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This project involved substantial input fran a large number of
individuals. First, a number of organizations and their staffs enthusi-
astically provided their time and efforts to help us identify information
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the staff of the U.S. Department of Eiucation; Yvonne Carter, Frank
Stevens, and Ray Fry. Finally, we thank the project staff consisting of
the Project Advisory Group and Staff Consultants and the KRI staff mem-
bers. Professor Robert Bayes, Chair of the Advisory Group was particularly
effective in extracting the most and the best fraom all of us in several
enjoyable work sessions. The KRI project staff included Ellen Sweet, who
helped in preparing and writing same of the background research and in
preparing and editing the competency listings. Paula Meise Strain was also
heavily involved in the preparation and eiting of the competency listings.
Other staff members who served on the project included Carolyn Goshen,
Helen Kurtz, Nancy Roderer and Mary Yates and the entire support staff.

To each and all of you, thank you very much.

Jose-Marie Griffiths
Donald W. King
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OVERVIEW OF THE PROJECT

PHOJECT OBJECTIVES

The stated objectives of this project were twofold:

e the listing, description, and validation of the competencies
required at several professional levels and within several
areas of professional specialization in the library and infor-
mation science field; and

® the discussion and examination of present and future education
requirements necessary to achieve the discrete levels of com~
petencies by professional level and speciality.

Our approach to the project was to detemmine the current and future
competencies required by librarians and information professionals for
exemplary performance. Central to our approach was the theme of cominica-
tion among all participarts in the edicational process: educitors,
employers, professional societies and individual professionals. &n
essential feature of this approach is the evolution of a process which will
yield a set of competencies and the continuat’cn of that process which will
provide updated and refined sets of competencies. We feel that this
process can be further developed to enhance timely feedback among the
participants in the information community to ensure that carrent conpeten-
cies are identified, described, validated, and taught in a timely fashion.

There are three principal outputs of the New Directions in Library
and Information Science Education project. The first of these outputs is a
detailed description of the information enviromment within which librarians
and information professionals work. In order to describe librarian and
information professional competencies, it was necessary to identify their
work settings, functions in which they are engaged, services they provide,
and acti" ities they perform. The second and principal output is a listing
of librarian and information professional campetencies, accampanied by
corresponding work activities. A final output has been the initiation of
extensive communication among participants in the educational process.
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This has been acconplished through dfrect involvement of the project starff,
the Advisory Group, and voluntary contributions framn hundreds of librar-
izns and information professionals. We have also given numerous speeches
and eeminars, participated on committees and task forces relevant to
librarian and information professional education, written serv.ral
articles and distributed hundreds of newsletters to members of the informa-
tion cammunity. There is little doubt that a meaningful dialog has begun.

A FRAMEMOFK FOR DESCRIBING THE INFORMATION ENVIRONMENT

In order to analyze, interpret and use the competency descriptions,
we have formed a framework which serves to categorize the competencies and
which demonstrates the econamic importance of the competencies of librar-
ians and information professionals. The information enviromment, of which
carpetencies form an integral part, consists of (1) information work
settincs within which generic information transfer functions are performed,
(2) work functions performed in the work settings, (3) information services
and products related tc the work functions, (4) activities performed to
provide the services and products, (5) resource camponents needed to
support the activities, and (6) essential characteristics of the resource
conponents. Probably the most important resource component is staff and
the most essential characteristics of people are their competencies. The
reason for this is that information service performance (e.g., measured in
tems of quantities produced, quality and tin.liness, etc.) is highly
dependent on the campetencies of librarians and information professionals.
Their performance in turn affects the effectiveness of a service in temms
of user satisfaction, repeated use and total amcunt of use. Amount of in-
fomation use is directly related to the value of jinformation (hence, to
the value added by the information services and products) and yields higher
order effects such as an informed public, improved institutions and better
education.

Later in this report, we present some cyamples of how the framework
is applied, focusing on special libraries (as a work setting), reference
(as a function), reference searching (as a service), conducting «f searches
(as an activity), the professional librarian (as a resource component) and
conpetencies (28 a characteristic of the rescirce component). We also
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attempt to illustrate that competencies are acquired through education,
training, and experience, and that increased campetencies yield higher work
performance and greater effectiveness. Finally, since competencies and
performance are both demonstizted through the detailed activities
performed, we have given examples of activities relating to the reference
function and the corresponding campetencies necessary to accrwplish the
activities, and, in tumn, to achieve exemplary performance (sample measures
of which are also presented).

The detailed, hierarchical descriptions of work settings, func-
tions, etc. down to characteristics of camponents evolved fram approxim-
ately fifty major studies performed by KRI over the years. These studies
generated results in cost and performance, effectiveness and value models
used for evaluation, network analyses, government OMB Circular A-76 re-
views, and 80 on. The inclusion of competencies as characteristics of the
labor component of activities is a natural extension of these econamic
models.

Examples are given in later in thie report that demonstrate the
linkages between campetencies (e.g., subject knowledge, reference knowl-
edge, skills and attitudes) and performance (e.g., quality of reference
searching and timeliness). Performance is tbin related to effectiveness
(e.g., user satisfaction and number of uses). Pinally, effectiveness
(number of uses) is related to the vzlue of information and of the
reference se-iices which provide « = to the information. Thus, an
initial approach to relating con.* .es, performance, effectiveness and
value ie established.

Extensive data we' e also gathered as part of this New Directions
project to help describe the changiig enviromment within which librarians
and information proZe«uionals find themselves in the Information Age. This
information gathering included a study of the disciplines of information,
information-related research, investigation of the implications of the
Information Age for librarians and information professionals, new
technologies, economics of the information environment, information
policies and 80 on. Special analyses were performed on data collected by
UCLA concerning schools of library and information science. Purthermore,




data were collected and analyzed on job descriptions obtained from
employers, the federal government, and advertisements for job openings in
newspepers and professional journals. FPinally, special analyses were
conducted of studies performed by KRI with the University of Pittsburgh on
the occupational survey of librarians and infommation professionals
[Debons, et al., 1981) and the supply and demand for librarians [Roderer,
et al., 1983].

PROCESSES FOR ACHIEVING LIBRARTAN AND
INFORMMTION PROFESSIONAL COMPETENCIES

M Idealized Process

ke felt that the best approach to the project was to (1) envision
an ideal process and environment for achieving needed campetencies in a
timel; fashion, (2) establish objectives which could reasonably be accom-
plished by the project toward this idealized end, (3) accamplish these
objectives, and (4) recammend what could be done toward reaching an ideal
process. An ideal process for achieving campetencies involves five phases:
recognition of changing competency nceds and requirements in the workplace,
determining these changing competencies. establishing education and train-
ing requirements, designing and implementing curricula and courses, and
demonstration of new competencies in the workplace. These steps are actu-
ally cyclical in nature (as shown in Pigure 1) in that the demonstration of
competencies in the workplace should in turn lead to a recognition of new
campetency requirements and sc on. Since the process is cyclical it is
difficult to say where to start reviewing it. However, the workplace seems
to be an appropriate place since the ultimate indicator of the effective-
ness of education and training is how well librarians and information
professionals do their work.

Librarians and information professionals work in a particularly
éynamic envirunment. Information creators and users are becaming much more
information intensive. New technology offers opportunities for many new
ways to record, reproduce, store, identify, access, and communicate
information. Such changes require new ways for librarians and information
professionals to process and handle information on behalf of others. 'Thus,
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Demonstration of Determination of
ency Achievement Needs
in the Workplace and Requirements

Design & Implement Establishment of
Bducation & Training Bducation & Training
Curricula & Courses Requirements

Figure 1. Process for Achieving Librarian and Information Professional
Competencies

needs and requirements for librarian and information professional
conpetencies are constantly changing. This is a simple fact. If the
information community is to respond to such a dynamic enviromment, it must
first recognize the changes taking place and then be able to determine, on
a continuing basis, the resulting competency needs and requirements,
establish education and training requirements, and so on.

The next phase involves determination of all librarian and infor-
mation professional competencies from a variety of work settings. This
plase also involves a cyclical process of defining, identifying, describing
and validating the competencies. Competencies can be defined in broad
temms such as knowledje, skills and attitudes. Presumably, competencies of
librarians and information profeszionals vary by work settings, activities
performed, level of work done, etc. Thus, they would need to be identified
and described for all such envirorments and conditions in which librarians
and information professionals wcrk. Walidation, in an ideal situation,
would involve at most measures of competencies that exhaustively explain
(or contribute to) performence, even if these measures were zero or one,
indicating the need or lack of need fur a campetency. At minimum the
competencies could be validated by opinions concerning their
appropriateness.
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From the validated competencies one can establish education and
training requirements by comparing the required competencies in the work-
place against those being provided through education and training. Educa-
tion and training requirements would incorporate new campetencies which
students need to &cquire and exclude those that may no longer be necessary
or appropriate. The educational requirements would indicate which vali-
dated competencies might be achieved through formal education (e.g., SUb-
ject knowledge in undergraduate courses, and information organization and
control knowledge in library graduate courses), through continuing edica-
tion programs (e.g., knowledge of management methods and new technology) ,
or through training on the job (e.g., knowledge of the specific workplace
and community served, and skills associated with the use of specific
reference tools). All of this, of course, assumes that we know which
campetencies are being taught ani acquired in universities, continuing
educatioh programs and on the job.

Once education and training requirements resulting from competency
need= are determined, the education and training comnmmities can design and
implement appropriate curricula and courses. Design and implementation
would depend in part on the incaming students, their existing knowledge,
skills and attitudes, and their capacities and willingness to jeam.
Presumably, these characteristics could be measured upon application to
enter programs. In an jdeal world, part of this step, also cyclical in
nature, should be to evaluate curricula and measure the extent of
competency attainment. Clearly, knowledge is measured through tests and
course grading. However, there are many tests for knowledge, skills and
attitudes that could measure the changes in competencies demonstrated
before and after the educational process. In a sense, these measures of
campetency attainment are measures of education and training performance.
The effectiveness of education and training, then wwuld be the performance
of graduates in their work and in other life-long activities. Ideally,
again, an important component of formal education would be to teach one how
to leam, to inquire, to evaluate, to reason, as well as to provide same
basic knowledge and skills in the information disciplines.




In an ideal situation, employers would be able to determine their
campetency requirements; hire (or train) professionals to meet these re-
quirements; evaluate campetencies in tems of professional performance,
effectiveness and va. and then determine new competency requireaents.
This cyclical process would constitute an ideal validation of competencies
in the workplace. Assuming that required competencies can be identified
and described, an employer could test prospective professional employees to
determine whether or not they have the required competencies. If they do
not have all of them, the employer could then decide whether the needed
competencies could be attained through training and/or on-the-job
experience. In the ideal environment, employees®' competencies would be
evaluated in terms of their performance, measured in terms of quantities
produced, quality and timeliness, etc. The levels of satisfactory perfor-
mance would be related to efiectiveness, considered fram the perspective of
users. Such effectiveness measures would include user satisfaction, re-
peated use ar.? amount of use of information services and products. Higher
order effects, such as value of information and information system services
and products would also be measured so that one could then determine essen-
tial competencies based on their effect on performance, effectiveness and
value. Decisions conceming hiring, salaries paid and expenditures for
continuing education and training could all then be made on a rational
econamic basis. Ideally, newly required competencies could be continually
determined for a particular work setting over time and in light of changes
in the environment, user needs, new technology, and so on.

The Real World

Unfortunately, very little of this idealized process actually
exists today. Few ewployers (particularly persomnel officers) know which
competencies are really necessary to perform librarian and information
professional work, let alone how well librarians and information profes-
sionals perform, the effectiveness of their work or the higher order
effects of information services and products. Sae attempts have been made
to determine campetencies, but these attempts vary tremendously in terms of
what is identified and described. Validation, other than by panel
opinions, is almost non-existent. Since competincy attainment resulting




fram university curricula and continuing education or training is not
formalized, it is very difficult to determine curreat education and
training requirements, let alone future requirements.

Furthemmore, the entire cyclical process normally involves years,
perhaps decades, to taie place, because of a nearly total lack of com-
petency definition, measurement, and standards, all of which are encumbered
by the lack of canmmnication among the principal participants: employers,
educators and trainers, the research commmnity, librarians and information
professionals, professional societies, and students.

The Project Objectives in Light of Constraints

We began the project with full recognition that it is impossible to
achieve a camplete and idealized cycle of campetency achievement within the
scope of this project because a camplete cycle, even with ideal defini-
tions, measures and standards and open communication channels, would
require same years to accamplish. Thus, we set out to accomplish five main
abjectives:

(1) Set forth an idealized framework that can be used by the
librarian and information professional community to strive
continually for achieving future required competencies.

(2) Determine a first set of librarian and information professional
campetencies which are validated in the workplace to some
extent.

(3) Establish initial education and training requirements for the
future.

(4) Initiate a process for communication among the principal
librarian and information professional participants which can,
hopefully, be co tinued after the project ends.

(5) Describe steps that can be taken in the future to ensure con-
tinuation of the campetency achievement cycle.

The framework of the information environment and idealized
processes for achieving conmpetencies were described above. The general
methods for accamplishing the remaining objectives and the specific methods
employed by us are discussed below.




As indicated above, there are four steps in determining librarian
and information professional competencies: definition, identification,
description and validation. Methods used for each of these steps are
described below.

NMethods for Defining Competencies

Libraries and information organizations comprise several resource
camponents including people, information materials, equipment, facilities,
supplies, etc. Libraries, in particular, are perceived by many people in
tems of the information materials stored and made available to patrons.
Yet, the keystone of an information organization is actually the organiza-
tion's staff who ensure acquisition of useful and relevant information
materials; manage and control the infor.ation s> that one can gain access
to it; and search, identify, locate and retrieve information from databases
and other sources which describe millions of recorded information items
found in libraries or elsewhere; and so on. Not only are information
organizations highly labor intensive (i.e., labor tends to dominate organi-
zation budgets) but the staff also need substantial capabilities to perform
at the high level that is required. The basis for such high level of
performance is the campetencies of the profeseional staff. Competencies of
librarians and information professionals can be described in terms of
three components: knowledge, skills and attitudes, which are defined
below. These components are also categorized into groupe trat should have
same meaning to educators, employers and librarians and information
professionals who make use of descriptions of competencies.

The methods used for defining competencies began with an extensive
literature search concerning campetency development in the library field as
well as other fields. From this literature review it was decided to Gefine
competencies as consisting of three components: knowledge, skills, and
attitudes. These components were reviewed with the Advisory Group and a
consensus was reached that they were the most appropriate ones for




librarians and information professionals. We then categorized the

campetencies into several types of knowledge, skills and attitudes. These
categories are described below.

For the purpose of this project we developed the following opera-
tional definition of knowledge:

Knowledge is having information about, knr-ing, understanding,
being acgminted with, being asmre of, having experience of, or
being familiar with something, somean= or how to do something.

We identified several types cf kno edge that are necessary to perform
information work satisfactorily as f .lows:

e Basic knowledge in such areas as language, communication,
arithmetic operations, etc.

e Subject knowledge of primary subject fields of users served
such as education, medicine, chemistry, law, etc.

e Library and informatjon science knowledge such as the defini-
tion, structure and formats of information, etc.

e Knowledge about information work such as the
information community, its participantes and their social,
economic and technical interrelationships, etc.

e Knowledge of what work is done such as the activities required

to provide information services and produce information pro-
ducts, etc.

e Knowledge of how to do work such as how to perform various ac-
tivities, apply techniques, use materials and technology, etc.

® Rnowledte of the organization or user commmity served such as
the mission, goals and objectives of the user or the organiza-
tion, user's information needs and requirements, etc.

Such knowledge is largely acquired by librarians and information profes-
sionals through formal educaticn and experience, although same knowledge
such as specific "how to" knowledge comes mostly fram training., Some
knowledge, such as knowledge of the organization or user cammmity served,
is work-related and can be acquired through on-the-job training or
experience. However, the fact that work-related knowledge is found to be
very inportant to successful work performance should be taught as a part of
formal education.
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The operational definition of skill that we used for the project

§kill is the ability to use one's inowledge effactively.

There appear to be three kinds of gkills necessary to perform information
work satisfactorily:

Basjc skills such as cognitive, commmication., analytical, etc.

Skills related to each specific activity being performed such
as negotiation of reference questions, evaluation of search

outputs, etc,

Other skills such ai: managing time effectively, budgeting and
making projections, etc.

Skills are acquired largely through training and 2xperience, although
knowledje gained during formal education is accompanied by training for
acquisition of needed skills.

Attitudes of librarians and information professionals are found to
be extremely important to work performance.

The operational definition we used was:

Attitude is a mental or emotional approach to scmething or somecne.

We have found it useful “o subdivide attitudes into:

Disposjtional avtjtudes toward ane's profession, the organiza-
tion served, one's work organization, and other people such as

users and co-workers.

Personality traits/qualjties such as confidence, inquisitive-
ness, sense of ethics, flexibility, etc.

Attitudes related to job/work/organization such as willingness
to accept responsibility, willingness to leam, desire to grow,
etc.




Attitudes are largely acquired through experience, but can be
altered through proper education and training. Any formal education should
place a premiun on conveying a sense of professionalism and the importance
of attitudes in achieving satisfactory job performance.

Methods for Identifying and Describing
Librarjan and Information Professichal Competencies

Identifying and describing competencies are considered together
here since the methods employed were essentially the same for these two
steps. One of the first issues that was addressed by the Advisory Grop
and Project Team was the determination of what the tem “professional®
meant in the context of this project. After considerable discussion it was
agreed that the MLS* (or equivalent Master's degrees) be considered the
first professional qualification., This meant that the entire project
focused on the education, training, and subsequent performance of librar-
ians and information professionals possessing a Master's level degree.

A second issue addressed the level of analysis of librarian and
information professional campetencies identified and validated. After
considerable discussion the Advisory Group reconmended that we identify
librarian and information professional competencies according to the
following dimensions:

(1) Work settings including libraries (public, academic, school and
special), clearinghouses, database producers, publishers,
archives, museums, and units where the librarians and informa-
tion professionals operate as part of a larger team (e.g.,
research, law, medicine, etc.)

(2) Runctions performed such as reference, menagement, acquisitions
in libraries.

(3) Level of professional activity which includes entry level {one
to three years experience), mid-level (four to nine years

exper jence) and senior level (ten years or more experience).

¥Master of Library Science
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Further, it was strongly reconmended by the Advisory Group that we should
describe exemplary rather than merely minimmm professional competencies.
After campetency description began, we felt that the competency descrip-
tions should be accompanied by corresponding detailed descriptions of
activities performed for each function. This was done to help ensure that
all important competencies were identified and to assist in validation of
the campetencies by professionals in the workplace by reducing redundancy
in the listings.

The Request for Proposal did not permit a full-scale survey for
identifying or validating the competencies. Instead, with the recommenda-
tion of the Advisory Group, we identified competencies from a small group
of advanced organizations (i.e., organizations that were at the state-of-
the-art in information handling and technology) from each major work
setting. Nominatjons for such advanced organizations were made by members
of the Advisory Group, from KRI's experience (including a large number of
surveys) and were solicited from professional societies and opinion leaders
in the field. Representatives from a total of 43 organizations were
interviewed by Dr. Jose-Marie Griffiths (Pzcject Director) or Donald W.
King. They included at least cne, and up to 20, interviews from each of
the following types of work settings: public libruries, academic
libraries, school 1libraries, special libraries, work settings where a
librarian(s) or information professional(s) serve a work unit,
clearinghouses and information analysis centers, database producers,
publishers, museums and archives.

The interviews conducted at each work setting usually involved a
manager or supervisor and at least one librarian or information
professional who was designated by the manager as being exemplary or
superior in his/her work. This procedure was selected in order to help
ensure that the camwpetencies jidentified represented the Advisory Group's
recommendation that exemplary rather than minimal competencies be
identified. Of course, in same instances small organizations have only one
or two persons 80 that the manager was the librarian or information
professional as well. The interviews with the managers involved collecting
data about the organizational environment within which the librarians and
information professionals work: functions performed, number of information
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workers and professionals in each general functional area, professional
levels, staffing patterns and trends, and educational backgrounds of
professionals, Managers were also asked to indicate required professional
competencies by each general functional area, their opinions concerning
trends in competency requirements and competencies which are difficult to
find. They were asked about their hiring practices, methods used, criteria
gpecified, and how these practices vary by general functional areas. They
vere also asked to indicate how well librarians and information
professionals were prepared on entering their organization; what was
lacking; how the professionals were prepared, if lacking; how long it took
to prepare the librarians and information professionals; what in-house
development programs were used for orientation, formal trainingy and
continuing education and training; what other ways are used to support
professional development (e.g., university education, professional
societies, workshops, etc.); what career paths are available for librarians
and information professionals; and criteria used for evaluation and
prawtion of librarians and information professionals. Finally, the
managers were asked to indicate prevailing trends they saw in the field and
how the information functions they performed would change as a result,

The second level of interview involved specific librarians and
information professionals and the detailed functions they performed. In
same instances, the managers were also the subjects of the second level
interview in order to determine management competencies. The second level
interview was conducted in two phases; one involving details of the
librarians and information professionals and their work and the second
concerning in-depth probing of critical incidents of exemplary work. The
first phase collected data about the librarians' and information
professionals' functions performed, educational background, work
experiences, professional activity and means of expanding technical
knowledge and skills. Professionals were also asked *heir opinions of how
well prepared they were an entering their careers (what did they lack, how
did they overcame inadequacy of preparation, etc.), what they considered
prevailing trends to be, and how they intended to cope with changes arising
from these trends. Fimally, questions about their career development were
asked, including in-house programs, other ways they were supported in
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professional development, and their perception of career oportunities., The
librarian's or information professional's perceptions were compared with
their manager's indication of competency requirements, educational
preparation, professional development, career paths and trends.

The librarians and information professionals were also asked to
discuss specific critical incidents on the job in wnich they did a
particularly exemplary job. In-depth probing of the circumstances
surrounding these incidents concerning what they did, what they needed to
know, what skills were required, and what attitudes affected the success of
the job, etc. was used to gather detailed infocrmation. This approach was
strongly endorsed by two members of the Advisory Group (Joln Kobe and Danny
Lea) who had extensive experience in competency development in other
fields. The critical incident method was demonstrated at an Advisory Group
meeting. The librarians and information professionals were also asked to
indicate specific tasks or activities that they perfomm in their work and
the conpetencies needed to perform them.

In addition, librarian and information professional competencies
were identified through secondary sources including journal articles,
technical reports and reports of projects performed within specific work
settings. As a result of these data collection efforts, approximately
9,000 statements of knowledge, skills, and attitudes were identified. Then
we conducted several iterations to categorize the campetencies into general
types of knowledge, skills and attitudes. A first cut of this categoriza-
tion was presented to the Advisory Group, a second published in American
Librarjes [Griffiths, 1984], a third presented to the ALISE group
[Griffiths and King, 1984] and then another version prepared for validation
packages which were mailed to interested persons and professional
societies.

The individual campetency statements, drawn from interviews and
other sources, were then assigned to the categories and described. The
descriptions were kept generic in keeping with recomendations of the
Advisory Group. An attempt was made to describe the campetenciesc in light
of detailed activities. All of the competency statements then were
described (reworded) to fit the general structure within the identified




work sectings, functions performed, levels of librarian and information
professional experience, and categories of knowledge, skills and attitudes.
Packages oi th-3e desciipticns were then prepared for validation.

Nethn?= Tor Walidation of
Librarian and Information Professimal Competencies

There are two types of wu.idation to consider in the process of
achieving librarian and information professional competencies. The first
type inolves validating the definition, identification and description of
campetencies. The secon type of validation involves the confirmation that
courses of instruction relating to specific competencies will result in
associated acquisition of knwwledge, skills and attituder. In the project
we limited our efforts to validating the inl.jal definition, identification
and description of competencies, since, as indicated earlier, the project
did not call for going beyond establishing requirements for education and
training.

We think of v:lidation as being the process of confimming that the
acquisition of competencies defined will result in improved performance of
librarians and information prcfeesijonals, where performance is measured in
tems of quantities produced (or productivity), quality, and timeliness.
In the background literature search we found noc only a samewhat limited
number of campetencies identified (or at least standardized), but also a
paucity of measures of performance, let alone linkages (or correlations) of
measures of campetencies to measures of performance. PFurthermore, the
potential for validation was constrained in that a formal statistical
survey was not permitted. Thus, in the project we limjted the validation
to a broad detemmination of validity of th. described conpetencies by the
Adv’..ry Group and over several hundred interested librarians and
I lormation professionals. In order to emnsure broad representation and
input to validation we attempted to utilize the extensive commmication
that we had initiated at the start of the proje~:. Calls for participation
were made in prees releases, journal articles and announcements, speeches
and rrquests through professional societies. Several hundred librarians
and infi mation professionals volunteered to validate the large number of
competencies identified and described.
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The participents were asked to review the competency descriptions
and indicate whether each was considered essential, desirable or not
applicable. The participants were invited to modify competency descrip-
tions and add missing competencies. They were also asked whether they
thought the competencies would become more or less important in the future.
In order to relate the competencies to specific work activities, detailed
lists cf activities to which the competencies related were provided as
well, This helped ensure that same linkage to performance could be made,
even if implicitly. Out of 407 validation packages sent to volunteers a
*~tal of 114 were returned. Only those competencies which were validated

by at least ten individuals were cansidered validated and included in the
analysis.

PROJECT FINDINGS

Sets of cumpetencies were identified, described and validated for
22 functions in 12 work settings as follows:

WORK_SETTINGS FUNCTTONS

Academic Library Acquisitions

Public Library Cataloging

School Library Circulation and User Services
Special Library Collection Maintenance
Database Producer Interlibrary Loan

Database Distributor/Service Management
Information Center/Clearinghouse Reference
Records and Information Manager Serials Control

Archive/Museun/Collection Thesaurus Development & Control

Information Analysis Center Indexing/Abstracting

Information Service Company Publications & Product Management

Library Systems Supplier Exhibit Management
Organization/Management Support
Information Analysis/Research
Project t

Reference/Malysis of Secondary Data
Research, Analysis and Design
Marketing

Customer Support
Reference/Information Analysis

Cataloging/Indexing
Research and Development

A total of over 8,800 individual competency statements were identified,
described and validated.
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In reviewing the validated sets of competencies, it soon became
clear that certain competencies are required in more than one work setting
or function. Three distinct sets of generic or transferrable campetencies
were identified:

e capetencies that are generic across both function and work
sett ing

e campetencies that are generic across functions
e campetencies that are generic acroes work settings.

We were able to identify competencies generic acroes six work settings and
ten functions as indicated in Figure 2. (This does not mesin that competen-
cies are not transfe.rable acroes other functions and work settings. It
reflects the requirement we imposed that, to be considered as validated, a
conpetency had to have been evaluated by a minimm of 10 individuals.)

The competencies were further analyzed into those that were
considered essential versus desirable (and the degree to which they were),
and those that were considered to become more versus less important in the
future (and the degree to which they were).

The coetencies are organized according to the framework described
earlier. In ueing the campetencies, it is important to understand the
distinction between functions performed and job titles. In this project, a
functional approach was adopted as we were more concerned with what
librarians and information professionals do than with what they are
called. 1In using and interpreting the competencies (listed in their
entirety in Volume 2 of the Project Report) it is important to consider the
functions being performed by the professionals of interest and the
activities they perform to determine which conpetencies are appropriate.

THE ROLE OF QOMMUNICATION IN ACHIEVING
LIBRARIAN AND INFORMATION PROFESSTONAL COMPETENCIES

One of the principal outputs on this project was to initiate com-
munication among principal participants in the information commmnity. Below
we discuss this, as well as a camplete process of such cammmication. In
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FIGURE 2
GENFRIC QOMPETENCIES IDENTIFIED

COMPETENCIES GENERIC ACROSS WORK SETTINGS AND FUNCTIONS

COMPETENCIES GENERIC ACROSS WORK SETTINGS

COMPETENCIES GENERIC ACROSS FUNCTIONS
LIBRARY SETTINGS | NON-LIBRARY SETTINGS

Academic Library Acquisitions
Public Library Cataloging
School Library Circulation and Reader Services
Special Library Collection Maintenance
Databar< Producer Indexing and Abstracting
Information Center/Clearinghouse Interlibrary Loan

Management

Reference and Information Analysis
Serials Control
Thesaurus Development and Control




order to achieve new campetencies in the intormation profession, a number
of participants are involved. These participants include:

1) Emplovers of librarians and information professionals found in
a wide range of information work settings such as libraries,
clearinghouses, database producers, bibliographic utilities,
publishers, information analysis centers, archives, museums,
ac.

2) Education and training organizations such as university library
schools, commmnity college library achools, state librar:ies,
library and information service vendors, campanies specializing
in education and training, professional societies, and in-house
training departments.

3) Professional societies that represent the various information
prcfessions (e.g., all the library associations, information
science societies, abstracting and indexing societies, etc.)

4) Researchers representing the information disciplines and
education.

5) Librarians,information professionals and students.

Communication among these participants is essential to achieving new com-
petencies on a real time basis.

As mentioned earlier, we consider comunications to be at the very
heart of achieving librarian and information professional competencies.
The whole system of competency development is a matter of commmnication
among the participants above. Currently, employers react (sometimes rather
slowly) to changing technology and the envirorment by determining a need
for certain information-related competencies. Then, universities (and
other education and training organizations) modify their curricula and
courses to reflect these changes, but often years (or occasionally decades)
after needs and requirements have surfaced. Often there is a lack of
commmnication between the workplace and educational and training organiza-
tions. For example, it has been found that many work setcings have a need
for traditional librarv competencies in non-traditional settings. Bowever,
employers are unaware of the potential supply of persons with such
competencies acquired throuwh library and information science education.
And library and information science schools have often been slow to
recognize this potential market for their students (partially because it
was not cammnicated to them).
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The general approach to the New Directions project was to develop a
mechanism that will leed to improved commmication among the participants
80 that competencies (which are both approp:iate and timely) can be taught
in education and training organizations. The commmication mechaniem
should also inform participants as to the sources of the supply of, and
demand for, competencies. We looked upon King Research's principal role in
the project as being the change agent for, and facilitator of, the
commmnjcation process among the participants. A portion of the competency
achievemant cycle was developed to identify, define, describe and validate
conpetencies and to define education and training requirements which could
be used in support of curricilum design and implementation. (Again, the
potential indefinite repetition of the cycla after completion of the pro-
ject is emphasized.) Throughout the initial two phases of the competency
achievement cycle, there was extensive conmmication among the KRI Project
Team members, Project Participants and others. The following project
structure was used to enhance these extensive conmmication activities.

As commmication change agent and facilitator, King Research at-
tenpted to serve as focal point for information gathering, information
processing and information dissemination. The information gathering took
many forme including literature reviews, interviews, validation in the work
settings, etc. Information processing included information assimilation
and intepretation; competency definition, identification and description.
Information dissemination included distribution through mail, reports,
newsletters, workshops, and conferences.

There were essentially three levels of project participation:

e Project Team, comprising King Research, the Advisory Group and
Projsct Consultants;

e Project Participents, comprising organizations and individuals
who chose to interact with the Project Team by providing infor-
mation about their environments, competency requirements, etc.,
and reviewing project output on an ongoing basis. Some of
these Project Participants, at a later stage, volunteered to
act as test sites; to be abserved, or to validate competency
descriptions;
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e Universe of Participants, which camprised the remainder of the
potential participants in the commmication process (work
settings, education and training organizations, professional
societies, librarians, information professionals, students and
researchers) .

Below, we briefly outline the commmication that took place at each
of the three levels of parti~ipation.

Camunication within the Project Team is depicted in Pigure 3.
Information gathering (and generation) was done by all the Project Team
members. The information gathering included literature searches;
identification of work settings, education and training organizations,
professional societies, etc.; determination of competencies, reports, etc.,
and were also done cooperatively by all the Project Team members. In order
to optimize the use of King Research staff, Project Advisory Group and
Project Consultants, KRI staff usually initiated formal communications
(such as first drafts of written reports) after informal commmications
with specific Project Team members. The text was then reviewed by the
entire Project Team and subsequentlv made available to Project Participants
for review and feedback. One of the roles of the Project Advisory Group
and Project Consultants was for them to further commmicate to other actual
and potential participants.

The structure for cammmication among KRI Project Team members,
Project Participants and Universe of Participants is given in Pigure 4.
Some of the communication with Project Participants (i.e., librarian and
information professional work settings, education and training
organizations, professional societies, ra2search organizations and
individuals within them) was used to define jobs, tasks, activities, and
campetencies; to establish campetencies being taught and planned; to
describe past, current and planned research and development of new
technology and their effects on society. It also included all of the
communication necessary to determine required competencies and define
education and training requirements in the future. Commmication with the
Universe of Participants was established to inform the participants about
new campetencies and to make them aware of sources of supply and demand for
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human resources with appropriate campetencies. Such cowmmication also
served to establish feedback for refining existing competency descriptions;
determining new competencies, for modifying education and training
requirements, etc.

