manager, you jolly well better Le a good manager
end know what nanaging is all about. Study and learn what it means to be a good
'za.na.ger through reading, attending seminars and workehopa. viewing films, ta.lking

;ith othsr nanagers, etc, .

2. Coonunicete! In all directional . - ‘ I

3. listen! -~

4, CARE - about puople and their d.evelopment

6, Give your managers full authority and hold them accountablo for the results?t

- 0. Pster, Laurence J. 1ibe.Peter Prescriptiou. Hew Yors, Banta.m. 1973. p. 8. .
. 11. Toffler, Alvini FutuiFe SROCK, New York, Random House, 1970, ' M
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' 6. Top administration should seek ou’ management poten?‘.ial in the library
and implement manager training for existing managers as well as those who show
or ‘cnise,

7. If 2BO is to be i.mplemented, the entire staff, or any staff to be
irfrolved must have good training in the"philosophy and pract:ce of writing
objectives, .

8. Performance objeotives ultimately must be established on a éne to one
basis, although over-all objectives.may be written by a group doing like tasks.

9« Thesé individunl performanoo objectives are for tha development of the
individusl (and thus the library) and not for pwnishment of the individual, ¢

10. We recognize that the articuleting of performance objectives cn an-
individual basis is difficult, but fea‘l it is worthwhile, .

- LET'S°MOVE WITH OR AHEAD OF Td4E CK’RIG]NG SQCIETY, norr BE RUN OVER BY IT!
PERFORMANCE STANDARDS .-FOR LIERARIANS: ARE THEY CQMING OR MOT?

That's up to each of us to answer in ovr own library situationn. but
librerians are missicn oriented people, MBO presents a means that is both
current and in keeping with contemporary sosiety to fulfill our missiom.: I
think %¢ must take advantage of the philosophy of Management by Objectives
now, It really doean't matter whether we 02l} it perforrance standards, or -
‘pérformance objeotives, or key results, as 2.ng as we're taking our managing
serioualy, ranaging systematically and, not 'by \nstinct, and managing in ‘order
to accomplish our atated goals. , s

As Adam said to Eve when they were leaving the Carden of Eden: ™My desr, _
we 're living in a time of transition"}2 Funny thing, even efter all these years,
we're still living in a tire of transitidn. Let's take advanthge of it. I
chzllenge you to read enything you can Yind, as good librariens, orn MBO,
performance appraisal, performance objectives, to discuss it with yowr admine-
istration and your staff and to dare to give MBO a try. Let's make "the '
bizgest and most importe.nt nanagement task of the century® a dynamic_success
ir our libraries.

. ' * -
N A d

Thank you!l

L ]
. . Joyce D, Veenstra
! July 7, 1974

1z, P;tor, 03, clt, Pe 55.
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