In initiating the communication process, we accomplished the
following steps:

(1) Approximately 8,800 campetencies were identified, described and
validated for librarians and information professionals working
in 12 different work settings.

(2) A project Newsletter was started and four issues were dissemi-
nated to over 600 persons. The Newsletter emphasized the
project objectives and methods. It also discussed the progress
of the project and changes that occurred during the project.
Pimllyéd results of Advisory Group meetings were thoroughly
presented.

(3) There were three two-day nweetings of the Advisory Group in
Washington. Many of the methods employed in the project were a
direct result of the Advisory Group discussions. Recommenda-
tions fram the Advisory Group included: involving only generic
conpetencies, identifying competencies from advanced work
settings and exemplary librarians and information professionals
and using the critical incident method for identifying

conpetencies.

(4) A total of 35 presentations and discussions conceming the
project were made before the ALA, ALISE, ASIS, SLA and several
gpecial library education conferences in the U.S., England,
Norway, Taiwan and Yugoslavia.

(5) The validation process involved dissemination of 407 validation
packages and feedback from 114 librarians and information
professionals.

(6) The final report will be published and it was (or is scheduled
to be) presented at several conferences in 1984 and 1985.

It should be quite clear that the information provided by this
project cannot, by itself, solve the competency achievement problem. One
can think of the process described earlier in terms of scientific method,
vhich includes the development of theory, predictions of new events,
cbservations, and abstraction of essential elements to form the basis for a
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logical theory. What we have done is jnitiated the process through a step
prior to the formulation of formal hypotheses, where measurable data
gathering, analysis and interpretation are yst to begin, we have attempted
to formulate a structure within which further research ané refinement can
more easily be achieved. Unfortunately, the entire process of exploratory
information analysis has been overlooked in recent years by researchers.
Part of this type of analysis includes describing phenomena, in much the
same way botanisis, biologists, chemists and other sciencists have done in
the early stages of development of their respective fields. Once formal
classification and structures were detemined, the scientific endeavor then
proceeded to refine the structures and begin to formulate and test
hypotheses in a formal way. It seems to us that the library and
information field requires this first phase of formal structuring and
classification before one can reasonably proceed to more formal scientific
methods of analysis and interpretation. Below we describe briefly how the
field might proceed into more formal quantitative modeling and analysis.

In our proposal we presented the stepe displayed in Figure 5. We
have discussed in same detail the three top steps in the figure: describ-
ing a framework for the information environment, determining required
conpetencies, and establishing education and training requirements.

The steps below the dotted line have yet to be accamplished by the
librarian and information profescional community in a cohesive and
standardized manner.

The assessment and program development process breaks down into two
distinct but parallel branches of activity at this point. One branch in-
volves the design and implementation of curricula, followed by their eval-
uation. These two activit.ies are not directly addressed in this project.
‘they are activities that should be performed within the education and
training organizations themselves. However, the means for so doing were
considered in the study through the second branch in the process. This
branch consists of two activities which together enable the curricula to be
evaluated. The first activity is the design and implementation of
campetency attainment measures, and the second is the validation of these
measures. '
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FIGURE 5
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The ideal approach to curriculum develogpment is to gear education
and training to goals and competencies which have been established as
relevant by means of an analysis of the competencies which actually dis-
tinguish superior perfommers in a given role or occupation, from average
and ineffective performers. However, it is difficult (1) to measure
*superior performance” in many areas and (2) to determine the underlying
cause for the distinction between high and low performance.

Once a set of educational goals has been established, articulated
and supported by a curriculum, student performance should be assessed and
evaluated with respect to those goals. Whether based on multiple-choice
tests, research themes, personal journal, various grading options, jury
assessment, etc., evaluation always occurs. Same procedures for measuring
campetency attainment are used, and same standards of evaluation are
employed.

The issue of assessment is particularly important because of the
emphasis of competency based education programs on demonstration of the
student 's ability to apply acquired knowledge and skills. Such achievement
is typically assessed by nontraditional means. To supplement traditional
examination and team work, students are asked to demonstrate behaviors
which are considered important to the future role for which they are being
educated. Such procedures might be considered here for library and
nformation science education.

For more formal validation in the work place, the field needs to
relate competencies to work performance. Throughout the project, we
attenpted to saow same conceptual relationshipe betwesn competencies and
performance of specific work activities, and then performance to
effectiveness and higher order effects. There are four major steps that
mist be accamplished in the process. Pirst, competencies, performance,
effectiveness, and higher ordar effects must all be identified and
quantified. Second, other factors related to performance and effectiveness
mist also be structured and taken into account. Third, the moet important
factors and relationships need to be discerned and, finally, the
quantitative interrelationships or linkages should be established.
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The principal outputs of education, training and experience are
campetencies attained by librarians and information pr-fessionals. At this
stage we have established a listing of 8,800 competencies that appear to be
related to performance of information work activities. In a sense,
quantitative levels of essentinl, necessary and not applicable competencies
have been established by practitioners in the workplace. What is
recessary, then, is for the education community to egtablish ways of
determining whether tne competencies are being, shouil or can be taught,
and to establish measures of the attaimment of competencies. For ex~mple,
attaimment of knowledge could be determined tl-ough achievement tex - or,
at least by jraling. Measures for basic skills such as fluency, i :racy
and 80 on have been investigated and about seventeen marker tests hzve Leen
established by the Educational Testing Service in Princeton. Activity
related skills can be measured on the job in the work environment.
Attitudes can also be measured, although the education commmnity perhaps
ought to be more concerned with conveying the importance of attitudes
rather than measuring them. (Positive faculty attitudes towards the
profession, for example, are extremely important.)

We feel that the principal measures of performance can be grouped
by quantities procduce quality and timeliness. Por example, with the
activity of online se..ciiing, quantities produced might include the number
of searches performed in a yvar; the quality of searching might be measured
i, tems of accuracy of searching (e.g., through recall and precision
ratios); and timelineas measured in terms of the proportion of times a
search is compleced within a specified time (e.g., 95 percent of searches
campleted within three days). Obviously, there is a substantial degree of
interaction amang the performance measures. For example, rumber of
searches conducted in a year will depend to scwe extent on the quality (or
thoroughness) of these searches and a large ramber of searches required of
a searcher may make it difficult to meet timeliness standards (as a resul*
of the build-up of backlogs). It is emphasized that, aside from reference
searching, therc has been 1little research done on performance of informa-
tion work activities, particularly those performed for technical and
support functiomns.
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Linkage of competencies to performance might be achieved as
follows. In the most simplistic approach, one might try to relate a
measure of performance to a measure of competence such as accuracy of
search as a function of level of subject knowledge. However, level of
performance is likely to be a function of several factors. Thus, a more
appropriate model might be a multivariate regression model where the
dependent variable would be a performance measure ruch as accuracy of
search and the dependent variables knowledge (e.g., attainment of subject
knowledge, knowledge of information retrieval approaches, knowledge of
reference tools and how to use them, etc.) and attitudes (e.g., attention
to detail, inquisitiveness, etc.). Again, attainment of knowledge can be
measured by achievement scores, grades or even whether courses have been
taken. The value of regression analysis is that it provides a method of at
least detemmining which variables contribute to variation in tevels of
performance. More sophisticated approaches might include (1) controlled
experiments where some factors can be controlled such as quantities
produced (e.g., only search for fifteen minutes), difficulty of search,
etc., (2) multi-aggregate regression analysis or (3) multi-attribute
trade-off analysis such as conjoint measurement which detemmines the
relative contribution made by the factors indicated as independent
variables above, (e.g., see Appendix 3 of this volume). -

Performance of searchers only indicates how well the searches are
performed. One also needs to know how effective the searches are fram the
perspective of users. Presumably, better search performance 111 yield
increased user satisfaction, repeated use of the search service and more
use overall. User satisfaction could be meanred in several ways such as
Likert-like scales of satisfaction with accuracy, timeliness, etc. Re-
peated use and total amount of use can also be measured, but it may be
necedsary to normalize the results by the number of pot ntial users since a
large incremse c. decrease in the user population could yield misleading
results,

It seems clear that the New Directions project provides a start,
but a grart deal must be done by the librarian and information
professional community to achieve timely librarian and information
professional campetencies.
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CEPTER 2

A FRAMBNORK FOR DESCRIBING
LIERARIAN AND TNFORMATION PROFESSTONAL COMPEIENCIES

In this chapter we describe the enviromment within which the
librarians and information professionals work, how their competencies
affect their work and the entire environment within which they work. 1In
particular, we give same examples that demonstrate how the conpetencies of
a specific specialty of the information profession affect performance and,
in turn, how the performance affects the information user being served.
™e ultimat2? effect of the librarians' and information professionals' work
is the contribution that is made to the value of information from the
perspective of users ana of society in general.

The value of the information profession to the organizations served
by it and to society is dependent on the capabilities of its individuals.
In this study we attempt to provide information to educational institu-
tions, employers, professional societies, librarians and information
professionals to help them improve the capabilities of the profession. 1In
order to do this, we have identified a very large number of librarian and
information professional competencies (i.e., knowledge, skills and
attitudes) necessary to conduct information work at a high 1level of
performance. These competencies are identified for professional levels
(entry, mid-level and senior), by work functions periormed, and within
different work settings (i.e., four types of libraries, records management
units, etc.) Furthermore, in order to analyze, interpret and use the
campetency descriptions, we have formed a framework which serves to
organize the campetencies and which demonstrates the econamic importance of
the competencies of librarians and information professionals.

The information environment, of which campetencies form an integral
part, consists of the following seven-level hierarchy: (1) generic
information functions, (2) librarian and information professional work
settings, (3) the work functions performed in the work settings, (4) the
information services and products provided through the work functions, (5)
activities performed to provide the services and products, (6) resource
components required to perform the activities, and (7) the essential
characteristics of the resourc® components.
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In this project we attempted, to the degree practical, to actually
identify as many work settings, functions, services and products,
activities, librarians, informztion professionzls and thei: competencies as
we could.

Probably the most important information resource camponent is
personnel and the most essential characteristics of these people are their
campetencies. The reason for this is that information service performance
\e.g., measured in terms of quantities produced, quality and timeliness) is
highly dependent on the competencies of librarians and information
professionals., ‘The performance in turmn affects the effectiveness of the
information service in such temms as user satisfaction, repeated use and
total amount of use. The purposes and amount of information use determine
the value of the information (hence, the added value of the information
services and products) and produce higher order effects such as an informed
public, improved institutions and better education. '

In this chapter we present some examples of how the framework is
applied, focusing on libraries (as a work setting), reference (as a func-
tion), reference searching (as a service), conduct of searches (as an
activity), the professional 1librarian (as a resource component) and com-
petencies (as a characteristic of the rasource companent). We also attempt
to illustrate that competencies are acquired through education, training,
and experience, and that increased competenciee yicld higher work perfor-
mance and greater effectiveness. Pinally, since competencies and perfor-
mance are both determined by the detailed activities of the work performed
by librarians and informotion picfessionals, we have given a specific
example of activities of the reference function and corresponding competen-
cies necessary to accowlish thu activities and, in turn, to achieve
exenplary performance (exanple measures of which ai also presented) .

A CONCEPYURL NODEL CF THE INFORMMTION ENVINONMENT

In order to fully understand information work and the relative
importance of the coxpetencies of librarians and informatin professionals,
we describe the work performed by librarians and information professionals
and correspading competencias within a broader context: the environment
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within which librarians end information professionals work. A structure,
or conceptual model, of the information environment includes a hierarchy of
generic information functions and participants, information work settings,
functions performed within the work settings, services provided and
products produced as part of the functions, activities necessary to perform
the cervices and provide the products- resource components needed to
support the activities, and characteriecics of th2 resource components.
The highest level of the envirorment can be described in terms of nine
generic functions that are associated with informstion processing, includ-
ing information (1) correlation and formatting, (2) transformation; (3)
recordation; (4) reproduction; (5) storage; (6) organization and control;
(7) identification and analysis; (8) access; and (9) cammmication, as
shown in Pigure 6.

In order to achieve information commmication between the creators
and originators and the users an entire information commnity has evolved,
canprised of organizations, librarians, information professicnals and
workers whose principal work is the processing or handling of information
on behalf of others. Information is created by authors, camposers, scien-
tists and others but they are often assisted by ljibrarians and information
professionals such as editors, technical writers, speech writers and so on
who correlate and format the information. This primary information may
also be transformed, for example, from one language to another by trans-
lators, or from one numeric form to another by statisticians (or at least
by those employing statistical methods). Catalogers correlate and format
secondary information, and information professionals such as abetractors
and indexers transform primary information into secondary information. The
relationship between these generic information functions and other levels
in the hierarchy is displayed in Pigure 7.

Generic Functions and Work Settings

Once information is originated, in order to transfer it, it must be
recorded and reproduced (and communicated). These generic functions are
performed primarily by publishers of primary information (e.g., book and
journal publishers and publishers of film and other audio-visual materials,
etc.) and publishers of secondary information (e.g., bibliographic data

33 45




Figure 6. Information Processing Functions
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Pumples of Information Punctions, Work Settime, Library Punctions,

Figure 7.
Services and Products, Activities, Resource Coponents and haracteristics
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base producers, etc.). In order to provide information 2t a time
canvenient to end-users, the information must be stored, organized and
controlled. These generic functions are performed by banks, records
management ur.its, clearinghouses, archives, and museums, as well as
libraries.

The functions of identification and analysis, and access are
considered together because they are so closely related (as are storage and
access for that matter). Work settings that perform these functions
include libraries, search units found in organizations (e.g., laboratories,
hospitals, etc.), information brokars, museums, computer centers and
informat ion analysis centers (IAC's). Finally, we can idertify a mumber of
work settings for information professionals whose principal work involves
information communication. Such settings include broadcast companies,
classroams, churches, theaters, and sales organizations that are concemad
with direct commmnication of information that may or may not be recorded.
Postal and other delivery services handle recorded information; and value-
added utilities, bibliographic utilities (vendors), etc. are primarily
concerned with commmnication of secondary information (although with the
availability of full-text and numeric databases they are increasingly
concerned with both primary and secondary information). The end-use of
information takes place in many settings such as in the name, workplace,
schools and 80 on. End-users are often assisted by librarians and informa-
tion professionals such as searchers, information analysts and others.

Obviously, the boundaries between participents who perform various
functions are becoming less distinct. For example, bibliographic utilities
are involved in storage, organization and control, and access (as well as
cammnication through value-added networks); publishers are involved in
correlation and formatting through editors, and sametimes transformation
through translatio~ or graphics; and libraries store primary and secondary
information and provide access to this information either directly or
indirectly through photocopies. Thus, the classification of worksettings
into the generic functions performad is rather arbitrary. However, the
selection of work settings to be included in this project was based on a
determination of where the types of librarians and information
professionals of interest to the project perform their work. These work

settings are designated by an asterisk in Pigure 7.
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Work Settings and Informetion Functions

Within each of the work settings selected for inclusion in this
project, a nuwber of basic functions have been identified. Por exanple,
referring to Figure 7, functions performed in libraries can be divided into
technical functions (e.g., acquisitions, document processing, storage,
etc.), user-related functions (e.g., reference, referral, physical access
to materials. access to facilities, user training, etc.) and support
functions (e.g., management, finance, personnel, public relations, etc.).
In traditional organizational terms, the techrical and user-related
functions are line functions, and support functions are staff functions.
The distinction is made between technical and user-related functions
partially because the competencies of librarians and information
professionals working with these two groups of functions are somewhat
different, as are the cost and performance measures applied to them.

Information Punctions, Services and Prodixts

Several services and products may be provided within each of the
functions. Generally, services are activities or processes performed for
the benefit of users, whereas products are usually physical outputs
provided to the users. The library technical functions provide services
and products under the direction of library management in order to support
the running of a library. Bow well these functions are perforred only
secondarily affects the library patrons' use of the library. On the other
hand, user related functions are performed directly for library patrons
and, therefore, the performance affects patrons directly. The support
functions, in a sense, serve library management who in turn serve the
library funders. The performance of support functions also affects the
technical and user-related functions. Each function may have several
services and products associated with it. Referring to the exanples in
Figure 7, the reference function could involve referral, question
answering, reference searching and selective dissemination of infometion.
A service of reference searching might be online database searching or
catalog searching, and products might include the search output, a printed
bibliography or cataicg information.
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The examples given here refer only to services and products related
to functions perf wed in the library work settings. Similar examples
could be derived for all the work settings and their respective functions.
For example, the products of indexing and abstracting in the database
producer work settings are sets of abstracts and indexes that are published
in electranic and peper media. Information centers often provide state—of-
the-art reviews as a result of reference and information amalysis. Infor-
mtion service companies conduct research and produce research reports.

Informat ion Services and Activities

Proceeding down the hierarchy to an even lower level, a number of
activities (or tasks) must be conducted in a work setting in order to
perform a service or provide a product. For the example given in Figure 7,
activities for reference searching include interviewing users to evaluate
information requirements, to determine budgetary and time constraints,
etc.; developing and inplementing a strategy for obtaining, evaluating, and
packaging information and data to meet the user's needs; deciding on search
methods (e.g., online and/or manual), and so on. The specific activities
involved in reference searching can be sub-divided into those related to
solicited searches and those related to unsolicited searches. In the
former group, preliminary activities would include interviewing users,
developing search strategies, detemining search methods, detemining
sources of information, conducting the searches, reviewing search results,
analyzing results, presenting results, and translating foreign language
titles and abstracts (if necessary), etc. Activities related to
unsolicited searches include developing unsolicited searches, writing
summaries, etc. Other general activities include keeping abreast of
infoumation sources, services and technologies; training users; maintaining
and reporting statistics; and so on.

The activities performed by librarians and information profession-
als form the basis for campetency identification. They are pivotal also in
that librarian and information professional performance is detemined or
measured through the activities. Thus, one can at least theoretically
relate librarian and information professional campetencies to performance
and vice versa through the activities that are performed. More is said
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about these relationshipe later in this chapter. In the course of this
project many hundreds of librarian and information professional activities
were jdentified and validated. Some examples of these activities are
provided at the end of this chapter, and t. complete set is included in
Volume 2 of this report.

Information Activities and Resource Components

There are many resource components necessary to support the
performance of information work activities. Perhaps the most important
resource (at least from the standpoint that it contributes to activities)
is personnel. The personnel can be professional, paraprofessional or
clerical, as shown in Figure 7. The work activities, as mentioned above,
form the basis for identification of competencies of 1librarians and
information professionals, who constitute only one of the resource compon-
ents necessary to perform the work activities. Other rescurce camponents
in the activity of conducting searches include other workers (e.g., para-
professionals, clerical staff, etc.); equipment such as terminals,
telephanes, photocopying and audiovisual equipment; communication services
such as database and vendor networks; materials such as reference
materials, research materials, library procedure manuals, and source
materials; space and furniture; and supplies. Activities describe what is
done and resource components are who or what is necessary to perform the
activities. In this project, we only identified librarians and information
professionals and not the other resource requirements.

Characteristics or Attributes of Resource Components

Finally, the lowest level in this hierarchy describing the inform-
ation enviromment includes characteristics or attributes of the resource
corpanents such as computer terminal speed or reliability, and (referring
to the example of Figure 7) the campetencies of the professional reference
librarian.

A great deal of detail was necessary in order to identify and
describe all of the canpetencies required by librarians and information
professionals in the performance of their work. The hierarchical structure
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we have defined is useful to demonstrate that the foundation of the
information envirorment is the librarians and information professionals
within it, and the strength of the entire foundation is their collective
capetence. Their competeicies determine how well an activity is performed
(e.g., in tems of quantities produced, quality and timeliness), which in
tumm: affects services or products, which affect the user, and so on.

Libraries and information organizations utilize several resource
capanents including people, information materials, equipment, facilities,
supplies, etc. Libraries, in particular, are perceived by many people in
tems of the information materials stored and made available to patrons.
Yet the keystane of an information organization is actually the organiza-
tion's staff who ensure acquisition of useful and relevant information
materials; organize and cantrol the information so that ane can gain access
to it; and search, identify and retrieve information from data bases which
Gescribe millions of recorded information items found in th= libraries or
elsewhere; gain access to, analyze and tum over useful information to
users. Not only are information organizations highly labor intensive
(i.e., labor costs tend to dominate organization budgets) but the staff
also require substantial capabilities to perfom at the high level that is
both necessary and expected. The basis for such a high level of
performance is the competence of the professional staff. Campetencies of
librarians and information professionals can be defined in terms of three
caponents:  knowledge, skills and attitudes, which are defined below.
These camponents can also be categorized into groups that should have same
meaning to educators, employers, librarians and information professionals
who make use of descriptions of competencies.

We have identified several types of knowledge that are necessary to
perform information work satisfactorily as follows:

e PBasic knowledge in such areas as language, communication,
arithmetic operations, etc.

o Subject knowledge of primary subject fields of users served
such as medicine, chemistry, law, etc.
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@ Libra:ry and informatjon science knowledqe such as the
definition, structure and formats of information, etc.

¢ [Knowledge about infuzeation work environment? such as the
information community, its participants and their social,
econanic and technical mterrehti.mships. etc.

¢ [Knowledje of what work is done such as the activities recuired

to provide services and produce products, etc.

® Knowledge of Fw to do work such as how to perform various
activities, pply technigues, use materials and technology,
etc.

¢ [Knowledge of the orqanjzation or user comn. jtv served such as
the mission, goals and objectives of the user or the
organization, user's information needs and requirements, etc.

Knowledge is largely acquired by library and information profes-
sionals through formal education and experience, although same knowledge
such as specific "ho to" knowledge comes mostly from trainiig. Other
knowledge, such as knowledge of the organization or user cammmnity served,
is wrk--zlated and can only be acquired through an-the-job training or
experience. However, the fact that work-related knowledge ie imgortant to
successful werk performance should be taught as a part of formal education.

Skills are defined as the ability to use ane's knowledge effective-
ly. There appear to be three kinds of skills necessary to perform
information work satisfactorily including:

® Basic gkills such as cognitive, commmicaticn, analytical, etc.

® 5Skills related to each specific activity bring performed such

as negotiation of reference questions. evaluation of search
outputs, etc.

® Other skillg such as managing time effectively, budyeting and
making projecti ns, etc.

Skills are achieved largely through training and experience,
although same skille must be acguired during formal education.




Attitudes of librarians and information professionals arc found to

be extremely important to work performance. We have found it useful to
sabdivide attitudes into:

e Dispositional attitudes toward one's profession, the organiza-
tion served, one's work organization, and other people such as

users and co-workers.

¢ Personality traits/qualitjes such as confidence, inquisitive-
ness, sense of ethics, tenacity, etc.

e Attitudes related to job/work/organizatjon such as willingness

to accept responsibility, willingness to leam, desire tc grow,
etc.

Attitudes are largely acquired through experience, but can be
altered through proper education and training. Any fo.mal education should
place a premium on conveying a sense of professionalism and the importance
of attitudes in achieving satisfactory job performance.

THE RELATIORSHIPS OF COMPECENCE TO PERFORMANCE, EFFECYIVENESS AND VALUE

Above we have tried to define campetencies and point out that they
are developed through education, training and experience. This relation-
ship is depicted in Figure 8. Note that the level of conpetencies attained
through education, training and experience depends on the capacity of an
individual to learn and his or her motivation to do so. The principal
reasan, though, that a high level of campetence is necessary for librarians
and information professionals is to ensure that their work activities are
performed at a high level. That is, to ensure that tie mix of quantiiies
produced (e.g., number of searches performed), quality (e.g., accuracy of
searching) and timeliness (e.g., searches performed within a satisfactory
negotiated time period) is accamplished at desired performance levels.
Gbviously the effectiveness, when measured from the perspective of the
services' users, depends on performarce. Higher performance will yield
greater user satisfaction, more repeated use of the services and mcre
i overall use of the services. Studies have demonstrated that greater usc of

information yields increased valoe and other higher order effects, thus
there shuuld be a positive correlation between prof-ssional competence and
| effectiveness, value and other higher order effects [King, et. al., 1984].
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One must not forget, however, that there are other factors which
enter into the relationships among competencies, work activities,
performance, effectiveness, value and other higher order effects. For
exanple, the effectiveness of librarian's and information professional's
competencies in performing work depends to same degree on that person's
motivation. Motivation is partially determined by incentives and rewards
(e.g., salary) as well & interest i, the work. Other resource components
are necessary to perform work activities as well, such as equipment and
fa:ilities. Improvements in the characteristics of these resource
canpunents should also increase performance, although the interface between
the resources and the librarians and information professionais is important
(e.g., resistance to new technology can be manifested in a variety of ways
by librarians and information professionals including a deterioration of
performance) .

Other factors also enter into the level of performance that can be
achievad. For example, good performance will depend on management
personnel (and their competencies), the competencies of co-workers,
resources made available, the physical work environment (e.g., heating,
lighting conditions, etc.), and campetencies (particularly attitudes) of
users and interactions with them (including ccastraints ~f the interactions
such as distance or canmmications channels). Finally, other factors such
as user charges, currency of the information, quality of information (i.e.,
accuracy and precision) and awarencss also influence the effectiveness of
services in temms of amount of use made Gf the services. It should be
reasonably clear that competencies are exiremely important to performance
and, hence, effectiveness and higher order effects. In the next section
examples of competencies, detailed activities and performance measures
related to reference search services are given,

Similarly, from an econmmic standpoint, one should be able to
demonstrate that expenditures made to improve education and training
generally or to educate or train an employee can be wortlwhile in temms of
improved competencies, performance, effectiveness and higher order effects
(particularly, the value to users). The problem is that the information
researchers have not yet investigated linkages between educaticn, training
and experience; competencies attained; performance of work activities

4 58




attr 'butable to campetencies; effectiveness; value and other hiaher order
effects. One would hope that this will be done in the future. Certainly,
the information profession has matured to the point that such research is
warranted.

AR EXANPLE OF COMPETENCIES, WORE ACTIVITIES AND PERFORMANCE MEASURES

Exanples are given below which illustrate the level of detail of
librarian and information professional campetencies described by us, as
well as demonstrate the inportance of presenting activities associated with
the campetencies. In the aralysis of competencies it became clear that
competenzies presented in the abeence of activities performed do not
present a sufficiently clear picture to be used by educators, employe:s,
professional associations, librarians and information professionals.
Furthermore, we feel that it is useful to prcvide examples of performance
measures which correspond to the activities to illustrate how performance
might be affected by professional competencies. Campetencies are organized
by three experience levels of professionals — entry level (wp to three
years of professional experience), mid-level (four to nine years) and
senior level (ten years or more).

Our intention is to demonstrate the relationships between
competencies (i.e., knowledge, skills, and attitudes) and activities, and
between activities and output performance measures (e.g., quantities
produced, quality and timeliness). These relationships are depicted in
Figure 9. A more concrete demonstration of this relationship is given
through the following example.

Assume that the activity of interest is conducting a reference
search. Purther assume that one of the performance measures related to
this activity is accuracy of the sesrch. Examples of competencies that are
necessary tc¢ perform the activity are subject knowledge, knowledge of in-
formation retrieval approaches, knowledge of reference tools and how to use
them, and knowledge of the user's information needs; the ability to perform
the activity; sttention to detail, inquisitiveness, etc. It would sppear
that the greater degree to which a librarian and information professional
had these campetencies, the greater the accuracy that can be expected.
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The campstencies, activities and performance measures for the
reference function in a special library are organized according to the
structure shown in Figure 9. Note that the competencies, activities and
performance measures are broken down by professional level (entry, mid-
level, senior) and that they are cumulative. In other words, competencies
of mid-level professionals include entries shown at the mid-level as well
as all of those at the entry level.
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Basic knowledge
knowledge related to literacy, numeracy, cammmications, etc.

Subject knowledge

knowledge of the primary subject field of users served (e.g.,
medicine, chemistry, law, etc.)
knowledge of foreign languages

Library & Informatjion Knowledge (Generic

knowledge of definition, structure, and formats of information

knowledge of alternative approaches to the organizatiocn of information

knowledge of alternative approaches to retrieval of information

knowledge of altemative approaches to information management

knowledge of available and emerging information tachnologies and their
applications

knowledge of campleted and ongoing research in the field and its
applicability to practice

knowledge of career opportunities

knowledge of how to learn on an ongoing basis

Knowledge about information rrpent s

knowledge of the expanding information cammmity, its participants and
their interrelationships (social, econamic, technical, etc.)

knowledge of the variety of work settings and their organizational
structures

knowledge of the functions performed within the various work settings
and the services and products offered

knowledge of the users of the services and products, their character-
istics and information habits

ledge t e

knowledge of the reference function, the range of services and products
offered (both actual and potential)

knowledge of the activities that are required to offer the services and
produce the products

knowledge of the various resources that are necessary to support the
activities

knowledge of the reference/referral tools and sources of information

knowledge of reference/referral methods and t

knowledge of performance expected and how it can be measured

knowledge of job responsibilities and working conditions (e.g., range
of duties, probable canpensation, benefits, etc.)
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REFERENCE By LEVEL
O e of to k

knowledge of how to perform the various activities (e.g., conduct
reference interviews, analyze user requests, select reference
sources, forumlate search, etc.)

knowledge of how to use the reference/referral and other sources

knowledge of how to apply the reference/referral methods and tachniques
knowledge of personnel procedures

Knowledge of the orcanization served and jts ljibrary (or tion
center)

center

knowledge of the mission, goals and objectives of the orcanization
served

knowledge of the structure of the organization and the rrle of the
iibrary (or information center) within the organization

knowledge of the various projects and key personnel within the
organization

knowledge of the policies and procedures relevant to the library (or
information center)

knowledge of the various rescurces available within the library (e.g.,
personnel, equipment, etc.)

knowledge of the isers' information needs and requirements

knowledge of the collection, and of related collections

REFERERCE MID LEVEL

greater depths of knowledge specified above
knowledge of the operations of other sections in the library and how
they relate to reference

knowledge of available vendor-supplied systems, services and products
to support reference

knowledge of the contracting process, both in general and within the
organization

know'iedge of evalu-tion methods and techniques to evaluate systems,
services and products

knowledge of public relations techniques




REFERENCE SENIOR LEVEL

greater depths of knowledge specified above

knowledge of the statistical description, analysis, interpretation and
presentation

knowledge of the costs associated with library resources (materials,
personnel, space, etc.)

knowlecge of cost analysis and interpretation methods

knowledge of methods of resource allocation

knowledge of standards, measures and methods for evaluating personnel

knowledge of alternative management structures and their implications
for the operation of the library

state-of-the-art knowledge of library research and practice
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REFERENCE ENIRY LEVEL
Basic Skills
literacy, numeracy, cognitive, analytical, commnications, ectc.

Skills Related to Specific Activities
Ability to:

perform each activity

establish rapport vith users and colleagues

camunicate well by written, verbal and non-verbal means

conduct an interview

conduct meetings with individuals and groups

collect, analyze and interpret data

make decisions and recammendations based on available inforrtion
supervise staff

work independently and in groups

develop criteria for evaluation

Ability to:

make effective, *imely and well-informed decisions
isolate and define problems and develop the necessary criteria and
action for their solution
manage time effectively
REFERENCE NID LEVEL
Skills Nelated to Each Specific Activity
Skills listed above are developed to a greater extent

Ability to:

perceive the needs of the organization and not just the library
anticipate long-range needs of library

design systems and procedures to improve library operations
arbitrate and negotiate

REFERENCE SENIOR LEVEL
Skills listed above are developed to a greater extent
Ability to:

apply methods of measurement and evaluation
budget and make projections
optimize the use of library resources




Dispositional Attitudes

Attitudes Toward Institutions

Respect for profess:.on

Respect for the library
Respect for the parer o.janization

Attitudes T Other e

Toward Users

Respect users
Like people in general

Like children

Like to help people

Like to meet people

Like to make others feel camfortable
Se.sitive to others' needs

Toward Others in tl~ Workplace

Respect co-workers
Like to work with others/ar a team

Like to "ork on own

Willingness to draw upon and share knowledge and experience with
others

Suryortive of co-werkers

Enjoy managing/supervising others




Personal Qualities

Individual should possess:

Alertness

Asgert iveness
Campassion/Kindness
Confidence
Cheerfulness
Dependability
Determination/Tenacity
Diplamacy

Emotional stability
Faimess
Flexibility/Versatility
Imagination
Inquisitiveness
Leadership abiiity
Neatness

Need for achievement
Objectivity
Open-mindedness
Optimiam/Positive attitude
Organizational ability
Patience

Physical endurance
Resourcefnlness
Sensitive/Thoughtful
Sense of humor

Sense of ethics
Tolerance
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titudes Relat<d to Job

rk/Organizat ion

Individual should demonstrate:

Willingness vo take/accept responsibility
Willingness to take initiative i
Willingness to respand to authority, apply and follow policy
Desire to learn/try

Willingness to fail

Willingness to ask questions

Desire to work to best of ability

responsiveness to time constraints

Accuracy

Willingness to get hands dirty

Attention to detail

Willingness to do clerical tasks

Desire to follow-through

Service orientation

Organizational identity

Willingness to pramote library and its services

View of library as part of a larger information environment
View of library as an organization

Ability to see broad picture

Ability to sacrifice short-term gains for long-tem goals
Political se:se

Quriosity

Variety of interests

Desire to grow personally

Desire to grow professionally

Desire to ramin current in specific and general subject field
Positive attitude toward job
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1.

2.
3.

4.
5.

6.
7.
8.

9.
10.
11.

Solicited Searches

Interview users to evaluate information requirements, and determine
budgetary and time constraints, etc.

Counsel clients on specifying information requirements

Develop and implement strateqy for obtaining, evaluating, and packaging
information and data to meet users' needs

Decide on search methods (e.g., online and/or manual)

Decide on appropriate source (e.g., databases, printed publications,
experts, etc.)

Conduct searches
Review results as appropriate or requestei

Provide information for users in the form of references or source
documents

Translate titles and abstracts

Refer users to higher-level reference staff, as appropriate

Refer users to othe: information services to recommend ILL, as
avpropriate

nsolicited searches

Perform online searches «.curding to SDI profiles

Other

Answer ready reference questions

Instruct users in reference methods, sources, services and policies
Alert users to non-print and in-house developed sources of information
Perform bibliographic verification as require*

Recommend acquisition of materials for the reference and ge.ieral
collections
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18. Distribute new accessions 'ists on a regular basis
19. Maintain reference searching statistics
20. Maintain financial data (funds received in payment for camputerized

retrieva’, packaged literature searches and other products, or services
for which charging may be authorized)

21. Keep abreast of new and changing reference sources, services and tools

22. Keep abreast of new and developing technologies applicable to reference
searching

23. Attend professional meetings and prepare reports for dissemination to
staff

24. Supervise technicians and other paraprofessional staff




MID LEVEL

Folicited Searches
25. Perform more camplex searches
26. Analyze search results as appropriate or requested

Z27. Provide additional information for users (e.g., in the form of critical
annotations, abstracts, analytical reports, etc.)

Insolicited searches
28. Assist in developing broad-scope, published literature searches with
executive analyses, resulting fram anticipation and recognition of
other information needs
29. Identify topics and develop search strategies
30. Conduct searches
31. Evaluate search results
32. Prepare search for publication
33. Distribute search results
Other
34. Work with users to develop SDI profiles l
35. Interact with users to suggest changes in SDI profiles
36. Organize and maintain reference source files

37. Devise tools and displays which will ease access to collections and
rotivate use

38. Supervise junior staff




SENIOR LEVEL

Solicited

40. Review solicited searches performed by others and suggest additional
search strategies as appropriate

41. Refer users to subject experts as appropriate
Dnsolicited

42. Review unsolicited searches performed by others and suggest additional
search strategies as appropriate

43. Prepare executive analyses for published searches
44. Arrange for publication
45. Develop a public relations strategy for marketing the publication
46. Develop distribution list
47. Develop announcement of publication
Other

48. Interact with colleagues and subject experts in identifying unrecorded/
unindexed sources of information and data, and report to staff

49. Review and weed the reference collection on a regular basis
50. Analyze statistics and prepare statistical reports

51. Develop charging strategies

52. Analyze financial data and prepare financial reports

53. Bandle deposit of funds

54. Supervise reference personnel

55. Review/evaluate performance of reference perscimel
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ENTRY LEVEL

Quantities produced

number of solicited online and manual searches
numnber of items translated
number of people supervised

Quality

accuracy of source selection
accuracy of searching
accuracy of search review
accuracy of search analysis
accuracy of translation
quality of staff supervision

Timeliness

response time to initial request
duration of user interview

time taken to deliver search package to user (usually negotiated with
user)
Attributes

format of search mackage
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MID LEVEL

Quantities produced
number of analyzed information packages

number of unsolicited searches performed
number of copies of unsolicited searches distributed

Qual jty
accuracy of complex searches
accuracy of analysis of search output
appropriateness of topics for unsolicited searches
accuracy of unsolicited searches
Timeliness
time taken to Caliver analyzed package to user (usually negotiated with
user)
meet unsolicited search and publication schedule
Attributes

format of analyzed package
format of unsolicited search publication
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SENIOR LEVEL

tities P

number of search performances reviewed

number of executive analyses written

number of public relations stiategies developed
number of distribution lists developed

number of announcaaents developed

number of people trained

number of unrecorded information sources identified and reported
number of statistical reports prepared

number of financial reports prepared

number of accounts handled

number of charging strategies developed

number of people reviewed/evaluated

number of items recommended for acquisition

Qualjty

quality of search performance reviews

quality of executive analyses

appropriateness of public relations strategies
conprehensiveness of distribution lists

quality of announcements

increased competencies

usefulness of unrecorded information sources
accuracy and campleteness of statistical reporting
accuracy and canmpleteness of financial reporting
appropriateness of charging strategies

quality of personnel reviews/evaluations
appropriateness of items recommended

Timeliness

time taken to review search performance

meet publication schedule for executive analysis

meet schedule for public relations s rategies, distribution lists and
announcement s

meet schedule for training

meet schedulie ifor statistical and financial reports

meet schedule for personnel reviass/evaluations

meet schedule for acquisitions recommendations

Attributes

agenda format and materjals for training
categories included and length of statistical and financial reports
categories included and length of persomnel evaluation form




In Appendix 1 of this report we discuss several studies relating to
the identification, descrip.ion and validation of competencies in general,
and cf the competencies of lilrarians and information professionals in
particular, Many different approaches to campetency definition, identi-
fication and validation have been developad over the years which vary in
degree of sophistication and applicability to different enwiromments. In
this chapter we describe how we identified the different methods, how we
selected methods to use in this project, and how we applied them in order
to fulfill the project objectives.

METHODS USED 70 REVIEN THE UNIVERSE OF INFORMATION

Tne first three mnths of the project were devoted to an extensive
review of information concerning professional competencies of librarians
and information professionals, as well as background materials that related
to those competencies. Several sources for such information were
exploited, including the published literature, unpublished research reports
and, in particular, reports of other studies and projects funded by the
U.S. Department of Education's Office of Educational Research and_
Improvement, Center for Libraries and Educational Improvement, Division of
Library Programs and the Library Research and Demonstration Program.

The publishe? literature was identified through the use of secon-
dary information services and products, such as the Annual Review of

Information science and Technology, the Bowker Annual of Library and Book
Trade Information and the following databases:

ERIC (Bducational Resources Information Center)

LISA (Library and Information Science Abstracts)
AIM/ARM MM&&*&LMME
Yocational and Technical Bducaticn

SPIF (School Practices Information Pile)




Guidance Information System
California Instructional Improvement Information Service
Bducation Database

British Bducation Index
NICEM (NMational Information Center for Educational Media).

In addition to these databases we contacted the following sources of
information outside the library and information science field:

UCIDT (University Consortium for Instructional Development and
Technology)

NCRVE (National Center for Research in Vocational Education)
ASCD (Association for Supervision and Curriculum Development)
NAIEC (National Association for Industry-Education Cooperation)
BOOMC (East Central Curriculum Management Center)

APGA (Mmerican Personnel and Guidence Association)

AVA (Mmerican Vocutional Association)

CAEL (Council for Advancement of Experimential Learning).

A major resource for task analyses is the Vocational/Technical Bducation
Consortium of States (V-Tecs) based in Atlanta, Georgia. Its purpose is to
provide sound information from task analyses to program planners and
curriculum developers. Members on payment of the annual fee, $20,000, are
entitled to a copy of the V-Tecs catalogs which contain performance objec-
tives and guides in the selected area; and the new member must, in turn,
produce a catalog in an area judged high priority by V-Tecs. V-Tecs
cat1logs are the end result of task analvses of specific job titles, coded
for access in accordance with the Department of Labor's Dictionary of
Occupational Titles and the Department of Education's vocational coding
system. Unfortunately, we discovered that the V-Tecs catalogs do not cover
librarians and information professionals.

Unpublished information was identified in several ways. The first
was through our Advisory Group and consultants. We circulated a list of
items identified to date, and asked the group members to add further
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so'urcea of information of which they were aware. Both Advisory Group mem~
bers and consultants continued to pass on relevamu information to us
throughout the project. The second way was through the various profession—-
al societies both in the information and education professions. Members of
our Advisory Group, project team and consultants, were particularly helpful
in enabling us to make contacts very quickly with the following
organizations:

American Association for the Advancement of the Humanities
Mperican Association for the Advancement of Science
American Association of Law Libraries

American Association of School Librarians

American Federation of Information Processing Societies
American Library Association

American Society for Information Science

Association for Computing Machinery

Association for Educational Cammunications and Technology
Association for Library and Information Science BFducation
Association of College and Research Libraries

Association of Information Managers

Association of Records Managers and Administrators
Association of Research Libraries

Continuing Library Education Network and Exchange

Council of Maticnal Library and Information Associations
Federal Library Committee

Information Industry Association

International Pederation of Library Associations & Institutions
Medical Library Association

National Commission an Librarvies and Infonmtion Sc.-nce
Natioral Federation of Abstracting ond Information Services
sublic Libr»v Association

Society of American Archivists

Special Libraries Association

\ar! 2w regional and state-level associations

® » 0 0 06 0 06 ¢ 0 0 6 0 0 0O 0 O 0 0O O O 0 O 0O 0O

Many of thess societies huve themselves sponsor i studies and most have
special comittees dedicated to the education and training of profession-
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als. 1In addition, our combined team had representation on the Manpower
Consortium for the Information Professions, and the SOOLE Task Force on
Library Education Research. This latter group was set up to review recent
research studies on library education (including this project) and campile
a bibliography; to poll ALA education related units on information needs;
to 3Jevelop a list of issues related {o library education research and
suggest ways SCOLE can promote accamplishment of research goals.

A further scurce of information that we identified was the
Bducation Objectives Exchange located at the Uhiversity of California. It
operates an on-line database of professional competencies indexed by
instructional area. Unfortunately the database had no defined c¢r/:egory of
librarianship or informetion science, information management, et:.

More information was obtained from a review of educational
standards and professional standards as defined, for example, by the pro-
fessional associations, and Office of Persomnel Management in its recent
proposed changes to the personnel classifications for the librarianship
series. Several membera of our Advisory Group were actively involved in
reviewing these proposals and in the preparation of formal responses.

Finally, considerable progress towards ciapiling a complete bib-
liography had already been made by King Research, Inc. through the back-
ground research conducted in connection with related studies (a national
systems analysis of scientific and technical commmication, library human
resources supply and demand, occupetional survey of librarians and informa-
tion professionals, resistance to technology in public libraries, new tech-
nologies in libraries, telecamunications and libraries, to name a few).

A very important source of unpublished information came from the
study of information-related disciplines conducted by Machlup and ‘zns-
field, consultants on the project. They anaiyzed and classified che acade-
mic content of a large cross-section of courses and programs in Information
Science, currently being taught in institutions with a variety of names,
most of which started out in life ~s library schools. They gathered data
on the nature and timing of change and the philosophy behind the changes.

71 82




Another useful scuarce of unpublished information came fram unpub-
lished de'a found in the occupational survey of librarians and information
professionals and the surveys and modelling related to thc library human
resources study. Both of these studies gathered data that were highly
appropriate to this project, but had not been analyzel with that purpose in
mind. For example, Una mansfield did a very interesting anaiysis of
occupational titles ard work-fields that has never been published. She
conducted and analyzed about 50-100 in-depth interviews with personnel
officers and information unit managers that generated results highly
relevant to this project.

Although much .. the review of availa.le literature and other
information relevant o t' is project was conducted at the outset, the pro-
ces- was continued throughout the project in an on-going fashion. Drafts
of a Literature Rsview and Annctated Bibliography were prepared and

distributed to the Advisory Committee and Consultants and cn-demand to
intc.ested parties.

The reviewing of the published literature and unpublished research
reports and data gave rise +- a geries of issuves .n=t we felt had to be
adcressed before proceeding to the next project task: that of idestifying
the competencies required by librarians and information professionals, T¢
facilitate the decision-making process, a series of "issve pspers® were
generated by the Project Team and distributed to the Advisory Group and
Consultants prior to the first Advisory Gro:- meat ng. Four major papers
were produced. The four topics were:

What {2 “cawpetency”™?

Approaches to Identifying Competencies
Minimm vs. Outstanding Competency
Correlation and Causality

These brief papers are reproduced belcs.




"ssue Paper #1 — ¥hat is "Competency®?

During the past decade, caompetency-based education (CRE) programs
have been implemented at a variety of levels within the American educa-
tional system. However, if one were to ask educators involved with these
programs exactly what competency-based education is, several quice dif-
ferent responses would be obtained.

In an effort to identify at least same elements of a cammon Gefini-
tion of CBE, Grant and his colleagues [1979], in evaluating same of the
FIPSF~fu ded _i;ograms, suggested that “"Competence-based education tends to
be a2 form of education that derives a curriculum fram an analysis of a
prospective or actual role in mode.n society, and that attempts to certify
progress 2a the basis of demonstrated performance in same or all aspects of
that role". What that curriculum presumably teaches is ¢ particular compe-
tence or a et of conmpetencies — zgain variously defined as anything from
"2 task pzrformed to a certain standard® [Maxwell and West, 1980) to "a
genvzic nnowledge, skill, trait, self-schema or motive of a person that is
cauzally related to effective behavior refe-enced t~ extemal perf. rmance
criteria® [Klemp in Pottinger and Goldsmith, 1979]. 1In all cases,
"performance” is stressed as the means by which competence is demonstrat-d
and assessed.

Eowever, despite the general emphasis on performance, there is
little clear agreement on exactly what aspects (f per.ommance a determina-
tion of competence is based u-n. For those in vocational education, the
emghasis is strongly upon ma..ery of essential job skills [e.g., Blank],
arguing that it is the application of a given skill to the performance of a
task vhich a consumer is paying fcr. Knowledge and attitude- are seen as
supporting those skills, but not as being directly measwable in a deter-
mination of competence. A general emphasis on observable behaviors is
often referred to a behavioral objectives approach. This approach h-s,
however, come unuer strong criticism by those who maintain that when
carried to an extreme, it results in long lists of skills comnected to par-
ticular kinds of jobs. The underlying assumption is that the acquisition
of ricro-skills somehow adds up to ovearall competence. Hence, some
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educators argue that competency may be based on the characteristics of an
individual that underlie effective performance, such as knowledge, skills,
traits, a self image or a :otive [Klemp]; others [e.g., Pottinger] raise
the importance of interpersonal and envirommental variables in influencing
Lehavior. Klemp in particular emphasizes that particular compete<cies do
:ot exist in isolation from each other, but that effective performance is
based upon the integration of several campetencies. Further, in actual
performance, various combinations of competencies may co-occur, producing
functionally equivalent outcomes or performance.

In sum, when examining the components and methods of implementing
CBE programs, or in simply identifying a set of educational goals, "the
meaning attached to the concept of competence determines all else. If
conpeteice is defined as acquiring a set of facts or mastery of particular
skills, a CBE program will be very diiferent fram one in which conpe. ncy
is regarded as the ability to function in a job or life role® [Nickse].

Issue ~aper §2 — Approaches to Identifying Competencies

A generalized process for competency-based assessment and curricu-
luu development was proposed by Huff, et. al. This process bears a
striking resemblance to the planning process v : propose to use. The first
step in this education-oriented process is to define the institutional
mission. This is usually achieved by setting goals. The next £:ep is to
identify the job or roles of interest to that mission and its goals. The
third step is the determination of required competencies.

"n identifying Zaquired campetencies (both current and potential)
it is important to consider the nature of competencies.

Ther¢ ve twn basic types of competence:

(1) Specific Competencies — which relate to individual disci-
plines, such as cataloging, on-line - .rieval, and reference
skills in library and information science.

(2) Generic Competencies — which are applicable to any discipline,
such as management and administrative skills.
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Various methods have been utilized and recommended for the identi-
fication of individual competencies, one of which is the use of panels
canprised of experts or practitioners in & given field to draw up lists of
required competencies in that field, usually based on identification of
those campetencies which effective peoplr possess. While often used and
accepted, Pottinger terms this "the most popular and dangerous technique,"”
although he offers little further explanation. By far one ~f the more
explicitly detailec methods of determining competencies has bwen developed
by vocational education programs — task analysis. Again, this may be
varjously defined and implemented, but the basic method is to identify a
job and then break it down into its component parts. Davies calls the
three types of task analysis topic, job and skill analysis, of which the
first is concermned with the identification of intellectual tasks, the
second with psycho-motor skills, and the third with how the job is accam-
plished. Maxwell and Wesi also cutline a number of steps involved in task
analysis, based on a distinction between duties (major work functions) and
tasks (actual units of work). Both duty and task listings are drawn up and
refined by an a..isory camittee, followed by task detailing or sp:cifica-
tion of exactly what steps and knowleige an individual needs to be taught
to perform a task successfully. Jchnson [1977] also suggests observing
workers on the job and tabulating tasks, and collecting and analyzing job
descriptions. As might be expected fram the criticiams of task-oriented
comprtency development, task analysis has also been criticized as yielding
only lists of mi-‘mal competencies or identification of threshold skills
rather than optimal competencies associa’ed with outstanding performence
[Huff]. Several authors do note the practice of more than one approach in
identifying competencies -- for example, the University of Minnesota
Pharmacology program has used task analysis to idertify thresho.d
performance and panels to identify aspects of good performance. A
“thematic-analytic approach” used by the Navy and AMA programs is also
noted by Huff. This approach considers competencies to be human
characteristics that underlie effective performance rather than the
observable behaviors themselves; honce the emphasis is on contrasting the
actions, reactions, thoughts and attitudes of competent or outstanding
verformers in the same job to "discern campeten.y themes that organize
behavior in a variety of situations.® Such competencies tend to be general
and optimal in nature, rather than specific and/or m/nimal.
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Issue Paper # 3 — Minimm vs. Cutstanding Competency

In both defining campet: xcies and determining measurement tech-
niques to assess the attaimment of competency, one of the major decisions
to be made is that of determining the level of attaimment which is desired
or required. Is effective performance to be based on the attainment of
minima]l competencies or are higher standards to be set and outstanding

competancy required?

In the litzrature on the subject relevant to professional education
and training, there are no clear-cut recommendations on how to establish
campetency levels and no way around the problem of having to makz such
decisions. Several considerations are raised, however, which may offer
some guidelines for thinking about both competency identification and
measurement procedures:

(1) 2ny detemmination of competencies mist begin with a set of
goals or objectives, The level of >cmpetence desired is re-
lated to those objectives — as objectives vary for particular
educational programs and professionals, so will the nature of
the performance required. Further, requirements may change;
hence, the definition and measurement of competence may remain
under frequent review.

(2) Several writers on the subject express -he view that reliance
on task analysis procedures to identify required competencies
too often results in identification of minimal competencies
rather than optimal competencies relating to outstanding
performance. Panel methods which seek to identify the
campetencies manifested or held Ly particularly effective
people in a job or profession shift the emphasis to outstanding
performance, but run the risk of being more subjective. Same
cambination of objective and subjective methods mey also be
utilized, again linked to the ultimate objectives of the
campetency-identification effort.

(3) Caution must be taken in conpetency assesument by traditional
testing methods which essentially test knowledge and/or abiliity
to take tests. Just as minimm scores do not necessa.ily
indicate samecne will meet only minimm performance standards
on the job, high scores do not ensure high work performance.
In fact, i some studies, high scores have been negatively
associated with performance. Raising cut-off points on test
scores beyond £ome reasonable minimm is therefore pot a method
recammendsd for raising performance standards.
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In practice, CBE programs in higher and professional education have
tended to eitiier opt for minimal competencies, identify both minimal and
optimal cawpatencies, or table the issue until further experience with a
particular program is gained.

Issne Paper #4 — Correlation and Causality

The identification of a set of competencies consid:red necessary
for effective performance in a job or profession must proceed fram a per-
ticular understanding of the camponents of campetency and interrelationship
between competencies. The most frequently discussed components are
knowledge, skills and attitudzs. More camplex concepts include such
personality variables as tvaits, self-schemas, a.d motives as well as
envirormental and interpersonal variables. Whatever the chosen basis for
identifying competency, the ultimate assessment of vhether or nct one
possesses or ZJmonstrates that competency relies upon one or, preferably,
more measures. The problen. then, in both identifying and measuring compe-
tencies, is how to sort out those competencies which merely correlate with
effective performance and identify those which are actually in a causal
relationship with that perfommance. For example, an individual may score
highly on measires of knowledge, and may also be concidered to be an out-
standing performer on the job. However, the particular knowledge tested
may only be correlated with and not be a real cause of particular work
performance. In such a situation, it may be skills or motives which
actually account for the demonstrated level of performance.

One approach to considering this issue is to develop campetency
models or sets of campetencies which tend to co-occur in situations where
effective performance is demonstrated. In any competency model, it is
sivygested, same campetencies are causes of a particular level of perfor-
mance vhile others have a partial effect on that performance. To determine
the relationship of the competencies in a ¢given model, they should be
examined in pairs: “If a change in one cua'petenvy changes the outcames
attributad to the presence of the other, but not vice-versa, it is a causal
competency; if the reverse is true, it is a nartial cffect.” [Klemp in
Pottinger and Goldsmith, 1979].




Time consuming as this may be, it nevertheless indicates that ways
oi chinking about competencies can be devised which go beyond hasic identi-
fication of knowledge, skilis and attitudes and easy assumptions about the
correlation of each with desirable performance. Indeed, in rapidly chang-
ing fields where knowledge anC gkills may be easily outdated, a close look
at the competencies which are causaliy related to adaptability and contin-
uous leaming may be particularly wortiwhile.

COMPETENCY DEN(NITION

An individual's competence is judged by his or her performance,
Regardless of the type of work performed; a competent individual is one who
can meet or surpass performance standards, whether they be explicitly
stated or implicit. Thus competence can only be identified through
performance.

Klemp [1980] distinguishes between the way competence is ascribed
to individuals and the way caretence is measured:

“Samewhe along the line, psychologists defined certain
knowledges, skills and personality traits and developed
measures for them. They found that these measures often

corresponded with judgements of campetency and de ed,
therefore, that the measures and the competence wer. :he

same thing. Granted, it appears that test scores, nollege

grades and career performance inventories do predict encry

into a given occupation. Nevertheless, once a person

enters that occupation, none of thuse measures will reli-

algly] predict that person's performance.® [McClelland,
73

Klemp continues by demonstrating that competence can b2 measured,
but €irst competence must be defined and then operationalized in measure-
ment. The dictionary aefines competence as:

"having requisite or adequate ability or qualities.”
[Webster's, 1975]

Originally, competence at a jcb was detemined by u person's demon-
strated ability to perform the taske necessary to the job, to an acceptable
standard. The traditional means of acquiring \ne necessary level of
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campetence was through apprenticeship. Over time, however, competence
began to be attribited on the basis of the knowledge people had. Thus the
fact that sameone had a knowledge of management was taken to imply that
that person would be a competent manager. Obviously, knowledge contributes
a great deal to a person's competence. But campetence has become synony-
mous with knowing how to verform rather than demonstrating that knowledge.
The result of this confusion between knowing and doing is that attemgts to
measure campetence are often based on the inference of the ability to d
from the knowledge possessed, rather tln implying the knowledge, based on
the demonstrated doing. The dictionary definition of competence implies
that campetence can not be measured directly, but can only be induced fom
an analysis of demonstrated behavior. A good test of conpetence, tb :re-
fore, is one that would enable us to infer the same competencies as those
to be inferred fram the behavior of interest, that is both cowpetencies of
knowledge (content) and use (process) .

In determining methods for identifying campetence, we need to
develop a more usable definition of competency that will allow us to be
mure precise about the attributes which we will be assessingy. At the
beginning of the project, a decision was made by the Project Team and
Advisory Group to consider campetencies at the non-trivial and transfer-
racie Jevel only. This decision was based partially on practical grounds
and partially on relevance to the commmity. It was conisidered unnecessary
to elaborate on all the detailed level (trivial) competencies, such 8 "the
ability to use a telephone", when discussing professional competence.
Further, we considered cumpetencies to comprise three main components:
knowledge, skills, and attituder. Conserwently, the following operational
definition of competency was arrived at:

A competency is a generic knowledge, skiil or attitude of a person
that is causally related to effective behavior as demmnstratec

through extemal performance criteria, where:
l!dlg WM 'lth' mm‘ " ‘”m mm ‘, or
being familinr with somsthing, someone, or how to & something
® 8kill is the ability to use cne's knowledve effectively

¢ Mtitude is a mental or emctional spproxch to somsthing, or
S0NOONe
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For a knowlec'je, gkill or attitude to be gemeric or transferrable
it must manifest itself in several ways. However, the nature of a canpe-
tency is rarely evident from observed behavior. The two are not equivalent
and there is rarely a one-to-one correspondence between them. For exanple,
the ability to understari mathematical concepts may underlie the ability to
balance a checkbook, Lut being able to balance a checkbook does not neces-

sarily mean that one understands anything more elaborate than addition and
subtraction.

Therefore, to define campetencies as lists of specific repeated

skills, tasks and actions is to confuse outcames with the processes that
ena, 'e them to occur.

The notion that a competency is causally related to effective per~
formance means that the development of & campetency should result in
increased effectiveness; in other words competence precedes performance.
However, it is possible to observe a skill that correlates with effective
performance but which does not necessarily cause that performance. For
example, carpetent writers tend to have more camplete * abularies than
other professionals; this results in the finding that verbal achievement
test scores a:e correlated with writing ability. Yet a student who studies
the dictionary may receive higher verbal achievement test scores, but will
not necessarily be a better writer.

Finally, we must consider the question of what is effective perfor-
mance. Effectiveness can be defined by its relation to external perfor-
mance criteria. This means, in part, that it is not sufficient that the
individual be pleased with his or her own behavior, but others must also
consider it to be effective. The que~+ion is real.y one of defining appro-
priate criteria. Pactors related to _ b performance, such as satisfying a
reference request, or publishing research, or factors related to life, such
as haroiness or freedam fram debt, are criteria worthy of consideration.
The cu..<tencies that are identified and measured are only as useful as the
performance criteria to which they lead. Thus if one's primary goal is to
rucceed in college, the campetencies that are emphasized should be those
that are causally related to getting good grades, etc.; whereas if the goal
is to become an effective librarian or infcrmation professional, then one
must seek external criteria that transcend aspects of college succees.
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Earlier we mentioned that competence is commonly determined by a
person's being able to perform a given task, and that task performance
provides an indication of the required campetencies but does not identify
compe -encies directly. Consequently, job task analysis methods have been
used to identify the requirements of different jobs, and these job require~
ments have served as the criteria for inferring knowledge, skills or other
characteristics that "cauce" job performance. In spite of the fact that
such an approach can aid us in our search for relevant competencies, it
focuses on the job function as the determinant of campetency, rather than
on the person who performs the whole job well. This prevents us from
looking at certain cumpetencies that are related to effectiveness. For
example, as Klemp explains:

“Cansider the job of gas station attendant. ‘The tasks
performed in this job include pumping gas, checking fluid
levels, making minor repairs and changing monc;. The
oonpetencies thut relate to these tasks include manual
dexterity, general knowledge about autamcbile maintenance,
and basic mathematical ability. Yet, if you ask the owner
or custamer of the gar station what makes the difference
between an attendant who does the job well and one who
should be fired he or she will probably mention charac-
teristics such as honesty, friendliness, reliability, and
the ability to service several customers without delay. The
canpetencies that underlie such observable aspects are very
different fram, and more complex than, the competencies
that relate to the functions oi a job; yet it is these
competencies that must be identified, taught and assessed
if they are to be tied to broader life and work/career
outcomes. Pogsession of task-related competencies is
important for meeting minimal performance standards but is
not, by itself, sufficient for overall effectiveness."”
[Klemp in Pottinger and Goldamith, 1979])

Many of the studies of librarian and information professional
capetencies referred to in Appendix i were based on task analyses. Rather
than replicate the work that had alreadv been completed in identifying
task-related camwpetencies, this project was aimed at building upon and
carplementing the results of those studies. To this end, a three-pronged
approach to competency identification was selected by the Prcject Team and
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Advisory Group. The first part of the approach involved gathering
information on the activities performed by librarians and information
professionals in ¢ variety of different working enviromments. This infor-
mation was then used to identify and confirm the traditional task-oriented

canpetenciec,

The second part of our campetency identification approach involved
the more elusive campetencies that are not identifiable through task or job
analysis. The technique that was selected was developed in the early 1970s
by Harvard psychologist, David McClelland, to distinguish the "water
welkers® from mediocre performers. The "competence assessment” teumniques
of McClelland are based on his research on power and achievement motives.
Using various personality tests he identified a pattem of attitudes and
habits associated with high achievers. To determine the critical differ-
ences between the high achievers and mudiocre performers, McClelland [1973]
and his colleagues developed an intensive interviewing technique which was
designed to elicit the information that would otherwise be derived from
actual observation of performarnce on the job. First of all, high achievers
were identified by namination of persomnel directors and senior managers.
At the same time, the mediocre performers (those who performed their jobe
just well enough to avoid being fired) were nominated by the same senior
personnel. Each of the fifty nominated individuals was then interviewed in
depth about certain critical incidents in which they had performed their
work well and those in which they had not done well., For each incident,
very detailed questions were asked: when did this occur, on which date,
where were you, who else was there, what did you do, what did you say, and
so on. Once the interviews had heen completed, McClelland and his col-
leagues analyzed them to determine which competencies had been displayed by
the high achievers but not by the mediocre ones. Note that the interviews
were not analyzed according to the successful incidente and unsuccessful
inc “arts, but by the competencies demonstrated or exhibited by those who
were considered to be the high achievers. MClelland and his colleagues
were able to isolate a distinct set of campetencies to distinguish between
the high and the low achievers.
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McClelland and his associates validated the competencies they had
identified as v»1id predictors of superior performance by testing them on a
different sct of outstanding and mediocre performers from the same organi-
ation. Using various psychological tests, the better performers were
consistently found to respond in the same way as the high achievers in the
original interviews, and much more frequently than did the average
performers,

This approach to identifying the campetencies required for superior
performance was a radical break from traditional competency identificati’
techniques, which were based on expert punel determination of needed comge-
tencies. The critical-incident interview technique was developed by John
Flanagan during World War II and is 1'sed, together with cother kinds of job
analysis, by a number of campenies that design selection and training
programs.

The competency identification method we used in this project
brought together the task analysis and critical incident techniques. Early
in the project the Advisory Cammittee strongly reconmended to the Project
Team that the outcame of the project should be a set of competencies neces-
sary for outstanding performance rather than those required merely for
milimm or adequate performance of librarians and information profes-
sionals. The Advisory Cammittee and Project Team reviewed the different
approaches to competency identification that had been elicited from the
literature review, and that were presented and discussed by the two
conpetency experts on the Advisory Committee (Dr. Kobe and Dr. Lea).
After careful consideration of the various methods available, their
advantages and disadvantages, and the constraints of time, budget and OMB
clearance requirements (for surveys conducted under federal contracts), a
conposite campetency identification method was agreed upon as the most
appropriate solution.

The compoeite method involved using McClelland's critical incident
technique to interview high achievers in the librarian and information
profession, eiiciting descriptions of tasks or activities performed by
them, and reviewing the results of previously completed and ongoing studies
of librarian and information professional competencies. Furthermore, it
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was agreed that since the information profession is in flux at this time
the identification process should be forvard-looking and identify those
competencies that will be required by librarians and information
professionals, rather than those that have traditionally been considered
essential for successful performance.

The competency identification process used in this project,
therefore, began with the identification of organizations employing
librarians and information professionals which were using state- of-the a:t
techniques and systems for handling information and providing information
services and products. Naminations for such advanced oganizations were
made by members of the Advisory Committee, by the King Research Project
Team members, and were solicited from professional societies and opinion
leaders in the field. The list of organizations nominated is displayed in
Figure 10. Organizations to be visited were selected fram this 1list to
ensure equitable representation of different types of organizations,
different sizes of organizations, both urban and rural locations, and
different geographic regions of the country. A total of 43 organizations
were visited. However, many of the organizations agreed to the visits and
the interviews only on the contirgency that their participation remain
confir ntial.

The visits to these advanced organizations began with an interview
conducted with the director/manager/supervisor of the information organi-
mation/division/unit. This initial interview served to provide us with an
orientation to the organization and the role of the librarians and
information professionals within it. The information gathered at this
"first-level” interview included the information-related functions per-
formed by or managed by the librarians and information professionals, the
number of personnel employed to perform or manage those functions,
perceived trends affecting informatican-related activivies, hiring
practices, and professional development opportunities for librarians and
information professionals within the organization.




Figure 10

NOMINATIONS FOR ORGANIZATIONS TO BE INCLUDED IN THE COMPETENCY
IDENTIFICATION ACTIVITY
Aluminum Association Library, washington, D.C.
Mmerican Bankers Mssociation Library, Washington, D.C.
American Chemical Society, Washington, D.C.
American National Standards Institute, Cammittee Z-39, Gaithersburg, MD
Amtrack, Was.ington, D.C.
Arent, Fox, Kintner, Plotkin & Kahn, Washington, D.C.
Amold & Porter, Washington, D.C.
Art Gallery, The, University of Maryland, College Park, MD
Aspen Systems Corporation, Rockville, MD
Aurora Public Library, Aurora, QO
Avatar Systems, Inc., Potanac, MD
Baker and Taylor Corporation, Samerville, NJ
Bzltimore City Jail Library, Baltimore, MD
Baltimore County Public Library, Baltimore, MD
Baltimore County Public Library, North Point Branch, Baltimore, MD area
Baltimore County Public Library, Towson Area Branch, Towson, MD
Baltimore Regional Information Cen*er (BRISC), Baltimore, MD

Bell Laboratories, Libraries & Information Systems Center, Murray Hill, NO

Berul Associates, Ltd., Rockville, MD

Best Programs, Alexandria, VA

Boeing Canputer Services Campany, Vienr:, VA
Bureau of National Affairs, Washinaton, D.C.
Capital Children's Museum, Washington.. D.C.
Capital Systems, Rockville, MD
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Figure 10 (Continued)
Chemical Propulsion Information Agency, Johns Hopkins University Applied
Physics Laboratory, Columbia, MD
City of Alexandria Records Center, Alexandria, VA
Columbus-Franklin County Public Library, Columbus, OH
Congressional Information Service, Bethesda, MD
Congressional Research Service, Washington, D.C.
Continental Telephone, Manassas, VA
Cooperating Libraries of Central Maryland, Baltimore, MD area
Costabile Associates, Bethesda, Maryland
Darien High School, Darien, CT
Decatur, Stephen, High School, Worcester County, MD
Defense Technical Information Center, Alexandria, VA
Department of Justice Library, Washington, D.C.
Disclosure, Inc., Bethesda, MD

E.I. Dupont de Nemours & Company, Central Information Services Division,
Wilmington, DE

Engineering Information, Inc., New York, NY

Enoch Pratt Free Library, Baltimore, MD

ERIC Processing and Reference Facility, Bethesda, MD

PMC Corporation, Technical Information Services, Princeton, NJ
Fairfax County Public Library, Fairfax, VA

Faxon Company, The Federal Information Systems & Services Group, Vienna, VA
Flower Valley Elementary School, Montgamery County, MD

General Accounting Office, Washington, D.C.

General Electric, Gaithersburg, MD

Georgetown University Medical Library, washington, D.C.
Govermment Printing Office, washington, D.C.
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Figure 10 (Continued)

Greensboro Elementary School, Caroline County, MD
Haramond Middle School, Howard County, MD

Barford County Public Library, Bel Air, MD
Hickory Elementary School, M

Holy Cross Hoepital, Silver Spring, MD

HBoward University Library, washington, D.C.

IBM Corporation, white Plains, NJ

INF Guild, Lexington, MA

Informatics, Rockville, MD

Information Clearing House, Inc., New York, NY
Information Handling Services, Rosslyn, VA
Infosource, Inc., Pittsburgh, PA

Interactive Television, Arlington, VA
Intemational City Management Association, Washington, D.C.
Intemational Data Corporation, waltham, MA

Iowa State University Library, Ames, IA

J. Walter Thawpson Agency, Information Center, Chicago, IL
Janesville Public Library, Janesville, WI

Johns Hopkins University Library, Baltimore, MD
Joint Bank Fund Library, Washington, D.C.

Journal of Cammerce, The, New York, NY

King Research, Inc., Rockville, MD

Library of Congress - Associate Librarian for National Programs,
mingtm' D.C.

Library of Congress, Division of Services for the Blind & Ph; sically
mi‘w' Wﬂhil'qtm' DoCo

Library of Congress, Washington, D.C.
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Figure 10 (Continued)

Library Video Network, Woodlawn, MD

Lister Hill Center, National Library of Medicine, Bethesda, MD
Los Angeles County Law Library, Los Angeles, CA

Los Angeles Times Editorial Libra 06 Angeles, CA

Marriott Corporation, Bethesda, MD

Maxima Corporation, The, Bethesda, MD

Memphis-Shelby County Public Library, Memphis, TN

Merck and Co., Inc., Ralmay, NJ

Metropolitan Washington Library Council, Washington, D.C.
Miller and Chevalier Law Library, Washington, D.C.

Montgamery Blair High School, Silver Spring, MD

Montgomery County Public Library, Rockville, MD

NABU, Alexandria, VA

NASA STIF, Baltimore, MD

NOAA Library, Rockville, MD

National Air & Space Museun, Office of kecords Management, Washington, ™ C.
Mational Bureau of Standards Library, Gaithersburg, MD

National Burean of Standards, Standard Reference Data Center,
Githersburg, MD

Natinnal Commission on Libraries and Information Science, Washington, D.C.
lational Library of Medicine, Indexing Section, Bethesda, MD

Mational Library of Medicine, History of Medicine Division, Archives and
Manuscripts, Bethesda, MD

National Library of Medicine, History of Medicine Division, Prints and
Photographs, Bethesda, MD

National Library of Medicine, Medical Subject Headings Sectior,
Bethesda, MD

Mational Library of Medicine, METLARS Management Section. Bethesda, MD
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Figure 10 (Continued)

Mational Library of Medicine, Office of Inquiries and Publications Manage-
ment, Bethesda, MD

Mational Oceanic and Atmospheric Administration, Assessment, & Information
Services Center, wWashington, D.C.

Mational Jceanic and Atmospheric Administration, National Environmental
Satellite Data and Information, washington, D.C.

National Portrait Gallery Library, Washington, D.C.

National Press Club, Washington, D.C.

National Rehabilitation Information Center, Washington, D.C.
National Technical Information Service, Springfield, va

On Line Camputer Systems, Inc., Germantown, MD

Phillips Publishing Cawpany, Washington, D.C.

Planning Research Corporation, McLean, VA

Plastics Technical Evaluation Center, U.S. Army Armament Research and
Development Cammand, Dover, NJ

Preston Elementary School, Caroline County, MD

Professional Records Storage, Washington, D.C.

Public Service Satellite Corporation, Washington, D.C.
Rob McGee Associates, Annapolis, MD

Rockford Public Library, Rockford, IL

St. Mary's County Public Schools, St. Mary's County, MD
St. Paul Public Library, St. Paul, MN

San Mateo School System, San Mateo, CA

Shaker Heights Public Schools, Shaker Heights, OB

Shock and Vibration Information Center, Naval Research Laboratory
Washington, D.C.

Smithsonian Institution, Information Resources Management Office,
mﬂlmml DoCo

State Services Organization Library, washington, D.C.




Pigure 10 (Continued)

Software AG, Reston, VA

Source, The, McLean, VA

Southern Middle School, MD

Springbrook High School, Silver Spring, MD
Squire, Sanders & Dempsey, Washington, D.C.
Stamford Public Schools, Stamford, CT

Suburban Library System, Hinsdale, IL

Surgen Business Archives, Gaithersburg, MD

Tax Analysts, MclLean, VA

Thunderhill Elementary School, Howard County, MD
Tumer Subscription Agency, New York, NY

U.S. State Department Library, Washington, D.C.
University of Illinois - Chicago Circle Library, Chicago, IL
University of Wisconsin at Parkside Library, Racine, WI
Washington Hospital Center, Washington, D.C.
Washington Post, Washington, D.C.

Washington Researchers, Washington, D.C.

Waugh Chapel Elementary School, MD

Waukegan Public Library, Waukegan, IL

Williams, Phyllis E., Figh School, Prince George's County, MD
Wilmer, Cutler & Pickering, Washington, D.C.
Wright, C. Milton, Middl. School, Barford County, MD




At the end of the interviews the directors/managers/supervisors
were asked to naominate their outstanding librarians and information profes-
sionals for more detailed interviews with us. In addition to naminating
candidate professionals, they were asked for the reasons behind their
naninations. Thus, our method of identification of superior performers w s
identical to that used by McClelland. In those organiztions with only one
or two librarians or informaticn professionais the director/supervisor/
manager was also a candidate for the more detailed interview.

Each of the outstanding performers was interviewed in a “second-
level” detailed interview. These int.cviews were conducted in two phases.
The first phase involved gathering details conceming the librarjans and
information professionals and their work, tasks and activities. The second
phase involved in-depth probing about three critical incidents of exemplary
work. You may recall that McClelland and his associates probed for three
positive, successful incidents and three negative ones. This issue of how
many of which type of incident to discuss was addressed by the Advisory
Comittee. In order to detemmine the effectiveness and actual use of the
critical incident technique, the [ {visory Committee and Project Team
witnessed a live demonstration in which one of the Advisory Committee
members was interviewed. The demonstration involved two positive incidents
and one negative incident. The detemmination of competencies from the
interview responses was demonstrated. It soon became evident that
discussing negati/e incidents is extremely difficult and often unpleasant
for the interviewee, resulting in fewer details being elicited. BRaving
witnessed our courageous volunteer struggle with a public examination of .
unsuccessful episode, the Advisory Committec and Project Team agreed not to
request neg.' ‘ve incidents of the interviewees. Thus our primary means for
identifying librarian and information professional competencies was the
critical incident interview technique.

Librarian and information professional competencies were also
identified from the information gathered during the first-level interview
and the non-critical incident portion of the second-level interview. In
both instances, the tasks and activities performed by librarians and
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informacion professionals were described. This information was later merged
with task and activity information produced during relevant task and job
analysis studies and competencies derived fram them.

In sumrary, the three-way approach to competency identification

critical incident interviews with outstanding performers

® interviews concerning librarian and information professional
tasks and activities with directors/managers/ supervisors of

information organizations/divisions/units and with outstanding
performers

® reviesws of the results of relevant related studies and projects
to identify librarian and information professional
conpetencies.

The process we used and the methods used are shown graphically in
Figure 11.

The two levels of interview we conducted are described in more
detail below.

The first level interview began by asking the respondents to
describe their organizations in general and the information activities
conducted within them. 1In discussing informatiemn-related functions
performed within an organization, or by one of its constituent units, care
was taken to allow the interviewees to describe the functions performed in
their own terms. The functions were recorded in those terms together with
definitions as appropriate. The interviewers also pragted and asked
wheth~r or not certain functions were performed if they thought any of them
may have been overlooked. The purpose of this first segment of the inter-
view was to thoroughly fu.iliarize the interviewer with the organization
and the role of librarians and information professionals within it .




Figure 11

STEPS IN THE IDENTIFICATION OF LIBRARIAN AND OTHER
INFORMATION PROFESSTONAL COMPETENCIES

Identification of Advanced Organizations

Nanination by:

- Advisory Group

-~ Professionsl Societies
Opinion Leaders

-~ Project Team

Identification of Outstanding Performers

Nomiration by directors/managers/
supervisors of information organizations/
divisions/units

Identification of Campetencies

= Critical incident interviews with
outstanding performers

- Task and activity descriptions
gathered during interviews

- Task and activity descriptions from
other studies
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The second part of the interview was concemed with librarians and
information professionals within the organization. The number of
professional vs. paraprofessional vs. clerical staff employed to perform
information-related functions was recorded together with their distribution
acroes functions. Professionals were identified as senior, mid or entry
level (with senior having 10 or more years of professional experience; mid
having 4-9 years; and entry having 1-3 years). Interviewees were asked
whether the distribution of staff across and within functions had remained
relatively stable over the last five years, or whether there had been
changes in either the numbers or types of staff allocated to the various
functions. The educational (graduate and vndergraduate) backgrounds of the
professional staff performing the various functions were identified in
tems of subject area and degree(s) eamed.

The third segment of the interview focused on key prevailing trends
and their effect on the information activities of an organization. In
particular we were concerned with how the information-related functions
might change in the future, whether there would be any affect on personnel
requirements, and an irdication of how well prepared the existing
librarians and information professionals would be to cope with any changes
resulting fram the trends. The directors/managers/supervisors were then
asked which competencies, in terms of knowledge, skills and attitudes, are
needed by and/are desirable for the librarians and information
professionals to perform each function within the information unit or
division. The perceived effect of the major trends on those competency
needs and requirements was also discussed.

The final set ~f discussion topics were concemed with hiring prac-
tices and professional development support for librarians and information
professionals within the organizations. We wanted to identify how
different organizations set about finding, selecting and hiring librarians
and information professionals, what methods were used, what criteria were
specified, and whether there were any differences in procedures for hiring
professionals to perform different functions. Further, we were
particularly interested in finding out whethér any specific competencies
(knowledge, skills and attitudes) were especially difficult to find.




Related to this question was the question of how well prepared librarians
and information professionals were upon entering the organizations to
perform their designated functions. If the librarians and information
professionals were not sufficiently prepared for their jobe we asked how
they were lacking, how they were prepared for their work, and how lang the
process took to bring them to the point where they could perform their work
functions adequately. Interviewees were asked whe:her or not the
organization supported professional development activities and how. For
exanple same organizations include professional society memberships in a
benefit package, others give employees the time to attend courses and
seminars related to work activities or pay the course fees, etc. Other
ways of supporting professionul development, such as regular meetinge to
discuss work-related problems and solutions, or the availability and
circulation of professional literature, were also discussed. Career paths
and opportunities for librarians and information professionals within the
organizations were discussed together with criteria and procedures used to
evaluate, pramote and reward librarians and information professionals.
Finally respondents were asked to nominate individual librarians and
information professionals with above average performance in their work so
that we could conduct the more detailed, second-level interviews with them.

The main purpose of the first-level interview was to make initial
contact with the organization and, f.0 obtain nominations of superior
performers for the campetency identification process. However, we felt
that it was important to obtain an understanding of the environments within
vhich librarians and information professionals work: do they work alone,
or in groups? what functions do they perform within an organization? how
are they treated? what is expected of them in terms of performance? how are
they evaluated? what opportunities are open to them? etc.

The second-level interview began with details of the respondent's
position within the organization, job title, the work that he or she per-
formed, educational background, and information work experience (including
the names of organizations worked for, position(s) held and the number of
years spent in each position).
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The interview then moved to same of the topics previously discussed
in the first-level interview. The librarians and information professionals
were asked how they kept up with their field in general, and how they
expanded and updated their technical knowledge and skills. They were asked
about major trends prevailing, how their work functions might change as a
result of those trends, and how well prepared they felt to cope with those
changes.

After answering these introductory questions the interviewees were
relaxed and willing to discuss their work. At this stage we moved into the
critical incident phase of the interview. Each respondent was given a
brief description of the process and the reason for using it, and asked to
take a few minutes to decide on three incidents to discuss. They were
asked to select three incidents occurring in their current position which
had resulted in a successful outcame and which were considered to be
examples of above average performance by others. These were incidents that
would stand out in their minds as exceptional events.

Once three incidents had been selected by the interviewees they
were asked to start describing the first incident. The interviewer then
asked probing questions to elicit the detail of what happened, who was
there, what was done, why, when, how, what happened next, why was the inci-
dent successful, how did they know the incident was successful, and so on.
This phase of the interview was open-ended and lasted up to several hours.
The key to the successful conduct and completion of the critical incident
interview is the skill (or, more accurately, the campetency) of the inter-
viewer in drawing out more information about an incident without imposing
any of his or her own ideas or biases. Thus the interviews were conducted
only by trained senior professionals who, when possible, poth attencded each
interview. The interviews (at both levels) were all tape-recorded so that
the interviewers were nut hampered by the need to take extensive notes.

Once three incidents had been described in detail, the interview
moved into its third and final phase. As with the second phase, we
repeated same of the questions that had been posed in the first level
interview, but which we did not want to ask before the critical incident
portion for fear of biasing the critical incident description. These
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included asking the interviewee to think of any knowledge, skills, or
attitudes that are needed for their work, how well prepared they had been
on entering their current organization to perform their designated
function, what they were lacking, how they prepared themselves to perform
their cesignated function, and how long it took. They were asked about
professiaial development programs and activities they had participated in,
both within their organization and outside it, and about career paths and
cpportunities open to them.

After the interviews had been campleted the tapes vere transcribed
and reviewed by the Project Team. The transcriptions and the tape
recordings themselves were analyzed extensively and repeatedly to identify
canmpetencies (knowledge, skills and attitudes) exhibited by and tasks or
activities performed by those interviewed. The competencies thus
identified were merged with campetencies identified through secondary
sources (previous studies, etc.) and formed the basis for the listings
developed for validation purposes.

COMPETENCY VALIDATION

Validation was defined in the RFP as “the confirmation that the
teaching of a specific competency will result in the coquisition of the
associated skills". A conpetency can, therefore, be validated by measuring
the degree, or extent, of campetency attainment as a result of a particular
educational process. Measures of competence should have educational
validity, i.e., performance should change as a result of the educational
programs. Several approaches to competency validation have been developed.
The most sophisticated of these is criterion-related validation. This
competency validation approach is based on a statistical correlation of
performance on a measure of conpetency attainment with later career perfor-
mance (criterion) which is presumed to be influenced by or related to the
canpetency being measured. Typically this can be done in two ways.

The first way involves tracking individuals who have been evalurted
in terms of the campetency measure(s) through their careers, and determin-
ing whether those who performed well on the measure(s) are more effective
or successful in their jobs than those who performed less well on the same
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measure(s). Such a procedure, which is known as predictive valideticn, is
extremely time consuming and was certainly not feasible within the
constraints of this project.

A second method for achieving criterion-related validation is to
determine whether individuals identified as competent or effective in their
roles perform better on the measure(s) than their less conpetent, or less
effective, conterparts. This process is known as concr.rent validation.
This was the method used by McLelland in the example given earlier in this
chapter.

Once a measure of crmpetency has been shown to be capable of pro-
jecting performance (i.e., measures relating to predictive or concurrent
validity) then another form of validation becomes important. This third
form is called construct validation and comprises a set of statistical
procedures which are used to test the extent of the ability of a measure to
measure that campetency for which it was designed. This validation ap-
proach involves the camparison of campetency measures acroes disciplines
(in the case of generic campeteacies) and the comparison of campetency
measures across institutional boundaries within the same discipline. In
this case the results of a test are compared with the results of other
tests for agreement or disagreement.

The two final forms of campetency valid ‘ion are easier to design
and implement. They are content validity, which reviews whether a measure
adequately covers the Gomain it is intended to cover, and face validity
which congsiders whether a measuze appears to measure what it was intended
to measure.

In sumary, five approaches to competency validation and justifi-
cation have been defined. In decreasing order of sophistication they are:

predictive validation Criterion-related
concurrent validation } validation
construct validation

content validation

face validation
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In considering the five altermative approaches to campetency
validation the Advisory Coarmittee and Project Team considered the first
three to be too cawplex and costly to implement within the framework of
this project. There was also some concern that since the competency
identification process would yield essentially a “first-cut®" at identifying
the competencies required by a wide range of librarians and information
professionals, there would be little to gain by embarking on a sophisti-
cated statistical method of validating a rough— ut set of competencies.

The campetency identification techniques used in this study were,
as described earlier, the critical incident technique supplemented by the
task or activity analysis. Both of these techniques lave themselves under-
gone critical validation processes. The two techniques can be variously
cunsidered as campetency identification techniques and competency measure-
ment or assessment techniques. The Advisory Comnittee and Project Teem,
having eliminated the first three validation approaches, focussed on the
content validation and face validation. The method selected to implement
the validation exercise was that of peer review, a method extremely common
in the validation of librarian and information professional competencies,
and of campeten:ies in other fields.

There are many ways to organize pee: review of competencies includ-
ing penel reviews, focus group reviews, independent reviews, etc. The
basic method of validatia. of Yibrarian and information professional
conpetenc: -3 »elscted wvas to ar Jant professional societies to review
the validation pachages we .- __epared. The Advisory Committee and
Project Team felt that there was also an opportunity to involve many
librarians an” informatior prcfessionals in the community-at-large by
opening up the valj latior exercise to those who were willing to
participate. In addition to several offers to participate in the project
fram professional« who had read or learned about the project, we published
calls for participation in appropriate professional journals. The response
to the call was overwhelming and a decision to extend the time period
allotted to validation was made by the Project Team and Department of
Education personnel, A total of 407 organizations and individuals
requested 2,943 conmpetency lists for validation.
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The lists of knowledge, skills and activities were organized by
function within work setting. within each function they were organized
according to the framework described in Chapter 2. It became clear early
on in the project that activities or tasks are intimately related to
competencies, and that this relationship could lead to a considerable
amount of duplication in our lists. For example, associated with each
activity is knowledge of that activity, knowledge of how to perform the
activity, and skill in performing the activity. As our activity lists were
fairly lengthy it was decided (jointly by the Project Team and Department
of BEducation personnel) that the activities should be extracted as a sepa-
rate camponent of the competency lists. Thus, for each function and within
each work setting the validation package consisted of a list of knowledge,
skills, attitudes and activities identified. Of these, only the knowledge,
skills and attitudes were actually fully validated, although validators
were invited to comment on, or add to, the activities lists. A full set of
activities, organized by professional level, within functions within work
setting is provided in Volume 2.

Although the duplication of activities had been minimized within
each function, we deliber~tely made no attempt to reduce redundancy acrous
functions and across work settings. Our rationale behind not doing so was
based on the fact that most individuals would generally validate only one
function (within one work setting). Thus, in order to manage the peper
flow in producing and distributing lists, they were preformatted so that
each function within each work setting was a campletely self-contained set.

\alidators were asked to specify which campetencies they were most
qualified to validate (by function and work setting) and to consider, for
each candidate competency, whether that campetency (knowledge, skill or
attitude) was essential to successful performance of that function,
desirable, or not applicable, and whether the campetency would become
more, or less, important in the future. Validators were also asked to add
competencies or activities that they felt were amitted and to make comments
and suggestions. A total of 114 organizations and individuals returned 634
validated competercy lists. This represents a response rate of 28 percent
for organizations and individuals, and of 23 percent for the listings.
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The returned validated competencies were reviewed and the resclts
tabulated. There was no weighting of responses. Each response counted for
an2 point (for example, a mark indicating that a competency was essential
was scored as a "1" in the "essential® colum). If more than 50 percent of
the responses for any single campetency were "essential®, then that compe-
tency was considered essential for that professional level, function and
work setting; if more than 50 percent were "desirable" then the competency
was considered desirable. Any list that received fewer than 10 validated
responses was not considered validated. The generic competencies were
identified from the validated sets by considering only those identified
from the validated sets, and then by considering only those competenices
that were scored “"essential" across all the functions or all the work
settings for which a sufficient. response was receivad. The results of
these analyses are described in the next chapter.
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CHAPTER 4
INPORMATION WORKERS AND LIBRARTANS AND INFORMATION PROFESSIONALS

Fritz Machlup was probably the first principal scholar to recognize
the rapid emergence of an information industry in the U.S. and its
contribution to the national econamy [1962]. One of the most inportant
revelations of Machlup's work was the trend observed in the shifting of the
work force away fram the agricultural sector that prevailed in the 1000's
to the industrial work force in the first half of the 20th century to the
information work force in existence, fram about 1960. This phenamenon led
Bell to write his epic bock The Caming of Post-Industrial Society [1973],
in which he characterized this shift from labor-intensive construction and
manufacturing industries to service and knowledge industries. what is
meant by all this? What are the implications to and for the information
profession? Firet, it is useful to unuerscand what is meant by the
information sector of society and then define the scope of the informatin
profession and of library and information science within this sector.

THE INFORMATION QOMPONENT OF THE WORKFORCE

The work force of major industrial nations can be categorized into
four basic sectors: argicultural, manufacturing, services and informa-
tion.* The changes in these four sectors from 1860 to 1980 are shown in
Figure 12. The three stages in the figure represent the agricultural,
industrial, and information ages. This picture shows a sharp decline in
proportion of workers involved in the agricultural sector. Several factors
probably led to this decline, including new technology (farm machinery),
soil conservation, fertilizers and management techniques. Obwiously, the
decline in proportion of work force was not accompwied with a decline in
output, since the U.S. is certainly a leading producer of fam prodwts in
the world. Not the least important resson for the increased productivity
(measured in terms of manpower) in the agricultural sector was the intelli-
gent use of information by the agricultural commmity. The agricultural

¥ These four sectors are scmetimes called primary, secondary, tertiary and
quaternary industries respectively.
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information programs, led by county extension agents, still stand as a
landmrk example of diffusion of information at its best.

The manufacturing sector remained relatively constant over the
years fram 1860 to the post-World War II years. In fact it probably was
sustained by that ewat. In temms of proportion of the work force the
menufacturing sector reached its peak in the early 1900s and remained
stable until about 1950, at which time it began to decline. Most of the
people involved .in this sector worked in construction or manufacturing
campanies. The service sector which includes workers in stores, hotels,
restaurants, etc., has remained relatively constant over the years at about
18 percent of the work force in 1860 with about the same level in 1970,
although it seems to have increased between 1970 and 1980.

The information sector has shown the greatest growth in the rela-
tive proportion of workers engaged in information related activities. It
started at about eight percent of the work force in 1860 and has grown to
over 40 percent in 1980, assuming the highest proportion of the four
sectors in 1960. The relative growth of the information sector since 1950
is given by several sources (Machlup, Porat, Rubin and Sapp, and Bell) in
Table 1. Bell shows a distinct flattening of the proportion of the work
force in the information sector from 1970 to 1980. Rubin [1984]), also
shows only a two percent increase fram 1970 to 1980 (39% to 41% using new
methods or 41% to 43% using camparable old methods). The decline of
relative growth is largely attributable to the educational field, where a
distinct drop in relative employment is observed. It is emphasized,
however, that the absolute growth in the information sector is continuing.
Using Rubin's figures, the growth in the information sector is from 34
million workers involved in information related work in 1970 to 46 million
workers in 1980.
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TABLE 1

ESTIMATES OF THE PROPCRTION OF THE U.S.
LABOR WORK FORCE IN THE INFORMATION AND KNOWLEDGE SECTOR

Year
Source 1950 1959 1960 1967 1970 1980
(2) (%) (%) (8) (%) (%)
Machlup 28.3 31.6
Porat 45.0
Rubin & Sapp 30.7 34.7 41.0
Bell 30.8 46.4 46.6

SOURCE: Lane [1983] in Cronin ["Post-Industrial Society®, 1983].

Many industrial nations have experienced similar growth (see Figure
13). The Organization for Econamic Cooperation and Development (OBECD) in
1978 and 1979 measured the proportion of the work force engaged in informa-
tion related activities with results as follows:

Proportion

—%
Austria (1976) 32.2
Canada (1971) 39.9
FPinland (1975) 27.5
Prence (1975) 32.1
Japan (1975) 29.6
Sweden (1975) 34.9
United Kingdam (1975) 35.6
Onited States (1970) 41.1
West. Germany (1978) 33.2

The OBCD study has the advantage of using cammon definitions and assump-
tions, based largely an those developed by Porat and Rubin.
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The number of peopie in the four basic sectors is counted by taking
data from the decenniul census and data from the Bureau of Labor
Statistics. Nearly 200 occupations were used to count che number of
information workers. These informotion related occupations can be grourwd
into four basic categories [Porat}:

1) Information Producers; such as scientists, engineers, market
research and coordination, and information gatherers.

2) Information Processors; such as administrative and managerial
workers, supervisory personnel and clerical staff.

3) Information Distributors; such as educators, public information
disseminators (i.e., librarians, archivists, etc.), and
commnication workers.

4) Information Infrastructure; such as machine workers, postal
workers and persons involved in talecommunications.

This method of categorizing information workers is useful because it
classifies the workers by - their work relates to information.

One must be careful interpreting data gathered and analyzed in the
way Porat, Rubin and others have done as there is a degree of arbitrariness
in the ways in which they classified workers. Although this classification
generally includes only workers whose principal activity involves produc-
ing, processing or distributing information, it also includes workers who
are only remotely engaged in information related activities. For example,
it includes construction workers who work on the construction of buildings
that house information workers, such as schouls or canputer firms.

There are other weys in which the work force can be subdivided.
Por exanmple, Masuda categorizes information workers into those employed in
information industries, knowledge industries, arts industries and ethics
industries as shown in Pigure 14. This classification first sub-divides
information industries by type of information and then by the way in which
these industries handle or process information. The problem with Masuda's
classification is that his categories are not mitually exclusive.
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Another way to distinguish the information sector from the other
sectors is to include only thoese whose principal work activity involves
creating, commmicating, processing or using information. These workers
would include many office workers, postzl workers, tradesmen and most
professionals. It is the professional level of information work we are
concerned with in this project, particularly those professionals who deal
with information on behalf of others. The professional camponent of the
information commmnity is discussed below.

We have found it useful to categorize professionals into groups by
the information-related functions they perform. This basis for categoriza-
tion is used partially because it helpes distinguish those who create and
use information from those who process information on behalf of others.
However, the primary reason that this categorization is used in this pro-
ject is because education involves the development of competencies (know-
ledge, skills, and attitudes) and campetencies required in the work-place
vary by the functions that librarians and information professionals
perform. Obviously, other ways of categorizing the information work force
or profession for other contexts or purposes make sense as well. ' However,
we feel that the functional means of categorization is the best way for the
purposes of identifying and describing librarian and information
professional campetencies.

In order to categorize librarians and information professionals, we
refer to the eleven generic functions defined in Chapter 2 and shown in
Figure 9.* Exanples of librarians and information professionals who perform
these functions are given in Pigure 15. There are three groups of these
librarians and information professirmals, only one group of which we are
concerned about in this report. The first group involves librarians

"These 11 generic functions include creation and origination, cammunica-
tion, assimilation and use, correlation and formatting, transfommation,
recordation, reproduction, storage, organization and control, identifica-
tiun and location, and access.
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and information professionals who are primarily engaged in creation and
origination (e.g., authors, scientists, architects, etc.), commmnication
(e.g., teachers, salesmen, clergy, etc.), and end-user of information
(e.g., medical doctors, managers, farmers, etc.).

The second group involves professionals who directly serve the
creators and originators of information. Same of these professionals dea)
principally with transformation or correlation and formatting of informa-
tion. Librarians and information professionals who are largely involved in
transformation of primary information include translators, reporters,
advertisers, graphic arts professionals, etc. Those involved in correla-
tion and formatting primary information are editors, technical writers,
speech writers, etc.

The remaining librarians and information professionals are
concerned with recordation, reproduction, storage, organization and
control, identification and location, some analysis of, and access to
information. Cronin ["Post-Industrial Society”, 1983], in an analysis of
manpower issues for the library and information profession, indicates that
it is @ifficult to determine which librarians and information professionals
the traditional library and information science schools should potentially
be concermned with, It is our contention that the dividing line should be
those profess.or=ls who are involved in processing recorded information on
behalf of others. This includes all those functions above except creation
and origination, coommnication, and assimilation and end-use.

In an information manpower study performed by the Wniversity of
Pittsburgh and King Research in 1980, we also attempted to sub-divide the
information profession into the functions that are performed in information
transfer. The functions were grouped into those functions that are
involved in (1) information operations or practice, (2) the management of
information units, (3) information research o- technology, or (4) education
and training of librarians and information professionals and workers. All
of the eight information processing functions that we have discussed above
are actually in the information operations or practice and management
categories used in the University of Pittaburgh study. We will discuss .he
other two categories later.
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In the information manpower survey, one operational function
involved "preparing data and information for use by others.®” This function
corresponds to the two generic functions; transformation, and correlation
and formatting. In the survey we did not make a distinction between those
professionals who are involved with primary information (e.g., technical
writers, editors, translators) and secondary information (e.g., biblio~
graphers, catalogers, classifiers). Another function identified in the
manpower study was "searching for data and information on behalf of
others.”" This function corresponds direc*ly with our generic function of
identification and location. In both instances, the function relates to
secondary information used to identify and locate primary recorded inform-
ation. However, the function "analyzing data and information on behalf of
others” did not make a distinction between analysis of primary information
(e.g., financial analysts, operations analyots) and analysis of information
identified from recorded information. The "remaining operational func-
tions" refer to all the other functions performed on secondary information
(i.e., recordati , reproduction, storage, organization and control, and
access) . The management of information units is a function that is cammon
to both the earlier survey of librarians and information professionals as
well as the information processing functions. It is distinctive in the
sense that a manager must have same competencies in all the functions
performed in an information unit as well as special conpetencies associated
with admninistration and managsment,

In the preceding sections we alluded several times to "the informa-
tion profession" which we define and discuss in this chapter. To begin
with it is useful to understand the meaning of disciplines and professions.
We consider a discipline as being the body of Vnowledge in a field, which
includes both recorded knowledge found in bocks, journal articles and so
on, as well as knowledge found in the collective minds of its profession-
als. A profession then is the demonstration of this knowledge. Profes-
sions normally have three components: practitioners who use and apply the
knowledge, educators who impart the knowledge to professionals, and
researchers and scholars who, through their studies, add to the knowledge
of the disciplines and, consequently, the performance of the professionals.
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The contributions made 'y a profession to society depend on the quality of
its professionals in temms of their performance in practice, education, and
research. The performance of the professionals is directly related to
their campetencies. We will show later that, at least as far as the
information professions are concerned, professional competencies consist of
knowledge acquired by professionals as well as their skills and attitudes.
Knowledge is gained through experience and during formal education, through
university and college curricula which are developed from research in a
discipline, and feedback gained from practitioners or fram their places of
employment. Skills of professionals are acquired largely through training,
although same are acquired through the educational process and most are
acquired during formal and informal on-the-job training. Attitudes of
professionals toward their profession and their work are also an inportant
aspect of professional campetence.

As pointed out earlier, the information community is made up of
many institutional participants such as publishers, information clearing-
houses, educational institutions, libraries and information units which
serve information creators, cammmnjcators and users. The librarians ar.3
information professionals, who work in these places, are professionals who
spend the greatest proportion of their professional time in organizing or
processing information on behalf of others. Librarians and information
professionals also inclide people who manage information programs; perform
information research, or develop new technology; or educate and train
information workers and users.

In 1980 estimates showed that there were ncarly 1.6 million
librarians and information professionals whose principal work was
processing and handling information on behalf of others. Most of these
professionals are practitioners who for the most part either directly
support creators, cammnicators and users of primary information, or are
involved in functions such as recordation, reproduction, storage, identi-
fication and location, and access to information.




Practicing Librarians and Informatjion Professianals

In order to accommodate the vast amount of information use, an
extensive information profession has developed. For example, in recording
and reproducing information, there are about 180,000 librarians and
information professionals who are found in industry, goverrment, and
universities. These people are not only concemed about information
provided in printed media, but also textual, numeric, graphic and carto-
graphic informtion found in electronic media as well. They are concerned
with acquiring in‘ormation, editing or transforming it, recording it in a
usable way, and providing it through printed copies, broadcasts, or
electronic disks, tapes, and other media.

Similarly, many people are engaged professionally in storing and
providing access to information. Libraries have traditionally served as
the means for storing and providing access to information in printed form.
There are about 140,000 professional librarians in the U.S. who are now
concemed with acquiring, circulating, storing, and providing access to
information in nearly all conceivable information forms. In addition to
the traditional library settings, about 130,000 librarians and information
professionals perform similar activities in archives, medical records
units, word processor and camputer system units, and units that are con-
cermed with special collections in science, finance, marketing, and the
like.

It is interesting to note that the library profession in the U.S.
seems to be growing at about the rate of growth of the constituencies
served by them. This growth refers to professional librarians in the U.S.,
but as we mencioned earlier, librarians and information professionals are
found in other working environments, such as information centers,
clearinghouses, museums, etc., primarily to store and provide access to
information. More recently we have bequn to see the distribution of
librarians and information professionals among the people they serve. For
exanple, same scientific research groups have a librarian or information
professional within the group who is designated to serve the information
needs of the group. The general trend is for the numbers of non-library
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librarian and information professional pocitions to be increasing rapidly,
whereas the number of library librarian and information professional
positions are growing less rapidly (with a substantial variation across
library types). The non-library librarians and information professionals
who are also involved in storage of and access to information seem to be
growing in numbers because of the extensive increase in the volume of
information materials generated, and because of an increasing public
awareness of the value of information.

There are two other areas of growth in the information professions.
The £irst is use of libraries and other types of information centers. This
growth is substantial, in spite of the fact that the numbers of registered
users of such services are not increasing substantially. Such a rapid
growth in the use of information services will require an increase in the
nubers of librarians and information professionals needed to support such
use. The other area of growth is in the range of services and products
provided by the libraries and information centers, both in terms of the
volumes and varieties of materials stored, and of the various services
offered. For example, public libraries are constantly adding to their
collections — more books, more magazines, more films, mor.~ video
cassettes, and now more camputer software. They are also expanding their
services to include such things as microcomputer access, word processing,
etc. Corporate libraries, in addition to storing the traditional books,
periodicals, reports, etc., are now storing corporate financial, legal and
personnel records, and providing access to them.

There are estimated to be 260,000 librarians and information
professionals who analyze data and information on behalf of others. These
are pecple who research and analyze data and information from libraries,
conputer files and other databases for scientists, lawyers, doctors and the
like. They often extract and sumarize previously written materials,
conputer system output, or library materials, but they & not actually use
the information themselves. These people work in libraries, information
centers, and a relatively new kind of organization called information
analysis centers. The federal government funds nearly two hundred
information analysis centers that secve highly specific sub-disciplines
such as materials properties, health planning, and nuclear wastes. Other

115

128




places of work include financial units, management information units, and
research units. The titles of these librarians and information
professionals usually reflect either the profession that they serve such as
engineer, hydrologist, ecanamist or the place in which they work such as
library (librarian) or camputer center (computer scientist).

Because of the enormous accumilation of knowledge, it has been
necessary to organize and control the information materials. This was done
initially by classification and cataloging and later by other bibliographic
means. Also, major projects in business and government began to become
more and more mission-oriented rather than discipline oriented. This meant
that teams of scientists, engineers, statisticians, marketers, managers,
social scientists, and other professionals worked as teams to attack such
problems as found with product creation and development, and research into
space, energy, health, and the envirawment. Thus, information needed to
solve problems had to come from many related disciplines. This
multidisciplinary approach to research, combined with the huge amount of
material to select from required@ new ways to identify and locate
information. Such information access is provided through secondary
information. Secondary informat! . describes primary recorded information
and its sources in order to provide access to it. Secondary information
can be in the form of subject catalogs, indexes and abstracts which
describe textual, numeric, graphic, and cartographic information and is
published in printed and electronic media containing bibliographic (or
reference), and referral (or directory) information.

Secondary information, just as primary recorded information, has
the eleven basic functions of information transfer associated with it.
There is creation of catalxg information, indexes, and abstracts. There is
also recordation and reproduction of published indexes and computer tapes
prepared by abstracting and indexing services. Storage and access is
provided through vendors (that provide secondary information fram computer
stores), libraries and information centers. Use of information is enhanced
through irformation analysis centers and information intermediaries or
brokers. There are estimated to be nearly 50,000 professionals found in
the creation and preparation of secondary information in the U.S. These
people are catalogers and indexers found in libra.ies; abstractors and
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indexers employed by over 2,500 abstracting and indexing services; and
other creators found in specialized clearinghouses and information units
that serve users in organizitions such as companies or federal agencies.
Many of these organizations also record, reproduce and distribute the
secondury information and employ as many as 15,000 professionals who help
edit, organize, and process secondary information. There also is an
emerging industry of vendors of secondary information. For example,
relatively large bibliographic utilities ($10 to $100 million annual
volume) evolved to process secondary information (electronically) fram
requests sutmitted online. There are approximately 10,000 professionals
involved in the storage and access of secondary information.

For a long time, information users have been helped by reference
librarians. However in the 1950's, particularly in the United Kingdam and
then tne U.S., scientific teams sub-divided responsibilities into activi-
ties such as design; laboratory work; and information search, retrieval and
analysis. The latter people became known as information scientists (as
ooposed to laboratory scientists). Other fields such as medicine and law
soon followed suit. Now there are over 100,000 librarians and information
professionals whose principal work involves searching for data and
information on behalf of others. These individuals diugnose user needs for
information, identify data sources from hundreds of computerized databases
and printed publications, and search using online computer systems or
manually through published materials. They often evaluate the results of
searches and sometimes perform preliminary analyses. They are usually
found in libraries or in the units served by them. An industry has evolved
of nearly 1,000 companies and individual entrepreneurs sometimes called
information brokers, who are largely devoted to searching, retrieval and
analysis of secondary information. In addition to being called reference
librarians these librarians and information professionals are often
referred to as information scientists (regardless of the emnwironment or
discipline of user served), information specialists or information
counsellors. Prequently, though, their titles bear the names of the
professional groups they serve such as chemists or market researchers.
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With the very large number of information units found in industry,
government, and educational institutions, a special line of work for about
215,000 librarians and information professionals is management of these
units. Not only are these people concerned with the information aspects of
their organizations, but also with planning, directing, and administering
information operations, programs, services, databases, or networks. Other
support functions performed in informaticn units such as libraries,
clearinghouses, database producers, and camputer centers frequently follow
the example of businesses. Such functions include public relations or
marketing, research, and finance. Libraries have bequn to conduct their
operations in a more business-like manner, thus requiring same of the
conpetencies traditionally required in businesses.

Information Research and Technology Professionals

The extent of research and technology in the information field is
also impressive in terms of numbers of professionals involved. There are
over 100,000 professionals engaged in information systems design. These
pecple design new systeme or modify existing ones. They also establish
procedures for carrying out word processing, evaluate system output to
ensure that it meets user requirements, and document procedures for the use
of systems, Well over double that number of professionals are engaged in
information systems analysis which involves such activities as detemmining
the feasibility of systems, evaluating systems, selecting data or informa-
tion for inclusion in systems. Finally, a smaller, but significant, number
of professionals (about 20,000) perform infcrmation research and develop-
ment. Researchers study the foundation, laws, theories, and postulates
related to information and information systems, operations, programs,
services, networks, and databases. Applied information research concems
the use of information systems, products or services and such things as
information user behavior and characteristics.

Information Educational Professionals
Because the information field has grown so rapidly in recent years,

it has been necessary to train information workers and professionals out-
side the traditional university and college environment. In fact, there
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are nearly ten times the number of perusons educating and training informa-
tion workers outside university environments (38,000) as in universities
(4,000) . This education and training is performed on the jab, in in-house
training departments, in workshops and seminars presented all owver the
world, and in companics that specialize in this activity. Professional
information societies blossamed in the 1960's and 70's and many of them
serve librarians and information professionals through continuing education
programs as well as by providing conferences and publications.

THE GROWIH OF LIBRARTANGHIP

In 1982 about 310,000 workers were employed in 44,000 libraries in
the U.S. This amounts to about 0.3 percent of the labor force in the U.S.
or about 0.7 percent of the information workers. Of this number, about
one-half of the workers in libraries are classified as professionals, most
of wvhom are librarians. The br <down of type of library and level of
staff is given in Table 2 below.

TABLE 2
NUMBER OF WORKERS EMPLOYED IN LIBRARIES AND PROPORTION
BY LEVEL OF STAFF IN THE U.S. IN 1982

Type of Library
Bmployee Category Public  Academic School Special All
Librarian 38% 35% 55% 37% 44%
Other Professional 5 4 3 17 5
Support Staff 57 61 42 45 50
Total 100 100 100 100 100

Number of Employees 82,150 60,290 117,750 47,410 307,600

SOURCE: Roderer, et al. [1983]).




The largest share of librarians is found in school libraries (38%) with
public libraries accounting for 23 percent, academic libraries 15 percent
and special libraries 14 percent.

The observed growth (fram 1978 to 1982) in librarianship is shown
in Table 3 by type of library. The overall growth is about eight percent
or about 1.9 percent per year. However, the growth over the four year
period varies substantially by type of libraries; the lowest growth being
in public school and public libraries (2% and 3% respectively) and the
largest growth being in non-public school libraries (33%) and special
libraries (20%). The growth in number of librarians employed in college
and universities is about six percent. There has been a great deal of
concem about the growth (or lack thereof) of librarianship in the library
conmnity. However, the growth is not too different fram that which one
would expect. First of all; the overall growth of the information work
force is not all that great. For example, the average growth of informa-
tion workers fram 1970 to 1980 was only about 2.8 percent compared with 1.9
percent for librarians. Secondly, the growth in number of librarians is
about equal or actually exceeds growth in number of constituents served.
By number of constituents we mean the total potential population that a
library is supposed to serve (e.g., the general population for public
librarians, students for school librarians, etc.). Por example, the number
of public librarians per 10,000 population has jincreased since 1960 when
this number was 0.9 librarians (per 10,000 population) to 1.34 in 1982,
although this number appears to have leveled out over the four most recent
years for whica data were available.




TABLE 3

LIBRARIAN EMPLOYMENT IN THE UNITED STATES
BY TYPE OF LIBRARY, WITH PROJBECTIONS: 1978-1982

(000)
Type of Library
College Non-

and Public public
Year Public  University  School School Special Total
1978 30.1 19.9 50.6 10.2 15.6 126.4
1979 29.9 20.4 51.1 10.7 17.1 130.0
1980 30.4 20.4 50.6 11.8 17.5 130.7
1981 30.7 20.4 49.2 12.0 17.7 130.0
1982 31.1 21.1 51.5 13.6 18.6 136.1

Projections

1986 31.8 22.1 48.5 13.6 20.7 136.7
1990 33.7 20.5 46.8 13.6 22.9 137.5

Percentage Increases
1978-82 3 6 2 33 20 8
1982-1986 2 4 -6 — 12 *
1986-1990 6 =7 -4 -— 1 1
*Less than 1t.

SOURCE: Roderer, et al. [1983]
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Figure 16

Number of Public Librarians per 10,000
Constituents Served (1960, 1970 and 1979-1982)

Similar results are observed for school librarians. 1In public
schools the number of school librarians per 10,000 constituents in 1970 was
about 9.1 and this number increased to 13.2 in 1981; again with the last
four years about level.

U - 1.3 13.2 1.2

s
i
1 IEI

1970 197 1979 1980 - 2981

Figure 17

Number of Public School Librarians Per 10,000
Constituents Served (1970 and 1978-1981)
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Since public and public school libraries are funded through public funds,
it may be that the funders have geners’ly funded the two types of libraries
based on number of constituents served, or at least allocated library
positions on this basis. This assertion, of course, icmores two factors:
the increased requirements of libraries and the fact that some commmities
and many schools simply do not have libraries.

Private sch~ols have over twice as many 3chool librarians per
10,000 constituents and experienced a slignt increase in this number from
1978 to 1981.

7.9 20.6 | |
2.4
Wrber of 20
Private School
Librarians Per
10,000 Constit-
wnts
0 o
o b
78 1979 1900 19
Figure 18

Naber of Private School Librarians Per 10,000
Constituents Served (1978-1981)

One could argue that private schoo! funds are greater or that there is a
greater appreciation of librarianship in private schools. However, another
factor may be that the ratio of elementary to secondary students is lower
in private schools (i.c., there ure proporticnately more private high
schools than elementary schools).* There are relatively more (and larger)
libraries in high schools than in elementary schools.

¥There are about three private elementary schools to one private high
;cighgom slightly less than two public elemen‘ary schools to ane public
1.
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Academic litraries have three major constitutencies; students,
instructional staff and full-time research staff. The ratio of academic

librarians to these three constituencies has remained almost constant over

the three or four years for which camperable data are avajilable., The
nunber of academic librarians per 10,000 students is shown below:

20 =
17.5 17.4 17.5 16.9
Nurnber of .
Acadenic
Librarians 10 =
Per 10,000
Students Served
I .

1978 1979 1980 1981

Figure 19

Number of Academic Librarians per 10,000
Students Served (1978-1981)

There appeared to be a slight decrease in the number of academic librarians
in 1981 compared with numter of students. However, when compared with full
and part-time instructional statf, the number was 246, 247, and 243
librarians per 10,000 staff in 1978, 1979, and 1980 respectively. Over the
three years the number of librarians ranged frcn 2,590 to 2,610 per 10,000
sciencists and engineers* served.

¥ Note that there is overlap between instructional staff and scientists and
engineers employed at universities and colleges, so that some
prof.“sionals may be served by both academic and special libraries.




There is no perfect way to characterize the constituents of special
libraries because special libraries are found in a range of settings such
as those found in hoepitals, research laboratories, businesses and law
firms. If we use the number of individuals employed in professional, tech-
nical, and managerial and administrative occupations as a reasonable cate-
gorization of the special library constituents we find that the mnumber of
librarians per 10,000 constituents decreased very slightly from 1978 to
1981. It appears that the substantial growth in number of special librar-
ians merely reflects the equivalent growth in their constituents served.

10-
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T 6.6 6.5 6.3
Nurber of Special®- 1T
Librarians per §..
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3
2~
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0
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Figure 20

Number of Special Librarians Per 10,000
Constituents Served (1978-1981)

One problem in the library commmity is the phenamenal growth in
libraries observed in the 1960's and early 1970's; particularly compared
with the number of constituents served. The library schools expanded
accordingly (see Figure 24). In 1960 the number of M.S degrees awarded
fram ALA accredited programs was about 1,700. This number grew rapidly
until 1974 and 1975 when there were nearly 6,300 such Gegrees awarded.
This represented an increase of over ten percent per year up to that time.
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Figure 21. Accredited MLS Degrees by Ye.r
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This growth rate is far greater than exhibited in any of the constituencies
mentioned above. Some of this growth may have resulted from the
accelerated entry into the information age that begai in the early 1960's.
However, as the expansion began to slow down to the point where the pro-
portion of information workers represented in the labor force leveled off,
the library schools began to suffer. PFrrm 1975 to 1981 the mnumber of MLS
degrees awarded from ALA-accredit:’. projrams dropped from 6,300 to 3,800.
This phenamenon is probably the basis for the substantial concem in the
library commnity as several library schools are closing or have closed.

Another characteristic of the over-supply was an accampanying sharp
decrease in starting salaries. These salaries reached a peak (in constant
dollars) in 1969-1970, dropped off until 1977 and then began to rise back
to the 1967 level. This phencmenon has been attributed to the fact that
the library profession is dominated by wamen who have generally been paid
lower salaries. At the same time the proportion of wamen entering the
labor market from schools is increasing, but very slightly (81% of MLS
graduates in 1977 were women and 82% in 1981). The level of salaries
possibly could reflect the daminance of women, but the fluctuation is more
likely related to the supply and demand of the labor market. This also
seems to be a more influential factor as new library school graduates have
other options for employment, particularly graduates of schools that offer
information science or information studies programs. We are more
optimistic about the future of the profession than the outlock represented
by the forecasts made in the human resources study, particularly for achool
librarians and special librarians. However, it is interesting to note that
both of these specialties require subject knowledge (i.e., education,
science, law, medicine, etc.).




The libiarian and info 1 professional competencies identified
and validated using the methods described in Chapter 3 were organized
according to the framework discussed in Chapter 2. In other words, the
campetenciec (knowledge, skills, and attitudes) were organized by work
setting, function performed, and professional level. The following work
settings and functions were identified: '

A, Academic Libragy

1. Acquisitions

2. Cataloging

3. Circulation and Reader Services
4. Collection Maintenance

S. Interlibrary Loan

6. Management

7. Reference

8. Seriala Control

B. Public Library

1. Acquisitions

2. Cataloging

3. Circulation and Reader Services
4. Collection Maintenance

5. Interlibrary Loan

6. Management

7. Reference

8. Serials Control

c. School Library

1. Acquisitions

2. Cataloging

3. Circulation and Reader Services
4. Collection Maintenance

5. Interlibrary Loan

6. Management

7. Reference

8. Serials Control
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D.

E.

F.

G.

H.
I.

Special Library

Acquisitions

Cataloging

Circulation and User Services
Collection Maintenance
Interlibrary Loan

Managemen*

Reference

Serials Control

Database Producer

1.
2.
3.
4.

Acquisitions

Thesaurus Development and Control
Indexing/Abet ract ing

Publications and Product Management

Database Distrjovtor/Service
Information Center/Clearinghouse

Acquisitions

Thesaurus Development and Control
Indexing/Abstracting
Reference/Information Analysis
Publications and Product Management

Records and Informatjon Manager
Archive/Museum/Collection

Acquisitions
Cataloging/Indexing

Reference
Exhibit Management
Organizat ion/Management Support

Information Analvsis Center

Acquisitions
Indexing/Abst ract ing

Reference

Information Analysis/Research
Organization/Management Support

Information Service Company

Project Management
Reference/Analysis of Secondary Data
Research, Malysis and Design
Marketing

Organizat ion/Management Support




L. Library Systems Supplier

1. Research and Development
2. Marketing
3. Custamer

4. Organization/Management Support

For each of the functions within each of the work settings, we defined
campetencies according to the following professional levels:

e Intry level - up to 3 years of professional library experi-
ence

® Mid level = 4-9 years of professional library experience

® Senior level -~ 10 years or more of professional library
exper ience.

The competencies are also subdivided into the categories of knowledge,
skills and attitudes, and into the various subcategories defined earlier in
this report. Furthermore, for clarification purposes, we also identified
the specific tasks or activities that are performed by librarians and
information professionals at different professional levels, performing
specific functions within the various work settings. The general
organization of the competencies is displayed in Pigure 22.

In reviewing the validated sets of knowledge, skills and attitudes,
it soon became clear that certain competencies are required in more than
ane work setting or function. These generic or transferrable competencies
can be grouped into three distinct sets:

those competencies that are generic across both function and
work settings

those competencies that are generic across functions

those campetencies that are generic across work settings.
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In an ideal situation, we would have been able to identify and
validate generic campetencies acroes all functions and all work settings.
Unfortunately, several of the competency listings were not adequately
validated (i.e., they received fewer than 10 reviews) for inclusion in this
analysis. Nevertheless, we were able to determine sets of campetencies
generic to six work settings and ten functions, as displayed in Pigure 23,

CQOMPETENCTES GENERIC ACROSS FUNMCTIONS AND WORK SETTINGS

Transferrable or generic competencies are those which can be
applied in different situations. The highest level of generic competencies
identified (through the validation exercise) in this project includes those
competencies generic across all of the defined work settings and functions.
In other words, they are campetencies that have been judged by more than 50
percent of those who were active participants in the validation exercise as
being essential to each function and work setting. These high-level
generic campetencies are displayed in Fiqure 24.

The campetencies identified as being generic to all librarians and
information professionals in all types of working enviromments, performing
all types of functions, include basic knowledge, basic skills,
conmmication skills, the ability to menage time effectively, a willingness
to draw upon and share knowledge and experience with others, alertness,
dependability, organization, willingness to take and accept responsibility,
willingness to ask questions, responsiveness to time constraints, accuracy
and desire to follow-through. This set of coampetencies should apply
equally well to other types of professionals. They represent the basics
for professionals. As no campetencies emerged at this level which seemed
specific to the information profession, we took our analysis a step
further, and distinguished between campetencies that are generic across all
types of libraries, and those generic across non-library work settinga.




Figure 23
GENERIC COMPETENCIES IDENTIFIED

CQOMPETENCIES GENERIC ACROSS WORK SETTINGS AND FUNCTIONS

COMPETENCIES GENERIC ACROSS WORK SETTINGS

OOMPETENCIES GENERIC ACROSS FUNCTIONS
LIBRARY SETTINGS NON-LIBRARY SETTINGS

Academic Library Acquisitions
Public Library Cataloging
School Library Circulation and Reader Services
Special Library Oollection Maintenance
Database Producer Indexing and Abstracting
Information Center/Clearinghouse Interlibrary Loan

Management

Reference and Information Analysis
Serials Control
Thesaurus Development and Control




Pigure 24

CONPETENCIES GERERIC ACROSS ALL WORK LETTINGS AND ALL FUNCTIONS

knowledge related to literacy, numeracy, commmications, etc. |

literacy, numeracy, cognitive, analytical, commmications, etc.
camunicate well by written, verbal and non-verbal means
manage time effectively

willingness to draw upon and share knowledge and experience with others
alertness

dependability

organization

willingness to take/accept responsibility

willingness to ask questions

responsiveness to time constraints

accuracy

desire to follow-through
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COMPETENCIES GENERIC ACROSS FUNCTIONS WITHIN WORK SETTINGS

The competencies that emerged as generic across all librarians and
information professionals performing any of a variety of functions in any
type of library include knowledge of the costs associated with library
resources (materials, personnel, space, equipment, etc.), knowledge of the
methods of resource allocation, and knowledge of standards, measures and
methods for evaluating personnel. The additional skills considered
essential include the ability to make effective, timely and well-informed
decisions. The attitudes considered essential include respect for the
library, respect for users, respect for co-workers, desire to learn and
try, desire to work to the best of ability and positive attitudes toward
the job, These campetencies are displayed in Figure 25. In considering
all of the campetencies that are required of librarians and information
professionals working in 1libraries, the competencies listed in Pigure 25
should be added to those listed in Figure 24, At this generic level, we
have begun to identify some of the attributes that are required of
professionals working in service-orionted organizations and, more
specifically, those who work in libraries. This is evident fram the need
to understand library resources, respect for the library and a respect for
library users. The knowledge that is considered essential here relates to
more managerial aspects of library work and often applies to the mid or
senior professional levels. However, in small libraries, such knowledge
could be required of any professional from entry level onwards.

The list of competencies considered to be essential across non-
library, information-related work settings is somewhat longer than that for
libraries, although this is probably because only two validated work set-
tings were involved, resulting in less opportunity for disagreement. This
list is displayed in Figure 26. The knowledge required of non-library
librarians and information professionals (in addition to those at a higher
generic level) includes knowledge of how to learn on an ongoing basis;
knowledge of the performance expected on the job and how it can (and will)
be measured; knowledge of job responsibilities and working conditions;
knowledge of the mission, goals and objectives of the organization
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knowledge of the costs zssociated with library resources (materials,
personnel, space, etc.)

knowledge of methods of resource allocation

knowledge of standards, measures and methods for eva.uating personnel

SIS
make effective, Limely, and well-informed decisions

respen”. for the library

129pect ugers

respect co-workers

desire to leam/try

desire to work to best of ability
positive attitude toward job
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Figure 26

COMPETENCIES GENERIC ACROSS ALL NON-LIBRARY
NORK SEITINGG AND NON-LIBRARY PUNCTIONS

knowledge of how to learn on an ongoing basis

knowledge of performance expected and how it can be measured

knowledge of job responsibilities and working condicions (e.g., range
of duties, probable compensation, benefits, etc.)

knowledge of the mission, goals and objectives of the organization

knowledge of the policies and procedures relevant to section operations

kncwledge of the vari.is resources available within the organization
(2.9., personnel, equipment, etc.)

work independently and in groups

conduct meetings with individuals and groups

anticipate long-range needs of the gection and of in ormation users
design systems and procedures to improve section operations/products
vedget and make projections

optimize the use of organizational and section resources

respect for the section

detemmination/tenacity

tlexibility/versatility

objectivity

open

sense of ethics

willingness to respond to authority, apply and follow oolicy
attention to detail

desire to remain current in specific and general subject field
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for which one works; knowledge of policies and procedures relevant to the
section within which the professional works; knowledge of the various
resources available within the organization, including personnel, equip-
ment, facilities, etc. & *1ls include the ability to work independently
and in groups; conduct meetings with individuals and groups; anticipate
long-range needs of the section and of information users; design systems
and procedures to improve section operations and products; budget and make
proiections; and optimize the use of organization and section resources.
The essential attitudes include respect for the section; determination or
tenacity; flexibility or versatility; objectivity; open-mindeiness; sense
of ethics; willingness to respond to auchority, apply and follow policy;
attention to detail; and desire to remaia current in both the specific and
general subject fields of the librarian and information professional.

The next level of generic campetencies jdentified are those across
functions by work setting. 1n othe: words, we extracted those canpetencies
that are reguired of all lib: .rians and information professionals who work
in academic 1lihraries, public libraries, school libraries, special
libraries, database producer organizations, and information centers or
clearinghouses. The sets of generic campetencies for each work setting are
displayed n Figures 30 to 35.

As before, the additivity of the hierarchy still stands. Thus, the
conpetencies needed by a librarian working in an academic library, for
example, are added to those competencies identified as essential for all
librarians and information professionals working in libraries, and to those
considered generic to all professionals. Entry level professionals in
academic libraries need knowledge of how to learn on an ongoing basis;
knowledge of performance expected of them and how such performance can, and
will, be measured; knowledge of job responsibilities and work ing
conditions; knowledge of the policies and procedures relevant to the
library; knowledge of the various resorrces available within the library;
knowledge of library users' inforwation needs; and knowledge of the
collection, and of related collections. At the senior professional level,
the following knowledge is required: knowledge of public relations
techniques; knowledge of statistical description, analysis, interpretation
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Figure 27

COMPETENCIES GENERIC ACROSS ALL PUNCTIONS WITHIN
THE ACADEMIC LYBRARY SETTING

ENIRY LEVEL

knowledge of how to leam on an angoing basis

knowledge of performance expected and how it can be measured

knowledge of job responsibilities and working conditione (e.g., range
of duties, probable caompensation, benefits, etc.)

knowledge of the policies and procedures relevant to the library (or
information center)

knowledge of the various resources available within the librazy (e.g.
persannel, equipment, etc.)

knciledge of the users' information needs and requirements

knowledge of the collection, and of related collections

knowledge of public relations techniques

knowledge of statistical description, analysis, interpretation and
presentation

knowledge of cost analysis and interpretatiun methods

knowledge of altemative management s“ructures and their implications
for the operation of the li’rary

state-of-the-art knowledge of library research and practice

ENIRY LEVF.

establish rapport with users and colleagues

work independently and in groups
develop criteria for evaluation




MID L2VEL

skills listed above are developed to a greater extent
perceive the needs of the organization and not just the library
anticipate long-range needs of library

skills listed above are developed to a greater extent
apply methods of measurement and evaluation

budget and make projections

optimize the use of likrary resources

respect for profession

respect for the parent. organization

support of co-workers

conf idence

faimess

abjectivity

willingess to respand to authority, apply and follow policy
attention to detail




and presentation, knowledge of cost analysis and interpretation methods,
knowledge of altermative management st.uctures and their implications for
operating the library; and state-of-the-art knowledge of library-related
research and practice.

The skills essential for the academic librarian to possess include
the ability to establish rapport with users and colleagues; work indepen-
dently and in groups; develop criteria for evaluation of personnel,
systems, services, operations, etc., at the entry level. At the mid level,
these skills are required to a greater degree of development and, in
addition, the ability to perceive the needs of the organization (in this
instance, an educational institution) and not just the library itself, and
to anticipate the long-range needs of the library are essential. Senior
level professionals require all the skills required at lowar levels, but to
a more developed degree, as well as the ability to apply methods of
measurement and evaluation, budget and meke projections, and optimize the
use of the library.

Attitudes considered essential to the academic librarian include
respect for the profession; respect for the parent institution; support for
co-workers; confidence; fairness; objectivity; willingness to respond to
authority, apply and follow policy; and attention to detail.

The campetencies essential foi successful performance as a public
librarian are veLy similar to those for the academic librarian, as
displayed in Figure 28. 1In the public library setting, entry level
librarians and information professionals should possess knowledge of the
users of information services and products, the characteristics of these
users and their information use habits. The ability to make decisions and
recommendations based on available information is a skill considered
essential in public libraries. Other differences relate to the attitudes
of the librarians and information professionals. In the public library,
sensitivity to the needs of others, flexibility and versatility, a sense of
ethics, *illingness to risk failure, and a service orjentation are
considered essential attitudes.
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Figure 28

COMPETENCIES GENERIC ACROSS ALL FUNCTIONS WITHIN
THE PUBLIC LIERARY SETTING

knowledge of how to leamn on an ongoing basis

knowledg? of the users of the services and products, their
characteristics and information habits

knowledge of performance expected and how it can be measured

knowledge of job responsibilities and working conditions (e.g., range
of duties, probable campensation, benefits, etc.)

knowledge of the policies and procedures relevant to the library (or
information center)

knowledge of the users' information needs and requirements

knowiedge of the collection, and of related collections

MID LEVEL
greater depths of knowledge specified above
LEVEL
knowledge of public relations techniques
knowledge of statistical description, analysis, interpretation and
presentation

knowledge of cost analysis and interpretation methods
state-of-the-art knowledge of library research and practice

ENIRY LEW,

make decisions and recammendations based on available information
work independently and in groups

gkills listed above are developed to a greater extent
perceive the needs o° the cammnity and not just the library
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skille listed above are developed to a greater extent
apply methods of measurement and evaluation

budget and make projections

optimize the use of library resources

respect for profession
respect for the parent organization

sensitive to others' needs

faimess

flexibility/versatility

inquisit iveness

patience

sense of ethics

willingess to respond to authority, apply and follow policy
willingness to risk failure
service orientation




Competencies generic across all functions within the school litrary
setting are displayed in Figure 29. Here, for the first time, we begin to
see the appearance of same of the general library and information science
knowledge: knowledge of alternative approaches to the organization of
information and knowledge of alternative approaches to retrieval of
information. Other knowledge that has not been considered essential in
either the academic or public library work settings is knowledge of the
structure of the organization (i.e., the school) and the role of the
library within it, and knowledge of the various projects, programs and key
persannel within the organization.

School libraries consider the ability to arbitrate and negotiate,
and to isolate and define problems and solve them, as necessary skills.
They also consider it essential to like children. Other important atti-
tudes that did not emerge as necessary for academic or pvhiic librarians
are determination, tenacity, attention to detail, and willingness to take
initiative.

The competencies considered essential for special librarians are
displayed in Figure 30. They are essentially an accumilation of those
conpetencies considered essential in other types of libraries. However,
certain attitudes and perspectives do seem to emerge as relevant to specizl
librarians, including respect for parent organization, view of library as
part of a larger information enviromment, view of library as an
organization itself, and a desire to grow professionally.

Campetencies that are generic across all functions within the in-
formation center/clearinghouse work setting are displayed in Figure 31. The
most obvious difference between this set of generic competencies and the
preceding sets is the need for subject knowledge in an appropriate field.

Finally, the competencies generic to all database producer environ-

ments are displayed in Pigure 32. Only two attitudes were identified as
generic- respect for users and emotional stability.
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Figure 29

COMPETENCIES GENERIC ACROGS ALL FUMCTIONS
WITHIN THE SCHOOL LIBRARY SEYTING

knowledge of alternative approaches to the organization of information

knowledge of altermative approaches to retrieval of information

knowledge of the users of the services and products- their
characteristics and information habits

knowledge of the mission, goals and objectives of the organization
served

knowledge of the structure of the organization and the role of the
library (or information center) within the organization

knowledge of the various projects and key personnel -ithin the
organization

knowledge of the policies and procedurzs relevant to the library (or
informet ion center)

knowledge of the various resources available within the library (e.g.
personnel, equipment, etc.)

knowledge of the users' information needs and requiremente

knowledge of the collection, and of related collections

MID LEVEL
greater depths of knowledge specified above

greater depths of knowledge specified above
knowledge of public relations techniques

knowledge of statistical description, analysis, interpretation and
presentation

159




establish rzpport with users and colleaques

make decisjons and recamendations based on available information

work independently and in groups

isolate and define problems and develop the necessary criteria and
action for their solution

skills listed above are developed to a greater extent

perceive the needs of the organization and not just the library
anticipate long-range needs of li:-rary

design systems and procedures to improve library operations
arbitrate and negotiate

skills listed above are developed to a greater extent
apply methods of measurement and evaluation

budget and make projections

optimize the use of library resources

like people in general

like children

like to help people

sensitive to others' needs

like to work with others/as a team

like to work on own

supportive of co-workers

detemmination/tenacity

flexibility/versatility

cbjectivity

open-mindedness

patience

resourceful

sense of ethics

willingness to take injtiative

attention to detail

service orientation

willingness to pramote library and its services
desire to grow professionally

desire to remain current in specific and general subject field
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Figure 30

COMPETENRCIES GENERYC ACROSS ALL FUNCTIONS WITHIN
THE SPECIAL LIBRARY SEYTING

ENTRY LEVEL

knowledge of definition, structure, and formats of information

knowledge of alternative approaches to retrieval of information

knowledge of how to leam on an ongoing basis

knowledge of the users of the services and products, their character-
istics and information habits

knowledge of performance expected and how it can be measured

knowledge of job responsibilities and working conditions (e.g., range
of duties, probable compensation, benefits, etc.)

knowledge of the mission, goals and objectives of the organization
served

knowledge of the structure of the organization and the role of the
library (or information center) within the organization

knowledge of the policies and procedures relevant to the library (or
information center).

knowledge of the various resources available within the library (e.g.
persannel, equipment, etc.)

knowledge of the users' information needs and requirements

knowledge of the collection, and of related collections

MID LEVEL
greater depths of knowledge specified above
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greater depths of knowledge specified above
knowledge of public relations techniques

knowledge of statistical description, analysis, interpretation and
presentat ion

knowledge of cost analysis and interpretation methods

knowledge of altemative management structures and their implications
for the operation of the library

state-of 4he-art knowledge of library research and practice

establish rapprrt with users and colleagues

make decisions and recommendations based on available information

isolate and define problems and develop the necessary criteria and
action for their solution

skills listed above are developed to a greater ext nt
perceive the needs of the organization and not just the library
anticipate long-range needs of 1.brary

design systems and procedures to improve library operations
arbitrate and negotiate

skills listed above are developed to a greater extent
apply methods of measurement and evaluation

hudget and make projections

optimize the use of library resources
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respect fcr profession

respect for the parent organization
like people in general

like to help people

sensitive to others' needs

like to work with others/as a team
supportive of co-workers

conf idence

determination/tenacity

emotional stability

faimess 4
flexibility/versatility
objectivity S
open-mindedness

patience

resourceful

sense of ethics

tolerance

willingess to respond to authority, apply and follow policy
willingness to risk failure

attention to detail

service orientation

view of library as part of a larger information enviromment
view of library as an organization

desire to grow professionally

desire to remain current in specific and general subject field
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Figure 31

COMPETENCIES GENERIC ACROSS ALL PUNCTIONS WITHIN THE
TRFORMNTION CENFER/CLEARTNGHOUSE SEITING

knowledge of the primary subject field of users served (e.g.,
eCucation, medicine, chemistry, law, etc.)
knowledge of the users' information needs and requirements

MID LEVEL
greuter depth- of knowledge specified above
LEVEL

greater depths of knowledge specified above

knowledge of tr~ costs associated with resources (materials, personnel,
space, etc.)

knowledgé of standards, measures and methods for evaluating perronnel

SKTUS
TEVEL

skills listed above are developed to a greater extent
apply methids of measurement and evaluztion

respect for profession

respect for the parent organization

respect co-workers

like to work on own

supportive: of coworkers

willingness to take iniciative

reslization that there is no single "right" way to achieve the goals of
the section/organization

desire to leam/try

willingness to rink failure

desire to work to best of abiiity

willingness to get hands dirty

poeitive attitude towsd job
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Pigure 32

COMPETENCTES GENERIC ACROSS ALL FUNCTIONS WITHIN

''HE DATABASE PRODUCER ShPFFING

respect users
emotional stability
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COMPETENCIES GENERIC ACROSS WORK SETTING BY FUNCTION

Our final analysis of generic sets was to consider those compe-
tencies that were validated as essential to the successful performance of
an information-related function regardless of the setting within which it
is performed. Upon completion of the validation exercise, we had received
a minimum of 10 validated sets for ten of the functions: acquisitions,
cataloging, circulation and user services. collection maintenance, inter-
library loan, indexing and abstracting, management, secials control,
thesaurus construction and control, and reference and information analysis.
The competencies generic to each of these information-related functions are
displayed in Figures 33 to 42. As before, in order for a campetency to be
considered generic to a function, it must have been scored as "essential”
by over 50 percent of the respondents for that function in each work
setting -vpropriate to that function.

Campetercies generic to the acquisitions function, displayed in
Figure 33, include knowledge of acquisitions tools and sources of biblio-
graphic information, knowledge of acquisition methods and techniques,
knowledge of how to perform the wvarious acquisition activities (all
activities jdentified are listed in Volume 2), knowledge of how to use the
acquisitions tools and sources of bibliographic information, and knowledge
of how to apply the acquisitions methods and techniques, at the ertry
level. At the mid level are included knowledge of the cperations of other
sections of the library/organization and how they relate to acquisitions,
and knowledge of available vendor-epplied systems, services and products
to support acquisitions. At the senior professional level, stat>—of-the-
art knowledge of library and information science research and practice 2s
it relates to acquisitions is added.

The skills that are generic to the acquisitions function include,
at the mid level, the ability to perceive the needs of the organization or
camunity and not just the library; ani at the senior professional level,
the ability to apply metlods of measurament and evaliation in addition to
the skills required at the lower levels.
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Pigure 32

ACQUISTTIONS COMPETENCIES GENERIC ACROSS ALL WORK SEFTINGS

knowledge of acquisition tools and sources of bibliographic information

knowledge of acquisition methods and techniques

knowledge of how to perform the various acquisition activities

knowledge of how to use the acquisitions tools and sources of
bibliocgraphic information

knowledge of how to apply the acquisitions methods and techniques

MID LEVEL
knowledge of the operations of other sections in the library/
organization and how they relate to acquistions
knowledge of available vendor-supplied systems, services and products
to support acquisitions
SENIOR LEVHL
state-ofthe-art knowledge of library and information science research
and practice as it relates to the acquisition of print and non-print
materials and the support of data collection in specific subjects
SKILLS
MID LEVEL
perceive the needs of the organization and not just the library
SENIOR IEVEL

skills listed above are developed to a greater extent
apply nethods of measurement and evaluation
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If you are wondering why this list is relatively short, and why no
attitudes appear in the 1list, it is because the campetencies listed in
other generic sets shruld be added to each set described in this section.

Competencies generic to librarians and information professionals |
performing the cataloging function are displayed in Pigure 34. As with the |
acquisitions function, a set of generic competencies emerges relating to
knowledge of relevant tools, sources of information, methods, techniques,
how to perform the activities, hcw to use the tools and sources of
information, and how to apply the methods and techniques. Additional
knovledge essential to the cataloging function includes knowledge of the
definition, structure and formats of informetion; knowledge of the function
itself, the range of services and products offered; and knowledge of the
users' information needs and requirements. At the senior level, knowledge
of statistical description, analysis, interpretation and presentation;
knowledge of cost analysis and interpretation methods; and knowledge of
altermative management structures and their implications for the operation
of the library/section are added.

Required skills for the cataloger include the ability to collect,
analyze and interpret data, make decisions and recommendations, and
identify and solve problems. Attitudes include respect for the parent
organization, willingness to work alone and in groups, confidence,
neatness, resourcefulness, desire to grow professionally, etc.

The competencies, generic across all work settings, that relate to
circulation and user services follow a similar pattemn to those previously
described. Included are knowledge of the definiticn, structure, and for-
mats of information; knowledge of users; knowledge of the function itself;
knovledge of the activities required to offer the services and products,
and how to perform them; knowledge of systems, methods and techniques, and
how to use and "7 them; knowledge of policies and procedures, resources,
collections and users of the specific library or information unit within & -
organization,
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Figure 34

CATALOGING COMPETENCIES GENERIC ACROSS ALL WORK SEXTINGS

knowledge of definition, structure, and formats of infor= :fon

knowledge of the cataloging function, the range of services and
products offered (both actual and potential)

knowledge of the cataloging activities that are required to offer the
services and produce the products

knowledge of cataloging tools and sources of bibliographic information

knowledge of cataloging methods and techniques

knowledge of how to perform the var‘ous cataloging activities

knowledge of how to use the cataloging tcols and sources of
bibliographic information

knowledge of how to apply the cataloging methoCs and techniques

knowledge of the users' information needs and requirements

knowledge of the operations of other sections in the library/
orgar.azation and how they rel: to cataloging

knowledge of statistical description, analysis, interpretation and
presentation

knowledge of cost analysis and interpretation methods

knowledge of altemative management structures and their implications
for the operation of the library/section

stzte-of-the-art knowledge of related research and practice

SIS
ENIRY LEVEL
coliect, analyze and interpret data
make decisions and recammendat ions based on available information
is -ate and define problems and develop the necessary criteria and
action for their solution
NID LEVEL

skills listed above are developed to a greater extent
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skills listed above are developed to a greater extent
apply methods of measurement and evaluation

respect for the parent organization

like to work with others/as a team

like to work an own

confidence

emotional stability

faimess

inquisitiveness

neatness

patience

resourceful

view of library as part of a larger information enviromment
ability to sacrifice short-term gains for long-tem goals
desire to grow professionally




The skills required to perform the circulation and user services
function include those listed under acquisitions and cataloging. Also
esgential is the ability to establish rapport with users and colleagues.
Attitudes are also similar tc those included in preceding lists, with the
addition of willingness to perform clerical tasks. These campetencies are
displayed in Figure 35,

The campetencies generic to other functions follow much the same
pattern and are displayed in Figures 3G to 42. Interesting differences
include the requirement for subject knowledge for the collection mainte-
nance, indexing and abstracting, thesaurus construction and control, and
the reference and information analysis functions. Abstractors, indexers,
and vocabulary constructors need knowledge of proofreading techniques and
procedures, and quality and production control techniques and procedures.
Certain types of work are essentially sedentary and require the ability to
perform sedentary work, such as indexing and abstracting, and thesaurus
construction.

The management function appears to require a highly comprehensive
set of campetencies, as might be expected. They include, for exanrle,
knowledge of alternative approaches to the organization, retrieval and
management of information; knowledge of available and emerging information
technologies and their applications; knowledge of the expanding information
community; knowldege of the contracting process; ability to supervise
staff; ability to apply methods of measurement and evaluation, tolerance;
and political sense.
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knowledge of definition, structure, and formats of information

knowledge of the users of the services and products, their
characteristics and information habits

knowledge of the circulation function, the range of services and
products { “fered (buth actual and potential)

knowledge of the circulation activities that are required to offer the
services and produce the products

knowledge of circulation systems

knowledge of circulation methods and techniques

knowledge of how to perform the various circulation activities

knowledge of how to use the circulation systems

knowledge of how to apply the circulation methods and techniques

knowledge of the policies and procedures relevant to the library (or
information center)

knowledge of the various resources available within the library (e.g.,
persannel, equipment, etc.)

knowledge of the users' information needs and requirements

knowledge of the collection, and of related collections

knowledge of the operations of other sections in the library/
organization and how they relate to circulation and user services

knowledge of statistical deacription, analysis, interpretation and
presentation

knowledge of coet analysis and interpretation methods

knowledge of alternative management structures and their implications
for the operation of the library/section
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EURY LEVEL

perform each activity

establish rapport with users and colleagues

make decisions and recammendations based on available information
MID LEVEL

skills listed above are developed to a greater extent

perceive the needs of the organization and not just the library
SENIOR LEVRL

skills listed above are developed to a greater extent
apply methods of measurement and evaluaiion

respect for profession

respect for the parent organizatian
like people in general

like to help people

like to meet people

sensitive to others' needs

like tec work with others/as a team
like to work on own

suppcrtive of co-workers

enjoy managing/supervising others
confidence

cheerfulness

diplamacy

emotional stability

faimess

optimism/positive attitude

patience

resourceful

sensitive/thoughtful

tolerance

willingness to take initiative

willingness to do clerical tasks

service orientation

willingness to promote library and its services
view of library as part of a larger information enviromment
ability to see broad picture

desire to grow professionally
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Figure 36

OOLLECTTON MAYRIENANCE OPPEIENCIES GENERIC ACROSS
ALL WOSK SEFTINGS

knowledge of the primary subject field of users served (e.g., medicine,
chemistry, law, etc.)

knowledge of the users of the se-vices and products, their
characteristics and information habits

knowledge of the collection maintenance function, the range of services
and products offered (both actual and potential)

knowledge of the collection maintenance activities that are required to
offer the services and produce the prceducts

knowledge of collection maintenance tools and sources of information

knowledge of collection maintenance methods and techniques

knovledge of how to perform the various collection maintenance
activities

knowledge of how to use the collection maintenance tools and sources

knowledge of how to apply the collection maintenance methods and
techniques

knowledge of the users' information needs and requirements

knowledge of the collection, and of related collect’ ons

greater depths of knowledge specified above

knowledge of the operations of other sections in the library/
organizization and how they relate to cnllection maintenance

knowledge of public relations techniques

knowledge of statistical description, analysis, inte )retation and
presentat ion

knowledge of cosc analysis and interpretation methods

knowledge of altemnative management structures and their implications
for the operation of the library/section

state-of-the-art knowledge of related research and practice




ENIRY LEVEL
establish rapport with users and colleagues

skills listed above are developed to a greater extent
perceive the needs of the organization and not just the library

LEVEL
apply methods of measurement and evaluation

respect for profession

respect for the parent organization
like to work with others/as a team
supportive of co-workers

conf idence

emot ional stability

fairness

optimism/positive attitude
tolerance

willingness to take initiative




S

Figure 37

INTERLIBRARY LOAN COMPETENCIES GENERIC ACPOSS ALL WORK SEITINGS

knowledge of the interlibrary loan function, the range of services and
products offered (both actuai and potential)

knowledge of the interlibrary loan activities that are required to
offer the services and produce the products

knowledge of interlibrary loan tools and sources of information

knowledge of interlibrary loan methods and techniques

knowledge of how to perforr ‘“he various interlibrary loan activities

knowledge of how to use the interlibrary loan tools and sources

knowledge of how to apply the interlibrary loan methods and techniques

knowledge of the users' information needs and requirements

knowledge of the collection, and of related collections

greater depths of knowledge specified above

knowledge of the operations of other sections in the library/
organization and how they relate to interlibrary loan

knowledge of available vendor-supplied systems, services and products
to support interlibrary loan

SENIVR LEVEL

greater depths of xncwledge specified above

knowledge of public relations techniques

knowledge of statistical description, analysis, interpretation and
presentation

knowledge of cost ana_ysis and interpretation methods

knowledge of alternmative management struci.:es and their impiications
for the cperation of the (ibrary/section
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establish rapport with users an? colleagues

make decisions and recammendations based on available information
MID LEVEHL

skills listed above are developed to a greater extent
perceive the needs of the organization and not just the library

SBNIOR LEVEL,
skills listed above are developed to a greater extent

apply methods of measurement and evaluation

like to help people

sensitive to others' needs

like to work with others/as a team
like to0 work on own

supportive of co-workers

patience

resourceful

sense of ethics

tolerance

service orientation

view of library as an organization
desire to grow professionally
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Figure 38

INDEXTNG/ABSTRACTING COMPETENCIES
GENERIC ACROSS ALL WORK SETTINGS

knowledge related to literacy, numeracy, communications, etc.

knowledge of the primary subject field of users . .ved [e.g. medicine,
chemistry - law, etc.)

knowledge ot the wriexing and abstracting functicns, the range of
services and j-oducts offered (both actual and potential)

knowledge of the activities that are required to offer the services and
produce the products

knowledge of indering tools

nuowledge of indexing and abstracting methods and techni-es

kncwledge of how to perform the various activities

wowledge of how to use the indexing tools

knowledge of how to apply the indexing and abstracting methods and
techn

knowledge of proofreading techniiues and procedures

greater depths of knowledge sponified above

knowledge of the operations of other sections in the organization ané
how they relate to indexing/abstractina

knowledge of quality and production control techniques and procedures

SENIOK LEVEL

greater depths of knowledge specified atx- e

knowledge of available vendor-supplied systems, services and preducts
to support indexing/abstracting

strte-of-the-art knowledge of research and practice in indexing ad
abstructing techniques
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perform each activity

apply indexing and abstracting rules consistently
perceive the information needs of the user

pe: form sedentary work

MID-Livad,

skills listed above are developed to a greater extent
conduct an interview

conduct meetings with individuals and grouos
supervise staff

SENIO? L¥ H.
skills lieted above are developed to a greater extent

like to work on own

imaginzcion

‘e2._ dtion that there is no single "right way" to achieve the goals of
the section/organization

willingness to risk failure

willingness to get hands dirty

ability to see broad picture

desire to remain current in specific and general subject field
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Figure 39

MANAGEMENT COMPETERCIES GEMERIC ACROSS ALL WORK SETVINGS

knowledge of definiticn, structure, and formats of information

knowledge of alternative approaches to the organization of information

knowledge of alternative approaches to retrieval of management
information

knowledge of altemative approaches to information management

knowledge of available and emerging information technologies and their
applications

knowledge of coampleted and ongoing research in the field and its
applicability to practice

knowledge of career opportunities

knwledge of the expanding information community, its participent: and
their interrelationshipe (social, econamic, technical, etc.)

knowledge of the users of the services and products, their
characteristics and information habits

knowledge of the management function, the range of services and
products uffered (both actuai and potential)

knowledge of the management activities that are required to offer the
services and produce the products

knowledge of management tools and sources of information

~.mledge of management methods and techniques

knowledge of how to perform the various activities

knowledge of how to use the management tor s and sources of management
information

knowledge of how to apply the management methods and techniqu-~s

knowledge of personniel procedures

knowledge of the operations of other sections in the library/
organization and how they relate to management.

knowledge of the contracting process, both in general and within the
organization

knowledce of evaulation methods and techniques to evaluate systems,
scrvices and procucts

knowledge of public relations techniques

knowledge of cost analysis and interpretation methods

knowledge of altemative management structures and their implications
for tb: operation of the library/section

knowledne of the: users' information needs and requirements

knowledye of the collection, and of related collections
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establish rapport with users and colleagues

conduct an interview

collect, analyze and interpre: data

make decisions and recammendations bamd on available informacion

supervise staff

develop criteria for evaluation

isolate and de“ine problems and develop the necessary craiteria and
action for their solution

perceive the needs of the organization and not just the library

arbitrate and negotiate

apply methods of measurement and evaluation

NITTIUDES
respect for profession )
respect for the parent organization
like people in general
like to help people
like to meet people
sensitive to others' needs
like to work *-ith others/as a team
like to work on own
supportive of co-workers
enjoy managing/supervisinc others
assertiveness
compassion/kindness
conf idence
diplamacy
exotional stability
fairmess
imagination
inquisitivencss
leadership ability
optimiam/positive attitude
patience
resourceful
sensitive/thoughtful
tolerance
willingness to take initiative
willingness tr fail
gervice orientation
organizational identity
willingness to promote library and its services
view of library/section as part of a larger information environment
view of library/section as an organization
ability to see broad picture
ability to sacrifice short~temm gains for long- ‘erm goals
political sense
desire to grow professionally
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Figure 40

SERTALS CONTROL COMPETENCYL. .3 GEMERIC ACROSS ALL WORK SEFTINGS

knowledge of definition, structure, and formats of information

knowledze of alternative approaches to retrieval of information

know2edge of the serials control function, the range of services and
i-roducts offered (both actual and potential)

knowledge of the uerials control activities that are required to offer
the services and produce the products

knowledge of serials control tools and sources of bibliographic
information

knowledge of serials control methods and techniques

knowledge of how to perform the various serials control activities

knowledge of how to use the serials control tools and sources of
bibliographic information

knowledge of how to apply the serials cont:i.! methods and techniques

knowledge of the users' information needs and requirements

knowledge of the collection, and of related collections

knowledge cf the operations of other sections in the library/
oiganization and how they relate to serials control

knowledge of available vendor-supplied systems, services and products
to support serials control

knowledge of the omtracting process, both in general and within the
organization

knowledge of evaluation methods and techniques to evaluate systems,
services and products

knowledge of public relations techniques

knowledge of statistical des~ription, analysis, interpretat’an and
presentation

knowledge of cost analysis and interpretation methous

knowledge of alternative management structures and their implications
for the operation of the library

state-of -the-art knowledge of -elated research and practice
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perform each ac:ivity

establish rapport with users and c«..leagues

make decisions an” recammendations based on available information

isolate and define problems and develop the necessary criteria and
action for their solution

MID LEV™,

skills listed above are developed to a greater extent
perceive the needs of the organization and not just the library

SENIOR LEVEL
apply methods of measurc ient and evaluation

like to work with others/as a team
like to work on own

supportive of co-workers
enjoy managing/supervising others
conf idence

patience
resourceful
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Figure 41

THESAURUS DEVELOPMENE & CONTROL COMPETE
GENERIC ACHOSS ALL SEYTINGS

SENTR. LEVEL

knowledge of the primary subject field of users served (e.g., meCicine,
chemistry, law, etc.)

knowledge in greater depth in specific subjects, (e.g., neurocanatamy,
neurophysiology, neurosurgery, etc.)

knowledge of definition, structure, and formats of information

knowledge of alternative approaches to retrieval of information

kaowledge of the users of the services and products, their
characteristics and information habits

knowledge of the thesaurus development and control functions, the range
of services and products offered (both actual and potential)

knowledge of the activities that are required to offer the services and
produce the products

knowledge of the various resou'ces that are necessary to support the
activities

knowledge of reference tools in specific subject areas

knowledgel ¢ methods and techniques for thesaurus development and
contro,

knowledge of how to perform the various activities

lmowledgelof how to use specific tools for thesaurus & lopment and
contro,

knowledge of how to apply the methods and techniques of thesaurus
development and control

knowledce of proofreaciing techniques and procedures

knowledge of available systems, services and products to support
thesaurus developmerit and control

state-of-the-art knowledge of research and practice in thesaurus
development and control techniques

knowledge of the structure of the organization and the role of the
section within the organization

knowledge of how the thesaurus terms are used by indexers

-nowledge of the operations of other sections in the organ’z:ion and
how they relate to thesaurus development and control
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apply consistently the guidelines for thesaurus development and control

locate and use appropriate reference tools to provide subject support
in thesaurus development and control

perceive the information neede of the thesaurus user

collect, analyze and interpret data

make decisions and recommendations based on available information

work independently and in groups

perform sedentary work

develop criteria for evaluation

isolate and define problems and develop the necessary criteria and
action for their solution

arbitrate and negotiate

respect for the parenc organization

respect users

like to help people

lik : to work with others/as a team

supportive of co-workers

diplamacy

imagination

inquiritiveness

willingness to take initiative

realization ttat there is no single “right" way to achieve the goals of
the sectinn/organization

ability to see broad picture

desire to remain current in specific and general subject field
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Pigure 42

REPERENCE QUMPETENCIES GENERIC ACROSS ALL WORK SZYTINGS

knowledge of the primary subject field of users served (e.g., medicine,
chemistry, law, etc.)

knowledge of definition, structure, and formats of information

knowledge of the users of the services and products, their
characteristics and information habits

knowledge of the ceference function, the range of services and products
offered (both actual and potential)

knowledge of the activities that are required to offer the services and
produce the products

knowledge of reference/referral tools and sources of information

knwledge of reference/referral methods and t

knowledge cf how to perform the various activities (e.g., conduct
reference interviews, analyze user requests, select reference
sources, formulate search, etc.)

knowledge of he« to use the reference/referral and other sources

knwledge of how to apply the reference/referral methods and techniques

knowledg: of the collection, and of related collections

knowledge of the operations of other sections in “he library and aow
they relate to reference

knowledge of available vendor-supplied systems, services and products
to support reference

knowledge of cost aralysis and interpretation methods
knowledge of alternative management structurss and their implications
for the operation of the 1iL.
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ERTRY LEvE,

perform each activity

establish rapport with users and colleaques

conduct an interview

make decisions and recamendat ions based on available information

RID LRVEL,

skills listed above are developed to a greater extent
perceive the needs of the organization and not just the library

SENIOR LEVEL
apply methods of measurement and evaluation

ATTTTUDES

Iespect for profession

respect for the parent orcanization
like people in general

like to help people

like to meet people

like to make others feel canfortable
sensitive to otherg' needs

optimism/poeitive attitude

patience

resourcefui

tolerance

willingness to take initiative

service orientation

willingness to pramote library and its services

view gf library/organization as part of a larger information
eanv t

ability to see broad picture

curjoeity

desire to grow professionally
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COMPETENCIES SPECIFIC TO FUNCTIONS AND WORK SEYTINGS

Campetencizs specific to the functions and work settings listed at
the beginning of this chapter have been jdertified and validated. These
conpetericies have also been organized by the three professional levels. A
conplete set of the specific campetencies are included in Volume 2 of this
report. An example of the specific competencies considered importsnt for a
special librarian performing the roference function is included at the end
of Chapter 2.

The competencies are organized according to the framework described
in Chapter 2. It is important to understand the distinction between
functions performed and positions or job titles. Our rationale behind the
functional approach was that we were more concerned with what librarijans
and information professionals do, rather than what they are called. In a
single-person library therefore, the librarian or information professional
will undoubtedly perform more than a single function. In using and
interpreting the campetency data in Volume 2, it is importan:t to consider
the functions beiny performed by the professionals and the activities being
performed to detemmine which competencies are appropriate. We have been
comprehensive rather than exclusive in our approach and the data should be
carefully reviewed before being used for any specific purpoee.

&
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CHAPTER 6
PUCATIONAL RE(UIREMENIS AND INPLICATIONS

The various analyses that were conducted of the listings of
knowledge, skills and attitudes, deemed either essential or desirable for
successful performance by librarians and information professionals, yield
results with implications for a number of different aspects ¢of the
educational/leaming process. This overall process described, in an ideal
sense, in Chapter 1 is a cyclical process involving the identification of
capetency requirements, determination of education and training require-
ments, design and implementation of curricula for canpetency attainment and
" monstration of campetency achievemen*. through performance in the work-
Place. This process is a continucus one as the environment within which
professional development occurs is constantly changing. As we move from an
industrial and manufacturing national econamy to one based increasingly on
information services and products, the coanges are accelerating, primarily
as a result of the continued development of new informatisn technologies
and an increzsing awareness of the availability and value of informatinn on
the part of users. Thus, if the educational process is to keep pace with
such developments, the cycle for achieving librarian and information
professional competencies needs to be accelerated accordingly. The respon-
sibility for so doing rests firmly on the shoulders of all participants in
this process: educators, professional societies, eaployers, and profes-
rionals themseives,

One of the clearest results of the project is that, in cansidering
librarian and information professional campetencies required in the
workplace, there are same crpetencies that can be acquired through formal
programs of education, some that can be acquired through continuing
education, same that can be acquired through training and yet others that
can aly be a~quired on the job. This may seem cbvious, yet it is an
important point. Toc often employers complain that librarians and
information professiona’s fand in particular those who work in libraries)
are not prepared vpon starting work to perform the required tasks. This
attitude or exvectation that professionals who have rompleted their
educrtion should bs able to walk "cold" into an organization and start to

175 189




work effectively and productively is perhaps a reeiduml from the days when
professionals were aspprenticed to an organizmtion. In other professions
recent graduates — physicists, chemists, statisticians, etc. — are not
expected to perform as fully-fledged professionals. There is a period of
orientation and training that occurs on the job and, without which,
Professionals cannot perform effectively.

The problem that seems to prevail, to same degree, in the informa-
tion profession is one of a miasmatch of expectations and responsibilities
vhich can only be overcome through increased commnication amongy partici-
pants in the overall educational process. It is hopad that the results of
this project will stimulate such cammmication, if only by providing a
camon framework for discussion and debate,

We view the primary requirements emerging from this project falling
into five main categories:

e requirements for formal education

e requirements for training

e requirements for ~ontinuing education and training

e requirements for career planning and professional development
e new directions for the future.

These are discussed below.
REQUIREMENTS FOR FORMAL EDUCATION

Many of the requirements of librarians and information profession-
als are already in place, predaminately in schools of librarianship (or
schools of librarianship which have various names relating to information).
Other requirements we have identified should be integcable into existing
programs with only minor modifications or expznsions. Yet others may
require complete design and development of courses, or restructuring of
existing courses or ograms. Bowever, it is not our purpose here to
discuss how the various requirements identified are or should be converied
into camponents of educational programs. That is the prerogative of
individml institutions. Instead, we discuss the requirements themselves.
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One of the major requirements that emerges is the need for subject
knowledge, that is, knowledge of specific subject areas usually to the
Bachelor's degree level. This requirement is becoming increasingly
important as more librarians and infomation professionals are performiny
functions which involve direct interaction with end users. As thi.
interaction increuses and as users expect increasingly sophist icated
services, this subject knowledge requirement will became increasingly
important. In conducting interviews in many different types of organiza-
tions employing librarians and information professionals, the need for
people with specific subject backgrounds (particularly in scientific and
cechnical disciplines) was expressed repeatedly.

Another rejquirement considered to be of increasing importance is
that relating to the broad-based library and information science knowledge.
At the present time, the only source of education relating to such knowl-
edge is formal education programs. Exarmples of types of knowledge required
are inowledge of the structures and organization of information, management
of information, and knowledge of information handling technologies,
techniques, methods, etc. The acquisition of such knowledge is especially
important as librarians and other information professionals move into more
responsible and managerial positions. However, this knowledge is also
important for professionals, from entry into the profession throughout
their careers, as it provides a context for all their professional activi-
ties, and as indicated in the validations will become very much wore impor-
tant in the future of all librarians and information professionals.

The knowledge of the informa:ion enviromment and trends occurriig
within this environment is also increasingly important. Anothe: reason why
it is importait for librarians and information profesaionals to acquire
such knowledge at the earliest possible time in their professional life is
to provide them with the basis for carestr planning. It is important for
all professionals to understand the totality of the profession they have
selected and it enables them to determine which areas of sg~cialization they
wish to develop, or whether they should prefer to become generalists. The
amount of knowledge required will vary from individuml to irdividumel but
all students entering graduate programs should be exposed to an overview of
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the information environment, its camponents and interrelationships., As the
information enviromment continues to develop and expand in complexity so
will the acquisition of knowledge about this enwvironment and how it is
evolving will become increasingly important.

Another controversial requirement relates to the knowledge of the
work that will be performed in the workplace and the role of speciali-
saation. Our results indicate that many of the competencies required to
perform certain functions are transferrable acroes work settings. Thus, it
appears that specialization should be functionally oriented rather than
oriented towards the type of orcarization within which the work is
conducted., It is interesting to consider that most courses organized by
work setting (i.e., medical librarianship, records management, etc.) must
cover all the functions that will be performed in those settings, if they
are to prepare professicnals to perform well in those settings. It is our
contention that specialization by functi-a is the way programs should
develop. In so doing, graduates can be prepared to apply thair
competencies in a wide range of work settings and increasingly in
non-library settings, the information employment sector generating the
greatest demand at present.

The competencies required by professionals to perform their desig-
nated or chosen functions include knowledge about the function (specializa-
tion); the services and products that are usually and potentiaily offered;
knowledge of the specific tasks or activities that are required; and knowl-
ledge of the systems, tools, techniques and methods, etc. that pertain to
the function. These types of knowledge are generally taught in courses
offered in existing programs. However, in addition to these types of
knowledge, the librarians and informati w professionals need to know and
understand the expectations that employers will have in terms of
performance; the kinds of job responsibilities that will have to be
accepted; the working conditions that can be expected. These are often not
incorporated into traditional educational programs and should be a part of
any professional preparation so that graduates of professional programs are
not totally overawed when moving into the workplace.
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Furthermore, knowledge of a specialized function and all its asso-
ciated tools, etc., and of the responsibilities and expectations placed on
the professional practitioner needs to be supplementel by knowledge of how
to do the work and by development of certain skills in applying the knowl-
ledge. For example, reference librarians need to know rbout the reference
function, about methods such as those used to determine user requirements,
etc. They need to know that to be effective reference librarians they must
interact with users. Learning the techniques of interviewing is important.
But they also need to practice conducting interviews. In other words, they
need to know about reference work (what it is, etc.), how to perform
reference work, and actually to develop the skills to perform reference
work successfully. These three types of competencies form the basis for
specialization in the profession.

There has been much discussion in the literature of whether skills
(typically acquired through training programs) should be included as part
of professional education. One frequently used example is that of online
searching. Some feel that the training of students in the use of online
retrieval systems should not be part of professional education programs,
but should be conducted either on the job or else through continuing
education programs. This philoscphy is overly simplistic. A very
important aspect of education is the development of genmeric skills (i.e.,
transferrable skills). Certainly we expect all graduates to be able to
camunicate well, to make decisions, to solve problems, etc. We should
also expect graduates to be able to put t'eir knowledge to use. This can
only be achieved through gkills acquisi’ion and development. Thus, refer-
ring to the example used above, ariine searching should be taught in
educational programs. However, tris does not mean that these programs
should produce experts in the use and searching of every database or vendor
system they might expect to cose across in the course of their careers.
Rather, they should develop threir skills sufficiently to make them trans-
ferrable, together with the inowledge acquired. This issue of transfer-
ability is becaming increisingly important as new information-related
professional jobe emerge.
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Mother set of competencies assumed of entering professionals, but
often not specifically addressed in existing progams, relates to the com-
petencies expected of all professiorals regardless of the professions they
have chosen. These include such campetencies as the ability to commmicate
well in a variety of mod~s; the ability to manage time effectively; will-
ingness to take or =c-eot responsibility; responsiveness to time con-
straints, etc. All o Be campetencies should be developed during the
formal education process and the assessments used for graduating students
from these programs shculd take these high level generic competencies into
accont. Similar in nature are the attitudes considered essential to
successful performance. Attitudes are often ignored in formel education,
and particularly in assessment. Many consider attitudes to be synonymous
with personality traits and, therefore, unteachable. This is not so.
Attitudes can be instilled in pecple, attitudes can be modified, and atti-
tudes can be leamed. Educational programe should be presented in such
vays as to gemerate and stimulate the existence of positive and other
essential attitudes. Much of the responsibility for attitude development
rests on faculty members. The best way to influence attitude is through
demonstration and example. Faculty members should continually review their
own attitudes toward the profession, themselves and others, and also the
way they are perceived by others.

Many competencies required of librarians anc¢ information
professionals are highly specific to the organizations witl.in which they
work. These cannot be acquired through formal education programs. Never—
theless, it is important that librarians and information professionals
understand the importance of such camwpetencies so that on entering the
workplace they can begin to seek ways of acquiring them.

In times of extensive and rapid change, no single program of educa-
tion can give students all the competencies they need for successful per-
formance throughout their careers. It is important, therefore, that stu-
dents understand the need for ongoing and continuc:s learning. They must
be able to learn how to leam. They must be able to svaluate information
for themselves, to make decisions and to solve problems. These are can-
petencies not only essential to librarians and information professionals,
but to all individuals in order to cope with daily life. However,
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such campetencies cannot be taken for granted since they are so vital to
survival., It is the responsibility of all educational programs to ensure
that their graduates are capable of coping with a changing world, and of
understanding how the competencies they acquire and develop can be
utilized.

Training is a process generally associated with the acquisition of
skills. As mentioned in the previous section, however, the acquisition of
skills is intimately associated with the acquisition of knowledge (espe--
cially "how to" knowledge) . Two major training requirements for librarians
and informatic. professionals have been identified.

The first requirement is the responsibility of the employers of
librarians and information professionals and could be considered as
orientation training. Such orientation should include the acquisition of
knowledge of the organization including its mission, goals and objectives;
knowledge of the structure of the organization and the role of the infor~
mation section within the organization; knowledge of th~ key programs and
individuals within the organization; knowledge c¢f the policies and
procedures relevant to the information section; knowledge of the various
resources available within the organization, including personnel, equip-
ment, facilities; knowledge of job responsibilities, expected performance
and how it will be measured; and 80 on. Much of this knowledge is ‘mparted
to professionals upon entering an organization but those relating more
generally to the organization and its interests are not automatjcally
covered. It is important that employers reccgnize that without this
knowledge it is difficult for librariane and information professionals to
be truly successful, and the time taken to acquire such knowledge on one's
own initiative is not inconsiderable.

The second training requirement complements the training which was
considered an essential component of formal education. It involves train-
ing related to specific systems, tools, methods and techniques and is
acquired within the specific workplace. There, one can caiplement basic
training in the use of online searching with specific training in the use
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of certain online systems and online databases, for example. As before, it
is important that employers recognize that such training may be required as
they cannot expect formal education programs to cover every detail of every
possible system, method, etc., that any librarian or information
professional might encounter.

It is clear that as a result of the amount of change occurring in
the information envircrment and with the emergence and development of new
participants in the information community, continuing education of
librarians and information professionals is extremely important. There
are, as with training, two majc: continuing education requirements.

The first requirement relates to the ever-increasing environment
and body of knowledge relevant to the information profession. Librarians
and information professionals have to cope with new sources of information,
and changing formats of sources requiring new methods and techniques for
exploiting them. They have to face an ever-changing array of new tech-
nologies and devices for processing, storing and accessing information.
Not conly ure the resourcec of their profession changing, but the
camunities, indi,iduals and organizations they are serving aie changing.
Expectations of, and demands placed on, information services are expanding
and increasing.

In order to cope with such change, librarians and information
professionals must continually update and expand their caspetencies. They
themselves must recognize this need, as must their employers and their
respective professional societies.

The seconi continuing education requirement relates to career
progression and the need to upgrade one's competencies accordingly. The
main requirement that emerges is for increased management competencies
including knowledge of the costs associated with resources; knowledge of
resource allocation; knowledge of standards, meesures and methods for
evaluating personnel; ability to anticipate long-range needs; ability to
badget and make projections; ability to optimize the use of information
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resources. As before, continuing education is the means by which develop-
ing professionals acquire new competencies. The recognition and awareness
of career development needs is the responsibility of the professionals,
their employers and the professional sucieties.

KEQUIREMENIS FOR CAREER DEVELOPMENT AND PLARNING

We include this section because much of the responsibility for
continued successful performance of librarians and information
professionals rests with the professionals themselves. Earlier, we
stressed the importance of instilling in professionals the necessary
attitudes for successful performance. These attitudes include a respect
for the profession, desire to work to the best of one's ability, willing-
ness to learn, etc. If professionals possess such attitudes, they will
progress in their careers. Bowever, it is important that career
development and the acquisition of new competencies be conducted in a
coordinated fashion rather than haphazardly.

Earlier we mentioned the increasing trend toward specialization.
This trend increases the need for cmrser planning so that the individual
can select from among the many continuing education offerings available.
Of equal importance to career planning and development is a thorough under-
standing of what opportunities are available, of how competencies origi-
nally acquired for one purpose may be transferable to other situations. It
is for this reason that the basic library ané information science competen-
cies and competencies relating to the overall information enviromment -~re
considered an essential part of the formal education of librarians and
information professionals.

Librarians and information professionals, above all other
professionals, should be best able to plan and develop their careers. This
is because of their basic competence in {inding and retrieving information.
All they require is the appropriate mind-set (attitude) to develop. Many
exaples exist of librarians and information professionals who have mowed
fram very traditional poeitions to senior executive positions as a result
of their basic library and information science competencies. For example,
we know of a librarian working for a high technology organization. The
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librarian performed reference services initially, but gradually was asked
to prepare brief summries of materials located. This was later extended
to preparing pepers, proposals, etc. The librarian is now Vice President
for Research and Development. This may not seem too surprising until we
mention that the librarian has a background in BEnglish Literature, and is
now leading research and dovelopment programs relating to kighly
sophisticated technological systems. What contributed to this individual's
success was the basic library and information science education (including
principles of information structure, organization, retrieval and manage-
ment), the skills to locate information and to extract basic elements of a
text and summrize it, and a willing attitude to try. This individual has
been s0 successful that the librarian to research and development career
path has now been firmly established within the organization.

- NEN DIRBCTIONS FOR THE FUTURE

In reviewing the campetencies that were considered either essential
or desirable today, against those that would become more or less important
in the future, some interesting trends emerged. All of the very basic and
generic conpetencies which were generally only considered essential for the
management function, were unanimously designated as increasing in impor-
tance over time. Furthermore, campetencies relating to new technologies
and to management, administrative and supervisory activities were also
expected to become more important.

There is a strong indication from the validations that the
librarian and information professional of the future will be much more
outgoing and proactive, as evidenced by the perceived increasing importance
in having a broad view of the profession; in anticipating needs, both of
the information user as well as the organization within which one works; in
having a knowledge ¢. ongoing research in the field; jn the development of
interaction skills; and in a knowledge of career opportunities. This is
parallel to recent trends in the provision of library and information
services based on an active identification of actual, projected and
potential information needs of various user commmities.

184 198




Bow can the educational community respond to the changing needs and
characteristics of the information profession and the individuals within
it, beyond changes in curriculum content? There appear to be several areas
where change could occur with varying level of input fram educators.

The first area relates to the selection of individumls into formal
programe of library and information science education. Mturally, dif-
ferent schools have different selection criteria and policies for accepting
students into programs, but generally the process is a fairly traditional
one with schools advertising in catalogs, etc. According to our inter-
views, not enough people with the needed backgrounds are being attracted
into the profession. For example, a need for individuals with a scientific
background as well as the library and information science competencies was
frequently expressed. Such individuals might be attracted into schools of
library and information science if there were more contact between the
schools/departments, etc. Such contact could be minimal, through the
advertising of scientific information career opportunities, or through
presentations to students; or more extensive, perhrps through offering
informat ion-related courses to students in other departments. Such courses
could be offered to freshmen, many of whom are still uncertain as to what
their careers will be, or to seniors who are pursuing career options fairly
vigorously. Note that the above discussion applies to any academic disci-
pline and not just the sciences.

The attraction of potential candidates for the information profes-
sion need not be initiated at the higher education level. The information
profession should be included as an option in career guidance sessions at
the high school level also. Faculty members of library and information
science schools could talk to high school groups and should strengthen
links with local career guidance co.nsellors. These linkages could also be
strengthened at the national association level.

At a time when the numbers of librarians and information profes-
sionals in the workforce is increasing (in absolute numbers), enrollments
in library and information science programs are staying approximately
level. The situation can only be remedied by coordinated, concerted
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efforts to "drum up businees™ by presenting the profession as an exciting,
forward-moving opportunity that epitomizes the challenges and the
opportunities of the Information Age.

At the other end of the formal education process is placement.
Bere is another area where change could occur. Inasmuch as the information
environment is changing and new types of information service organizations
are evolving, so the numbers and types of librarian and information
professional positions are changing. Placement persomnel should be kept
up-to-date about changes in librarian and information professional
opportunities and about the transferability of traditional information-
related canpetencies to non-traditional work settings. Again, this could
be achieved by faculty at the specific campus level, or at the national
association level.

A final area where change can occur is the assessment and evalua-~
tion process. Most formal educational programs (except perbape in teacher
education) use traditional forms of assessment. These have been evolving
over the years but perhaps are themselves in need of assessmem: and eval-
wation. with the focus of campetency attaimment on the demonstration of
observable behaviors relevant t- the workplace, the assessment methods
generally reflect the same focus. However, this raises several serious
issues.

The first is the question of whether or not professional education
prepares one to perform specific jobs, or gives one the means to handle a
variety of job situations. This is essentially the professional versus
vocational education dichotamy. In the field of library and information
science this dichotamy is exacerbated by the fact that librarianship was,
for many years, considered a vocation and entry into the field was through
apprenticeship.

A second major issue related to the assessment of competency
attainment is the cost to develop and implement more behavioral assesament
methods such as live "simulations,® laboratory demonstrations, etc. One
way to avoid setting up special-purpose testing enviromments is to have the
studen’.s conduct practicume in information service organizations and then




send assessors to oheerve their performance. Unfortunately this increases
the cost over traditional assessment methods, often extends the time it
takes to graduate, and requires a group of willing host sites (many of
which often find the support of etudent practicums to be overly costly for
the benefits derived).

In spite of the obvious problems with new competency-based assess-
ment methods, it is probebly still time for an investigation of existing
methods, Some additional competency-related factors could probably be
incorporated into existing practices with a minimm of disruption and
effort. For example, oral commmications cametencies could be evaluated
in the standard classroom environment.

Essentially, changes could be mede at any point in the overall
educational process. Same participants are currently effecting those
changes through individual initiatives. However, unless there is a con-
tinuous coordinated effort on the part of the majority of participants in
the librarian and information professional education cammmity to enhance
and project a positive, proactive image of the profession and its leading
role in the Information Age, we cannot expect to see an appreciable
improvement in the competence of librarians and information professionals.

In sumary, it is the respnsibility of all participants in the
educational process to ensure that librarians and informevion profes-
sionals acquire the necessary campetencies to perform their work. Al-
though, traditionally, this has been considered the damain of educators
and, occasionally, professional societies, both employers and individual
professionals must recognize their respective responsibilities towards the
development and enhancement of the profession by recognizing the importance
of competency development for professionals. Rwployers should not raise
their expectations to unattainable limits and should recognize the impor-
tance of knowledge acquir.d on-the-job. Individuals must recognize the
need to continue to learn throughout one's professional career in order to
advance professionally. Furthermore, individuals should be aware that they
will often have to take the initiative in professional development them-
selves as there are rarely formal requirements for continuing education and
training.

- 201




Enowledge of the totality of the information profession and the
envirooment within which it resides is important for all librarians and
other information professionals (practitioners, educators and researchers)
and must be kept up to date so that they can kesp pace with changes and
strive for optimum rather than mediocre performance. Knowledge of prevail-
ing trends affecting the profession will enable professionals to plan ahead
in developing or even changing specializations. Related to this knowledge
is an understanding of the importance of specific competencies, and of
specific kinds of competencies (e.g., attitudes, and the transferability of
campetencies) to foster a long-term professional perspective.

No single program of education can provide the individual with all
the campetencies that are likely to be required through one's professional
career. Thus it is important to foster a desire for growth, a knowledge of
how to leain, decision making and critical thinking skills so that one can
determine the most appropriate career path and form of competency acquisi-
tion within existing constraints. Individuals need to mairtain a certain
flexibility and open-mindedness to take advantage of altemative career
opportunities as they arise.

Finally, we stress the need to continue the process of commmica-
tion among educators, employers, professional societies and individual
professionals to continue to review existing competency requirements,
identify new requirements and to modify education and training programe as
appropriate. As mentioned earlier, the process is a continuous one: this
project is only a start and not the end point.
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_ LITERMVURE REVIEW

In his annual report for 1869, Mr. Justin Winsor, superintendent of
the Boston Public Library, spoke of the need for schools to train practic-
ing librarians but reflected that the demand might perhaps never warrant
their establishment. Despite Mr. Winsor's pessimism, Melvil Dewey in 1887
successfully opened the first school for librarians, th-. School of Library
BEconany at Columbia College. From these beginnings, we have, nearly 100
years later, 67 library schools with accredited graduate level programs in
library and information science education, and still another 25 library
schools with unaccredited graduate level programs [Journal of Library Edu-
cation, 1984). In addition to these programs, there are also undergraduate
level programs associated with some of these schools, numerous continuing
education programs sponsored not only by the library schools but als> by
federal, state and local govermment agencies as well as the private sector,
and on-the-job training programs. These schools, agencies and programs
still educate and train many practicing librarians in the tradition of the
first program at Columbia. However, they also increasingly provide higher
education and continuing education to librarians and information profes-
sionals who find employment outside of the library enviromment. To some
extent, curricula have kept pace with changing educational requirements of
the library and non-library working envirommenrt, However, this response
has been a reactive rather than proactive one. While a look to the future
is called for, many of the current unresolved issues in library education
are rooted in its history of development in this country.

In reviewing the evolution of library education in the U.S., cer-
tain key events are generally recognized as marking a transition fram one
phase of development into another. Three phases have been identified be-
tween the late 1800's and the early 1970's [Resting, 1972]. To this a
fourth should also be added. The first phase, lasting until the establish-
ment of the first formal library education program in 1887, was character-
ized by training in specific library skills thrcugh apprenticeship in a
library institution. Few books were available on the subject nd only in
1876 was the Mmerican Library Association (ALA) established ag a forum for
the exchange of ideas among librarians.
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The second phase, beginning with the establishment of Dewey's
school at Columbia College, is characterized by the fairly rapid develop-
ment of other library achools and library education programs. In the late
1800's these included the School of Library Science at Pratt Institute
(189C), a summer school program at Amheruc College (1891), and practical
training programs at two technical institutes, Drexel in Philadelphia
(1892) and Armour in Chicago (1692, later transferred to the University of
Illinois in 1897). By 1920, there were same 16 such programs in either
academic or public library enviromments, variously awarding certificates,
Bachelor's degrees or Master's degrees upon completion. In all of these
programs, courses were still geared toward training students in specific
skills tc prepare them for the application of those skills in library
enviromments. The courses which thus received the greatest emphasis were
cataloging, book selection, reference work and classification.

The rapid increase in the number of library education programs o
some extent paralleled a growth in the number of libraries during the early
part of this century. Howewer, this growth was followed by a third phase
in which library education was transformed fram a kind of "systematic
rpprenticeship” to professional education. Concerns for quality, accredi-
tation, wroader educational objectives and standardization were raised
during this phase and formalized responses devised,

During the period in which early library education programs were
develoring, there was same 1cern for identifying and ensuring standards
of ..ctruction, entrance -:.. aments and curricula to which such programs
would conform, As 2arly w. 1900 it was suggested that ALA assume this role
and become an accreditinc agency. 1In 1915 the Association of American
Library .chools was formed and recognized by ALA. Through its specified
requirements for iembersnip it became recognized, in effect, as an informal
accrediting agency. However, it was not until the completion of the land-
mark Wiiliamson report in 1923 that a Board of Education for Librarianship
was formed to accredit library schools according to standards adopted by
ALA, Such standards were first formally adopted in 1925 following the
recamendations of the Williamson report. The report further influenced
the future course of library education by distinguishing between profes-
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sional and clerical library work and education, and advocating an emphasis
for library schools on the professional, stressing the need for cortinuing
education, and recamending a system for certification of librarians.

In the late 1920's, another development of considerable signifi-
cance to library education was the establishment of the Graduate Library
School at the University of Chicago and its unique emphasis on research in
the field of librarianship. Through its doctoral program (the only one in
the field until the 1940's), the application of researzh methods of the
social sciences and other disciplines to the problems of libraries and
librarianship, and the recognition of the desirability of developing a body
of theoretical knowledge relevant to librarianship, a new field of library
Lcience emerged as distinct from library gervice.

Although the concerns of this third phase in the development of 1li-
brary education continue up to the present, with debates on professional-
ism, revisions of standards, re-accreditation and so forth, a fourth phase
of development has been underway for the past twenty years or so, charac-
terized by the increasing attempts of library education programs to respond
to the demands of what is now recognized as an information economy. As
Taylor points out, what has happened is that libraries are now part of a
larger information infrastructure [Taylor, "Reminiscing About the Future",
1979]. The information enviromment in which the library exists is changing
— exploding, to use a cammon adjective—-to the extent that the portion of
"messages” (e.g., carried i’ books as well as non-print media) handled by
libraries has diminished relative to the increased load handled elsewhere.
New technologies, inproved publishing and dissemination mechanisms, other
media have all played a part in this explusion. At the same time, some of
these new technologies and media have been gradually incorporated into
informetion handling procedures to revolutionize the methods traditionally
used by libraries,
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As the infomation age has developed, and with it, the «doption of
new technologies and techniques for information handling by librarians,
library education pro:rams have responded in a number of ways. One of
these concems the coitent of library education. Despite some of the
changes over the century concerming standards, professionalism, and library
science research, the cuntent of education for traditional librarianship
changed little over this period. 1In fact, the core curriculum concept
which became £imly establ. shed in the 1960's and is still at the center of
most library education projrams, focuses on instruction in the basics of
administration, bibliograpiy and reference, selection, and cataloging/
classification, the same basics taught at the tum of the century.

To this core curriculum, however, library education programs in the
1970's and 1980's have adde] a wide range of course offerings drawn from
the allied field of informaiion science, most often pertaining to the use
of technology in libraries, information retrieval, information management,
and information system design. In adopting such courses, many academic
library education programs have also adopted a name change, to include
library and information s:ience, information management or information
studies, By 1982, 37 of the then 70 accredited academic programs had
included "information" in :heir names [Harter, 1982). Same have even gone
further to more fully emb.ace an information science curriculum, sometimes
offered in parallel to ¢ curriculum designed for library education. To
same extent, this dualit; reflects and perpetuates the parallel development
of library studies/library science and information science in the U.S. over
the past 50 years alorg with the characteristic distinction in the utiliza-
tion of computer an¢ other technologies which has divided the two discip-
lines until recent years. Wwhether library science and information science
are even now converging is a topic of particular interest whic. elicits

widely divergent opinicns [Machlup and Mansfield, Study cf Infoumation,
1983).

A second type of development in library education in the "informa-
tion age" concerns the location and duration of education. While the
debate over the length of time required for graduate level study in the
library field is not new, the body of even basic knowledge and skills has
expanded, not to mention the growing number of options for areas of
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specialization. Some academic Master's degree programs in library and
information science education have expanded into two-year programs, though
whether this should be the standard requirement js still controversial. A
related need for continuing education was given particular emphasis in the
1970's. In 1975, the National Commission on Libraries and Information
Science proposed a strengthened national program of library and information
pervice backed by redefinition and modernization of basic and continuing
education programs for librarians and other information personnel. Around
this same time, considerable work was done tc establish o Cont inuing
Library Bducation Network and Exchange (CLENE) as a mechaniam for coordina-
ting a diverre range of continuing education opportunities, maintaining
standards, and providing recognition for campletion of continuing education
courses and seminars. Today, a wide range of continuing education programs
is offered not only by the academic library schools, but also by national
and local level professional associations, all levels of goverrment, and
private sector seminars and workshop..

Future directions for change have, of course, been proposed. Most
are attempting to came to grips with the changing role of the library, and
the library and information professional, in our society. Same proposed
changes may indir:ctly influence the nature of academic library education
programs, such as Saracevik's proposal for independent degree programs in
information science [Saracevik, 1983) rather than the current integration
of information science curricula in library science, camputer science and
management programs. Others, such as Taylor, more directly address the
need to readjust our view of the information profession, recammending a
shift away fram the traditional assumption that librarians and hence their
professional education are institution bound. Only by so doing can a new
educational framework for the information professional be developed.

COMPETENCE AND EDUCATION
Campetency-based education (CBE) is a movement whose evolution can

be traced through teacher education, imdergraduate college programs, gen-
eral education, programs in secondary schools, and vocational and technical
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education at the secondary level. A review of post-secondary (BE programs
identified three emerging themes which are a reflection of the underlying
basis for CBE. They are:

(1) h.. goals of education should be conceptualized as effective
actions or performance in same later role, rather than inferred
cognitive states such as "knowledge" or "maturity.”

(2) Educational goals should be described in language that is as
explicit as possible, broken down as far as possible into
canponent outcames which lend themselves to measurement.

(3) Student achievement should be assessed in temms of the ability
to demonstrate "the behavior itself" (i.e., performance in the
later role for which the students are being educated).

Competency-based education first developed as a conceptual frame-
work or model for programs in the teaching field. Legislatures required
that schools demonstrate their effectiveness in tems of student learning
outc. "es, especially in basic skills (e.g., library skills). Critics pro-
posed that teacher education should be fimly grounded in knowledge of the
demands of actual classroom practice and prerequisites of effective
performance, thus giving rise to the CBE movement.

State education departments and legiclatures across the country
began exploring, advocating or mandating campetency-based teacher education
(CBTE) sometimes called performance-based teacher education (PBTE)
[Schmieder, 1974). The prevalent fom of teacher certification was the
*program approval method" which was very inexpensive to adninister. Under
this system, anyone who coampleted an accredited teacher training program
was autamatically certified by the state. A desire to maintain this form
of approval system was instrumental in the mandating of CBTE. It was
proposed that the program approval system was justifiable only if ~ompetent
novices were graduated by schools of education.




Optimism ran high in the early days of CBTE but in 1974 KRrathwohl
wrote:

"One can predict that performance-based teacher education (PBIE) is
certain to fail to reach its ultimate objective if it continues on
its present course. This failure will be caused by the almost com-
plete 1k of sttention given to the assessment of teaching campe-
tencies, a core concept of PBTE." (Krathwohl, 1974)

In response Medley, et al., wrote:

"We suspect that this neglect of the assessment problem is not en-
tirely the result of conflicting demands on program developers'
time. Our contacts with these harried individuals reveal that they
have a strong reluctance to tackle these problems because of feel-
ings of inadequacy arising from the lack of knowledge of adequate
approaches to solutions.” [Medley, et al., 1975)

Campetency-based vocational education goes far beyond specificity
and explicitness about educational objectives. Many programs are
constructing or rebuilding their curricula based on task analyses of jobs.

vhile information fram task analyses can be useful in inferring
specific requirements as far as knowledge and skills are concemed, it
gives little on the worker characteristics which underlie performance on
the tasks and is not useful for inferring the cause of, or explanations
for, behavior. Task analyses have been criticized as being inadequate for
operationally defining generic competencies (see next page for definition).
Valued behaviors (such as punctuality) are usually not analyzed in terms of
necessary attitudes and motivation pattems that lead to this kind of
behavior. Also, the supply of people with adequate theoretical understand-
ing and conceptual skills to draw such inferences and develop training
programs for these campetencies are in extremely short supply [Tyler in
Huff, 1980). As a result, the "affective” domain and complex cognitive
skills are given little attention in instructional programs.

One of the most promising aspects of CBE is the emphasis on skill
clusters applicable to several job or occupational areas. Also, the
cluster concept enables guidance personnel to individually tailor student's
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in-school and work-study programs. To improve capability in this area, a
major study on transferrable skills is underway at the National Center for
Research on Vocational Education in Columbus, Ohio.

A generalized process for competency-based assessment and curric-
ulun development was proposed by Huff [Huff, et al., 1980] and displayed in
Figure 1-1. ‘This process bears a striking resemblance to the planning
process we proposed to use. The first step in this educationoriented
process is to define the institutional mission. This is usually achieved by
setting goals, The next step is to identify the job or roles of interest
to that mission and its goals. The third step (and the area that this
project addressec) is the determination of required competencies.

In identifying required campetencies (both curreat and potential)
it is important to consider the nature of competencies.

There are two basic tyves of campetence:

(1) Specific Competencies — which relate to individual discip-
lines, such as cataloging, on-line retrieval, and reference
skills in library and information science.

(2) Generic Competencies — which are applicable to any discipline,
such as management and adninistrative skills.

APPROACHES TO COMPETENCY-BASED EDUCATION

During the past decade, competency-based education (CBE) programs
have been implemented at a variety of levels withia the American education-
al system, However, if one were to ask of educators involved with these
programs exactly what competency-based education s, several quite differ-
ent responses would be ohtained. As Huff has noted, "If one examines all
educational institutions or programs that call themselves °competency
based' there is no uniformity with regard to any of these elements. There
is, for example, no uniformity with regard to educational goals; curricu-
lum, institutional environment and pedagogical techniques; ways in which
students are evaluated; or rules and procedures followed....Saying that a
program is 'competency based' tells us no more about what the program might
look like than saying a program is 'traditional.’'" [Nickse, 1981.]

1-8

211




Pefine Institutional Mission/
Identify Jobs or Role of Interest

|

Determine Required Competencies

l

Define Program Jbjectives/
* > ('Edtnatiormla;equi::nsxv::)

!

Design and Implement [Design and Implement coor
Curriculun Etmcy Attainment Measur

- Bvaluate Qoricu’ m « Attainment Measures

Figure 1-1 Competencv-Based Assessment and Program
Development Process
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The variety of educational levels at which competency based educa-
tion has been appliud illustrates the lack of uniformity which Huff des-
cribes. One of the largest areas of development of CBL programs has been
at the K-12 level, partly as a outgrowth of concem for teacher account-
ability and maintaining educaticnal standards. Campetency-based teacher
education and minimur competency testing have been particularly important
outgrowths of the CBE movement at this level. The vocational training area
as a whole has played an important role ‘n the development of step-by-step
methods for developing and implementing CBE programs [Blank, 1982; Maxwell
and West, 1980], although the emphasis of vocational-technical programs on
task analysis is treated with caution by those who take a more holistic
approach toward identification of competencies.

In post-secondary education, support for the development of a
nurber of CBE programs was provided in the early 1970's by a program of the
Department of Health, Education and Welfare, the Fund for the Improvement:
of Post-secondary Education (FIPSE), including both liberal arts and
professional training programs [Grant, et al., 197S]. Among the latter,
though not necessarily funded by FIPSE, the most frequently documented
programs are those of Antioch Law School, the College of Human Services in
New York [Gamson in Grant, et al., 1979], Minnesota's College of Pharma-
cology [Nickse, 1981; Huff, et al., 1980], and Southem Illinois Medical
School. In-service training programs have also to a limited extent looked
into using campetency-based education methods, with programs developed by
Bell Systems and the U.S. Air Porce regarded as among the most innovative
and successful [Dunn and Mitchell, 198!). Finally, at the level of adult
_education, CBE has been used particularly to pramote continuous learnirg
and the development of "life skills."

In an effort to identify at least sane elements of a common
definition of CBE, Grant and his colleagues, in evaluating same of the
FIPSE-funded programs, suggested that "campetence-based education tends to
be a form of education that derives a curriculun fram an analysis of a
prospective or actual role in modemn society, and that attempts to certify
progress on the basis of demonstrated performance in same or all aspects of
that role" [Grant, et al., 1979]. what that curricu. m presumably teaches
is a paiticular competence or a set of competencies — again variously Ge-
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fined as anything fram "a task performed Lo a certain standard" [Maxwell,
and West, 1980] to "a generic knowledge, skill, trait, self-schema or mo-
tive of a person that is causally related to effective behavior referenced
to external performance criteria® [Klemp in Pottinger, 1979]. 1In all
cases, “performance” is stressed as the means by which competence is demon-
strated and assessed; an altemate temm which has often been used as an
equivalent to campetency-based education is, in fact, performance-based
education,

However, despite the general emphasis on performance, there is
little clear agreement on exactly what aspects of perfommance a detemmina-
tion of competence is based upon. For those in vocational education, the
emphasis is strongly upon mastery of essential job skills [e.g., Blank,
1982], arguing that it is the application of a given skill to the
performance of a task for which a consumer is paying. Knowledge and
attitudes are seen as supporting those skills, but not as being directly
measurable in a determination of competence. A general emphasis on
observable behaviors is often referred to as a behavioral objectives
approach. This approach has, however, came under strong criticiem by those
who maintain that when carried to an extreme, it results in "lists of
countless skills connected to particular kinds of jobs," assuming that "the
acquisition of micro-skills adds up in some fashion to overall campetence”
[Pottinger, 1979]. Hence, same educators argue that campetency may be
based on the characteristics of an individual that underlie effective
performance, such as knowledge, skills, traits, a self image or a motive
[Rlemp, 1980]; others [e.g., Pottinger, 1979] raise the importance of
interpersonal and envirommental variables in influencing behavior. Klemp
in particular emphasizes that particular competencies do not exist in
isolation fram each other, but that effective performance is based upon the
integration of several competencies., Further, in actual performance, var-
jous combinations of competencies may co-occur (in what Klemp calls a cam-
petency model), producing functionally equivalent outcomes or performance,

Two other definitional problems also arise which deserve mention.
First, the problem of ascertaining whether students need to manifest
minimal or optimal competency is often discussed, including the issue of
what constitutes a given level of competence. MAnd second, various CBE
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programs have discovered a need to formulate both generic and specific
competencies — i.e., those which are camon to a variety of performance
situations, as well as those that are specific to a particular job or task.

In sum, when examining the components and methods of implementing
GBE programs, or in simply identifying a set of educational goals, "the
meaning attached to the concept of competence determines all else. If
competence is defined as acquiring a set of facts or mastery of particular
skills, a CBE program will be very different fram one in which competency
is regarded as the ability to function in a job or life role" [Schalock in
Nickse, 1981). Bearing this in mind, a number of suggested methods for
identifying, describing, validating and assessing campetencies are reviewed
in further detail below, followed by several examples of competency
igentification efforts and incorporation of identified competencies into
CBE programs in the library and information science field.

OOMPETENCY IDENTIFICATION, VALIDATTON & ASSESSMENT
Copetency Identification

2 number of studies on competency-based educaticn offer guidelines
for the development >f a CBE program. Thos2 suggested by Huff are
particularly interesting as they begin, not with methods for identifying
campetencies, but with an emphasis on first defining the institutional
mission and/or educational goals of a particular progzam. Too often, Huff
asserts, CBE programs proceed on the basis of a_priori or assumed goals
rather than demonstrated@ goals which are clearly relevant to the
requirenents of later job or life roles. The clarification of such goals
is held to be equally important for all programs, whether a four-year
liberal arts degree or a four-week management training course.

Various methods have been utilized and recommended for the identi-
fication of individual competencies, one of which is the use of panels
camprised of experts or practitioners in a given field to draw up lists of
required campetencies in that field, usually based on identification of
those campetencies which effective people possess. While often used and
accepted, Pottinger terms this "the most popular and dangerous technique,”
[Pottinger, 1979] although he offers little further explanation. By far
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one of the more explicitly detajled methods of determining campetencies has
been developed by vocational education programs —— task analysis. Again,
this may be variously defined and implemented, but the basic method is to
identify a job and then break it down into its camponent parts. Davies
[1973] calls the three elements of task analysis topic, job and skill
analysis, of which the first is concermed with the identification of
intellectual tasks, the second with psycho-motor skills, and the third with
how the job is accomplished. Maxwell [Maxwell and West, 1980; also
outlines a number of steps involved in task analysis, based on a
distinction between duties (major work functions) and tasks (actual units
of work). Both duty and task listings are drawn up and refined by an
advisory camittee, followed by task detailing or specification of exactly
what steps and knowledge an individual needs to be taught to perform a task
successfully. Johnson [1977] also suggests observing workers on the job
and tabulating tasks, and collecting and analyzing job descriptions. As
might be expected from the criticisms noted above of task-oriented
campetency development, task analysis has also been criticized as yielding
only lists of minimal competencies or identification of threshold skills
rather than optimal competencies associated with outstanding performance.
Several authors do note the practice of more than one approach in identify-
ing conpetencies — for example, the University of Minnesota Phammacology
program has used task analysis to identify threshold peformance and panels
to identify aspects of good performance. A thematic-analytic approach used
by the Navy and AMA programs is also noted by Huff [Huff, et al., 1980].
This approach considers competencies to be human characteristics that
under’ie effective peformance rather than the observable behaviors
themselves; hence the emphasis is on contrasting the actions, reactions,
thoughts and attitudes of competent or outstanding performers in the same
job to "discern competency themes that organize behavior in a variety of
situations." Such campetencies tend to be general and optimal in nature,
rather than specific and/or minimal.

Competency Validation

Once a set of competencies has been identified, it is recammended
that those competencies also be validated, or reviewed to detemmine that
each of those selected for final inclusion in a program is indeed essential
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to effective performance in the profession. Several processes for valida-
tion have been identified, three of which are evaluated by Johnson [1977].
Use of experts is again suggested as a means of validating selected compe-
tencies, in this instance often a wider sampling of specialists are asked
to prioritize campetencies through a questionnaire/survey. Results of such
a survey can then be used to rank order the original competency listing and
sort out those competencies not deemed to be essential, A second method
particularly suited to observable behaviors involves measurement of the ex-
tent to which a given campetency is actually required (performed) on the
job and the quality of any resulting products. The final method or model
identified by Johnson is termed logical analysis, involving "reflective
thinking, consulting, weighing evidence and inference judgements" and best
suited to situations where campetencies are defined as complex constructs
rather than objective behavior. 1In assessing the three models, Johnson
suggests that each has its own limitations — reliance on experts runs the
risk of validation based on what the vocation or profession is known to be
rather than what it should be; product assessment is only useful where con-
petencies can be examined one at a time as particular behaviors; logical
analysis is clearly linked to a particular understanding of competency. In
sum, the method selected must be related to program definition and
objectives.,

Assesament

One of the major concerns in the literature on campetency-based
education is with the assessment of competency attaimment. To date, many
of the tests and measures used by CBE programs to evaluate student progress
are identical to those used in non-CBE programs. Daniel and Ely [1977]
identify eight strategies for assessing campetency attainment ranging from
evaluation of actual job performance and/or performance in a controlled
situation, to the familiar portfolios, oral presentations and paper and
pencil test:., However, impcrtantly, they make a distinction between those
methods which are measures of actual performance, and those tests, papers,
and presentations which are really only indicators of campetency.
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In fact, much of the literature on competency assessment is less
concerned with measures currently in use, which tend to be based on
trauiti~nal ass2sament techniques, and more concerned with the considera-
tions which need to be kept in mind in developiny new techniques uniquely
suied to campetency acsessment. Validity again arises in evaluating
assessment measures and tests — does a given test actually measure w.at it
is inte:ded to? Several validity measures have been developed for CBE
programs. If a competence meusv~e appears to measure what it is intended to
measure, then it may be considered face valid. If on careful review a test
seens to sample and represent the domain it is intended to measure then it
may be considercu content valid. For example, if a competence measure is
intended to assess whether a person has knowledge required for a job, it
should measure an appropriate sample of topics in that knowledge base. If
& measure is designed to determine whether an individual will respond
campetently to circumstances in a job, then the measure should include a
representative subset of situations for which a certain response is
required for effective per mmance. Construct validity is also used to
judge a measure's ability to test and measure particular attributes of the
testee, In tuis case the results of a test are compared with the results
of other tests - for agreement or predictable disagreement. The most
dewanding and informatiy. Form of validation is criterion-related validity
and is established by statistically correlating performance on the measure
with later performance (criterion) which is presumed to be influenced by or
related to the campetence being measured. This is particularly important
for GBE to detemmine whether a measure of educational competence has
demonstrated relevance to performance later in life. Here, the issue is
not whether the measure is relevant, but the basis for the claim and kirda
of evidence brought forward to support it. There are typically two ways to
determine evid:nce to support the belief that education measures are
relevant to later life:

(1) either examine whether people who are more effective in their
careers or in life perform hetter on the measures than their

less effective counterparte (copcurrent milidity) or,

(2) see the extent to which students who score higher on a given
measvre or set of measures go on to be more effective in
achieving work or other life outcames than students who scored

lower on the same measures (predictive validity).
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Among the various types of recognized validity, the predictive
validity of an assessment technique raises particular problems for compe-
tency assessment. Can a given technique actually predict successful or
effective performance? Klemp [1980] and Pottinger 11979] have expressed
strong caution against placing too much emphasis on correlation and confus-
ing it with causality, notirg chat it is too often assumed that high
academic achievement as determinea by high test scores is predictive of
effective job performance. Pot.inger carries this cautionary note into a
discussion of the possible contribution by the field of minimum competency
testing to the area of professional licensing, encouraging the identifica-
tion and assessment of competencies rather than reliance upon academic
credentials, Klemp in turn develops his concept of the campetency model as
discussed earlier to include associated assessment techniques which measure
more than one competency at a time,

Among other assessment considerations, Buff [Huff, et al., 198i;
points to the need for measures which are capable of showing change over
time, or over the course of an educational program. Goldsmith [1979] notes
the problem of cultural bias in the assessment process. Several studies of
actval programs [e.q., Eschenbrenner, et al., 1978; Peterson and Stakenas,
1981] have raised the issue of the cost of assessment techniques, both in
temms of time and money. Unfortunately, those measures which are suggested
as being well suited to campetency assessment are costly on both counts.
Danjel and Ely [1977] offer a particular model for cost evaluation of given
assessment techniques, and test it using data collected fram instructors
involved in the competency-based school library media professionals program
at Syracuse University.

TASK ANALYSES AND COMPETENCY IDENTTFICATION
IN LIBRARY AND INFCRMATION SCIENCE

In the field of library and infosmation science, competency-based
education programs have been most widely implemented in training school
library media specialists, perhaps as an outgrowth of the competency-based
teacher training movement, although some attention has been given to
identifying competencies for public librarians and using competency-based
testing for certification of medical librarians, A number of large-scale
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studies have also involved task analysis of the entire profession as well
as selected sub-fields, although the primary purpose of such analyses has
often been for job restructuring and job description, rather than a basis
for identifying competencies.

Same task analysis activities have already been performed in the
library and information professions. One of the first job-analysis studies
was started back in 1924 in an attempt to apply research findings to 1i-
brary education program development [Charters, 1925]. The objective of the
study was tC identify the tasks librarians perform in various operations
and, from these data, a series of library school tests were prepared,

In developing a survey of education needs in librarianship at the
post-master's level, Kortendic and Stone [1970] used the task-analysis
approach to detemmine curriculum needs at this level. The basic focus of
the research was curriculum development to equip middle- and upper-level
personnel in libraries for a changing field. The major conclusion of the
study was that the development of well-defined, job-relevant objectives
based on the individual's needs for effective job performance, in
curriculum development should receive primary emphasis.

Recently, the Medical Library Association voted to adopt new
standards for certification of health science librarians which rely on
competency-based examinations, The f'rst step in the development of the
examination is the identification of hasic tasks performed.

In reviewing some of the more recent projects, mention should bz
made of the School Library Manpower Project, bequn in 1968 under the
sponsorship of the American Association of School Librarians. Conceived in
several phases, Phase I [American Association of School Librarians, 1977;
American Library Association, School Library Manpower project, 1970]
focused on a task analysis of school library media center personnel, while
Phase II sought to identify competency-based job functions and task
statements for those personnel, resulting in the Behavioral Requirements
Analyeis Check- list (BRAC) of 700 tasks [Case, 1976]. Another analysis
conducted under the Mational Bducation Association's Jobs in Instructional




Media Study (JIMS) resulted in identification of competencies which were
adapted by the Association for Educational Communications and Technology

Association for inclusion with their quidelines for certification [Galey
and Grady, 1977].

At the state level, the Illinois Task Analysis project is frequent-
ly discussed in the literature. Also conducted in phases, between 1969 and
1974, the project began with a functional task analysis [Canelas, 1971:
Social and Bducational Researc.. and Development, Inc. 1970] conducted in 18
representative Illinois libraries (university, public, state, special,
school) through interviews with 116 individuals at sampled levels of
employment. One thousand, six hundred and fifteen tasks were ultimately
identified and then rated according to 15 scales using a methodology
developed by the Department of Labor. 1In Phase II [Ricking, 1971},
selected tasks were reviewed by consultants as relevant to particular
cats ories of library personnel in public, and academic libraries and
schoul library media centers. A handbook produced in Phase III [Ricking
and Booth, 1972] summarized the methodology and listed the tasks as a basis
for educational planning and development of in-service programs. Also
performed at the state level and conducted in phases, the Library Selection
Project [Selection Consulting Center, 1977] involved a job analysis of
entry-level librarian positions in the California State Library and
thirteen California public libraries. 'The study was "...an effort to
provide technical and legal guidance to the participating libraries with
respect to their employee selection and pramotional practices.” Minimum
qualifications for entry-level professional librarian positions were also
reviewed. Included in the Phase I report as an appendix is a finalized
list of required entry-level tasks.

Finally, at a national level, the U.S. Department of Labor has
produced a task analysic inventory [Wesson, 1980] which includes "work
activities responsibilities, educational courses, machines, tools,
equipment and work aids used and the products produced or rendered” in
several designzted areas, including "library work." Tasks are listed under
general verb headings (e.g., "prepares™; "recamends®) and are neither
broken down by professional nor operational level.
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In each of these cases, the emphasis has been upon identification
of tasks, with sometimes a subsequent effort to translate task performance
into statements of competency requirements. However, the initial objective
of the projects was not to tie the campet.icy requirements directly to
specific instructional CBE programs.

Perhaps the best documented CBE project development is that of
Daniel and Ely [1977] to develop CBE programs for school library media
professionals at Syracuse University. Using a consortium approach
involving administrators, classroam teachers, media specialists, faculty
and students, four tasks were carried out: (1) to identify the roles of a
media specialist; (2) to identify and agree upon campetencies required to
assume that role; (3) to develop an educational and administrative package
to translate those competencies into a program; and (4) to organize a
framework for evaluating and modifying the program. Following completion
of (1), participants then identified and prioritized ten campetencies for
each role; these were subsequently refined in discussion groups assigned to
each role, and ther circulated for outside validation via a questionnaire.
Tasks three and four were each discussed at separate meetings of the
participants. Major problems which arose during the process are
identified, including difficulty in agreeing upon required levels of
mastery for each competency. A course-by-competency matrix was also
developed, along with criteria for adnission and evaluation.

For a slightly different purpose Mahmoodi [1978] used a similar
process of identifying the competencies of public services librarians in
public libraries through a selected panel, and validation by a question-
naire circulated to professionals in the field. Same 53 competencies
(defined as knowledge, attitudes and skills) are identified and organized
into five performance areas. Interestingly, each campetency is rated
according to how important it is to both current practice and ideal
practice, thus overcoming Johnson's criticism as discussed earlier that
validation by experts too often considered only current practice. Unlike
the previous study, however, Mahmoodi's is conducted primarly as a research
project, not for incorporation into a particular instructional program.




In looking at these efforts in the library and information fielg,
two further points which are made in the literature deserve mention. To
return to Huff's assesament of C3E programs, she makes a particular point
of the fact that the implementaton of a (BE program requires major institu-
tional intervention., where CBE programs are introduced in transitional
institutions, there are built-in obstacles to overcome. But, to be
successful, CBE programs cannot simply involve new labels attached to
familiar ways of doing things; they involve a new develompment process and
new ways of thinking.

Secondly, several educational researchers, as noted earlier, have
called for a careful look at the behavior behind effective performance, not
simply the performance itself. Efforts to date have often relied upon
identification of tasks — although these may be one basis for instruction
and assesament, the more complex interaction of competencies, individuals
and enviromment3 needs greater consideration.

LIBRARY ArD INFORMATION SCIENCE EDUCATION AND TRAINING

Prevalent concerns expressed in the literature on library and
information science education and training reviewed to date covered the
following topics: )

e the need to impart to professionals a background in management/
administration,

e the continued relevance of practical work experience as part of
the master's level education process (either in the form of
field work, intemship or practicum),

e the widespread perception of the already multiple but rapidly
changing roles library and information professionals must be
equipped to take on in the course of lifelong careers, and

e the implications these work environment roles have for the
feasibility and guality of specialization within one year
Master's degree programs as opposed to two year programs.

Unfortunately, except for the very broad, generalized themes that
vwe were able to discern (as opposed to the authors themselves making these
generalizations explicit), the literature shows little consensus. The
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situation is similar in the litersture on continuing education: most
authors agree that continuing education has a rightful place both inside
and outside library schools and should be supported and formally recognized
by employers. However, few have investigated the kinds of continuing
education pcograms that are needed for the profession as a whole, both now
and in the future. In spite of rather insular views on continuing educa-
tion for very speciric professional roles, the impact of CLENE in estab-
lishing, disseminating and coordinating continuing education activities was
very obvious in the literature. Furthermore, it is evident that in order to
avoid duplication of continuing education opportunities, maximize those
that do exist, and determine future needs, responsibility for such
opportunities would best rest in the hands of a eingle group or organiza-
tion, rather than being disaggregated by specialization as it is now.

In addition to topics explicitly stated in the library and infor-
mation science education literature, the underlying threads are also impor-
tant to this study. They include an all-pervasive user orientation both in
traditional librarianship and in other information professional roles. This
user orientation of the profession has overall implications for this study
that were rarely directly addressed in the literature. For e»wmple:

1. The growing requirement to distinguish between a user orienta-
tion and the traditional librarianship "service ethic" in light
of roles for professionals that are expanding into areas where
not only fees to all are charged, but also into areas where the
professional must aggressively market both services and
information,

2. Who will be the future users/patrons of libraries, information
centers, information brokerage houses, etc.? Changes in the
user population in the future coupled with rapidly advancing
information technologies will directly affect user information
needs. These will in turn have a direct impact on the educa-
tion and training required by library and information profes-
sionals to best satisfy patron information demands. JIn the
future, a greater percentage of the population will be advanced
in years, many with the frequently age-related physical impair-
ments., Mainstreaming of those institutionalized or otherwise
cut off fram society, if continued, may also change the kind of
patron frequently encountered and concamitantly, aspects of
information service provided.
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3. BAs surely as technology is pervading our world, camputers will
ultimately be camonplace in our homes and with them will came
autamated access to information on a large scale. If the users
of the future are familiar with online searching on their tem-
inals or microcamputers at home, it seems fairly safe to assume
that they will no longer be content to have the library/infor-
mation professional do all of the bibliographic searching —
the users will probably want to do same themselves, perhaps
with guidarce from the professionals. This has serious reper-
cussions for the future of what is now called bibliographic
instruction, but is most likely to become broader in the
future, Currently, little or no literature exists on profes-
sional education for bibliographic instruction; in decades
ahead, professionals will need to be trained to provide "patron
information access instruction" that actively deals with new
media and new technologies. Library/information science
schools do not seem to be addressing current needs for
education in bibliographic instruction; how well will they deal
with future required competencies in this area? How can the
schools best deal with the costs of providing hands-on
information technology education for their students?

Yet another underlying thread (actually mentioned only a few times in the
literature) is the recognition of the necessity to instill in library and
information professionals a thorough understanding of, and facility with,
problem solving methods. The theory/practice controversy in library and
information science educat* .. is so conspicuous that to mention it above as
a stated concern would have been superfluous, yet here in discussing the
need to incorporate problem solving methodologies into library school
curricula (thereby, hopefully instilling in professionals problem solving
campetencies), we may have hit on a bridge between the two camps, Problem
solving methods gnd when and how to apply and/or modify them to suit
various work environments may be viewed as one way to prepare entry-level

"graduates to deal adequately with the peculiarities of practice in

individual work settings that can be quite different from the common
denaminator presentd in library and information science schools. The
graduate schools cannot be expected to prepare every graduate for all
possible specializations — in this way, problem solving methodologies
within graduate curricula might be used to prepare the graduate who enrolls
in one specialization during graduate training and finds a job in an
unrelated specialization of library/information work. In addition, problem
solving methodologies tangentially relate to the question (mentioned in the
literature albeit infrequently) of whether to include statistics and/or
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quantitative methods in library school curricula. Problem solving is
difficult without data; statistical instruction provides a partial means
for ensuring that data collected are appropriate to the problem at hand.
The application of statistics to library and information center environ-
nents, etc. may in turn help to identify further problem areas,

LIBRARY AND INFORMATION PROFESSIONAL OOMPETENCIES

Materials examined as part of the topic, library and information
professional competencies, presented specific problems, Little or no
consensus seems to exist on what constitutes campetency fram the standpoint
of formulating the components of a competency statement (as opposed to the
actual "attitude/skill/behavior" content of the statement).

Concems expressed in the literature on library and information
professional campetencies were quite diverse and scattered. Little or no
attempt was made to investigate competencies needed by the profession as a
whole, although there is a fairly sizeable body of literature on competen-
cies for school media specialists (which is discussed in the section on
competency identification, along with task analysis). Much of the
literature in this section of the review did not treat library and infor-
mation professional competencies per se, but rather kinds of abilities that
practicing library and information professionals should possess or current-
ly lack, especially in temms of exposing them as priorities or considera-
tions for inclusion in library and information science curricula. Concems
mentioned in such literature include young adult librarianship, state
librarianship, library service to the institutionalized and disabled, map
librarianship and others. The few items that actually did discuss specific
campetencies, outside of the school media field, covered areas such as
searching OCIC, public services, and competency-based certification for
health sciences librarianship, Same attention was given to the notion of
campetencies for particular roles and functions within particular kinds of
librarianship: administration, state library consultant, and interpersonal
and other skills needed in emerging library and information fields such as
clinical medical librarianship. The observation of these appropriate
interpersonal attitudes and behaviors proved to be one of the few cammon
denaninators. Although these "communication attributes" were not studied
in terms of formalized competency statements with quantifiable behavioral

1-23

226

T



objectives, the literature demonstrated sufficient concern about these
attributes that we may want to consider them "generic” (as opposed to
specific) library and information professional campetencies,

Those themes which were not expressed directly in the relevant
literature on library and information professional campetencies, like the
literature on library and information science education, again deserve a
great deal of attention in terms of this project. Competencies, however
stated, were rarely touched upon for researchers in the field, and not
mentioned (in the literature reviewed) for educators. Any substantive
treatment of campetencies differentiated by level of staffing (professional
vs. paraprofessional vs. clerical) and stage of career as well as competen-
cies for non-library professional practitioners was also generally absent.
Perhaps one of the more important aspects of library and information
professional competencies omitted from the materials reviewed was the
essential non-existence of library and infommation professional competen-
cies for the future. This deficiency was especially disconcerting in light
of the merit placed on planning educational curricula for the future. It
raises the question of what graduates need to be able to do (in tems of
behavioral objectives) in the future after completing their coursework in
temms of effective performance.

The two areas in our literature review, library and information
science education and library and information professional competencies,
can be taken as a unit and summarized as follows. A great deal of
literature exists on traditional library science education, with a amall
but slowly growing body of materials on education for information science
and non-traditional roles within the field. On the other hand, very little
formally published information exists on library and information profes-
sional competencies. Yet what can be regarded as an overall issue for the
field and for our study emerges from this void:

What assurance do employers have that graduates can perform tasks
adequately? Also, what assurance do professional schools have that
they are imparting the needed skills in their curricula, if no one
attempts to measure whether or not, and to what degree, graduates
have attained the competencies necessary to function effectively in
work enviromments?
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RECENTLY COMPLETED PROJECTS OF RELEVANCE T0 IS PROJECT

Of particular relevance to this project are three recently publish-
ed project reports:

e Ihe Information Professional: Survey of an Emerging Field
[Debons, et al., 1981)

o .
[Roderer, et al., 1983;

¢ The Conant Report: A Study of the Educatjon of Librarians
[Conant, 1980].

Each of these was considered worthy of more than a brief annotation
so the remainder of this review will Gescribe the major outcomes of these
projects as well as key implications for this current project.

This book reports a survey, sametimes referred to as the Occupa-
tional Survey of Information Professionals (OSIP), which was performed
under a grant fram the National Science Foundation., The survey attempted
to estimate the number of information professionals employed in the U.S.
It identified those working as information professionals according to the
functions performed, rather than according to job classifications or qual-
ifications; and estimated the number and distribution of such information
professionals throughout U.S. organizations. The abjectives of the study
were to determine:

1. wWho information professionals are (i.e., professional-level
persons engaged full-time in information work).

2. What information professionals do (i.e., practitioners who
organize or process information on behalf of others; those who
manage information organizations or programs; those involved in
information research, development, or technology; or those who
educate or train information workers).

3. Who employs information professionals (i.e., general categories

of employers such as industry, goverrment or universities and
colleges) .
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4.

5.

6.

Where in organizations do information professionals work {(i.e.,
in organizational units such as libraries, computer centers or
information centers).

Wy information professionals are performing their work (i.e.,
to support such workfields as finance, research, publication,
or general library activities).

How information professionals are classified in terms of job
titles and education (i.e., reference librarian, econamist,
systems analyst, etc.).

Nine broad functions performed by information professionals were
identified in the study:

1.
2.
3.
4.
5.

6.
7.
8.
9

Preparing data and information for use by others.
Analyzing data and information on behalf of others.
Searching for data and information on behalf of others.
Other operational information functions.

Managing information operations, programs, services or
databases.

Information systems analysis.
Information systems design.
Education and training of information workers.

Information research and development,

Tne nine functions defined for the OSIP study were too broad for
the purposes of this New Directions Project. However, the population of
information professionals to which the New Directions Project is addressed,
forms a subset of the OSIP information professionals and there is same
useful information available from that survey.
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In addition to identifying the functions being performed by
information professionals, the organizational sub-units within which the
professionals are located were identified. The various sub-units are:

Abstracting/Indexing
Administrative Services
Andio-Visual Media

Cammand and Control
Camunications

Computer Operations
Databank/Database
Extension-Outreach

Financial Analysis

In-Company Training
Information Analysis
Library/Archives

Management Information System
Medical Records

Public Information/PR
Research/Analysis/Planning
School/Academic Department
Systems Analysis/Programming
Technical Information
Technical Reports Preparation.

The Library Human Rescurces Study was designed and undertaken to
project the supply of professional librarians through 1990. These projec-
tions serve as sources of input into the decision-making processes for
govermment policies and programs in education for librarians, library
geivices, and library research. They will also serve as an information
source for librarians, library educators, library employers, and potential
labor market entrante, especially in temms of providing an early warning
system for library labor market imbalances, which may reduce supply-demand
adjustment problems.
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To conduct the study, it was required that the current library
labor market be described, including:

e its dynamics and the sources of supply and demand;

¢ an estimation of the sizes of the current supply and demand and
their rates of change; and

e a forecast of the future market.

Methods used included an extensive literature review to identify
existing data, the collection of new data through two surveys, and the
development of regression models to project future supply and demand.

The surveys conducted were addressed to library schools and to
libraries as employers of librarians. The Library School Survey, which was
sent to all of the approximately 1,750 library education programs
identified, covered applicants, admissions, completions, and placement of
graduates from 1977-1978 through 1980~81, The Bmployer Survey was sent to
a sample of 2,335 of the estimated 43,600 libraries in the United States.
It covered the nunber of employees by type, sex, educational background,
and information on transfers into and out of the library. Mumbers of
employees were obtained over the 1978-1982 period and the remaining data
were obtained for 1981 or 1982.

Forecasting models were developed using a variety of methods as
appropriate to the data available. For projections of library employment,
libraries were classed as public, school (public and private), academic and
special libraries., Regression models incorporating relevant variables for
each library type were developed and were fit to historical data and then
used to predict future demand. For projecting the new supply of librarians
emerging fram library schools, models based on Freeman's theory of occupa-
tional choice were developed. This approach relies on multiple regression
models in which supply is related to salaries, and salaries to market
conditions. Other aspects of the supply of, and demand for, librarians
were projected based on current data and historical trends where available.




The study provides a clear picture of the current employment
situation in libraries. 1In °782, approximately 136,000 librarians were
employed in libraries, 48 percent in school libraries, 23 percent in public
libraries, 15 percent in academic libraries, ard 14 percent in special
libraries, Librarians make up about 45 percent of total library staffs,
with 5 percent being other professionals and 50 percent technical, clericai
and other support staff. About 80 percent of currently employed )ibrarians
have same sor of library degree or certification, with the majority having
an MLS degree. Individuals with BLS degrees make up about 12 perce.t of
all employed librarians, and those with school library cziti .cation but no
1ibr iry degree account for about 7 percent of *he total,

Looking at the current library school picture, there were about
5:000 graduates of MLS programs in 1980-81, 300 graduates of BLS programs,
and ?,700 individuals who completed preparation for schocl library
certification without receiving a library degree. Of the total 7,000
graduates, about 80 percent went on to library employment, about 4 percent
to information professional employment, ” percent to other empl~vment, anc
10 percent to student or unemployed status.

Study .ojections show the overall supply and demand situation
through 1990 on the denand side, the number of positions in libraries is
expected to increcse modestly through the mid-1980's and then decline
slightly through 1997. Thus the decade of the 1980's is expected to show
an even amaller increase in librarian employment than the rather stable
1970's, with no anticipated retum to the boam period of the 1960's. BEn—
ployment in school libraries is projected to decrease from 62,000 librar-
ians in 1980 to 59,000 in 1990, primarily due to the decline in school
enrollments. Following a period of slight increases, decreases are also
expected in academic library staffing with about 20,000 academic librarians
projected to be employed both in 1980 and 1990. Public library employment
in the 1980's is anticipated to increase from 30,000 in 1980 to 35,000 in
1990, and special library employment should also increase, growing fram
about 18,000 in 1980 to 23,000 in 1990. In sumary, library employment is
estimated at 131,000 in 1980 and projectec to be 140,000 in 1985 and
137,000 in 1990.
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As the number of jobs follows a pattermn of increases and then
decreases in the 1980's, the number of individuals completing 1library
education programs and seeking employment is projected to follow a similar
pattern of amall increases and then a decline, The projected decline is
less than that experienced in the late 1970's. Increases and then
decreases in the number of graduates are anticipated in MLS programs with
the same number of graduates, 5,300, projected for 1990 as were obsarved in
1980. Both the number of BLS degrees awarde. and the number of school
library certificate progran. graduates are expected to decrease in the
1980's, with the former going from 400 to 140 graduates over the period and
the latter going fram 2,000 to 800 graduates. By 1990, our projections
indicate that the mix of library program graduates will have changed from
69 percent MLS to 85 percent MLS.,

The effect of the employment pattemns anticipatec is that most job
openings created in the 1980's, especially in the latter part of the
decade, will occur as a result of retircrents and deaths rather than new
positions. The number of job openings, like the number of graduates
entering the labor force, will increase slightly and then decrease.

While the trends are expected to be similar for employment and
graduates, the rates of change in the two differ sufficiently that it is
anticipated that the job market will first continue to improve over the
situation of the late 1970's and then, in the latter part of the period,
~gain decline. This statement reflects the job market for traditionzl
librarians, and could be counteracted by increasing movament of library
program graduates to non-library information professional positions.

The Conant. Report; A Study of the Education of Librarians

The Conant Report discusses a research project which set out to
address tnhree principal questions relating to library education:

¢ "what is the function and responsibility of professional
education to the profession it serves, to the students it
admits into its formal programs, and to society at large?

o
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® How does the present system of library education measure up to
accepted functions and responsibilities of professional
education?

e What reforms are needed to improve library education andg to
bring it closer to accepted standards of professional
education?"

Conant approached these questions by considering library education fram the
viewpoints of those participants involved in it, i.e., library school fac-
ulty, students, alumni and employers (in traditional workina enviromments).

The study included a review of the three basic functions of profes-
sional education:

"It determines who enters the profession and what qualifications
and educational standards they must meet to qualify for profession-
al practice, it provides formal instruction for those who seek to
qualify for professional practice, and it supplies the profession
with qualified people, provides continuing education, defines the
objectives of the profession and anticipates its future needs."”

Conant's approach to conducting the study was to examine existing
documentation such as library school catalogs, faculty dossiers, faculty
publications, student evaluations of faculty performance, etc., supported
by relatively unstructured interviews with representatives from the
participant groups. The study was permeated with a lack of rigor in data
collection, analysis and reporting which did nothing to support the
credibility of the concluding recommendations. As a result, the report has
been largely ignored by the library education cammunity, except perhaps to
be used as exercises in "How Not to. . . ."

A published camposite response [Ramer, et al.,, 1981] expresses
concern about the validity of research methods and procedures utilized as
well as other substantive caveats., Ramer points out specific differences
between the original proposal and the final report: promised in the
proposal but missing fraom the report is “data on the sources and background
of students and on the career pattems of graduates over a 20 year period.”
Bidlack, in the same article, criticizes the manner in which the interviews
were conducted both in temms of possible bias and apparent lack of substan-
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tive direction on different occasions on the part of the interviewers.
Darling's comments echo those of Bidlack and Ramer on research methodology .
He goes on to say: "The reader of the report. . . will not be able to find
suitable justification for the proposed reforms in the chapters of
uncritical reporting of opinion that make up the bulk of the book.*

However, in spite of some obvious shortcomings, the Conant study
did raise a nunber of issues that remain to be addressed. Such issues
include:

the role of educators as gatekeepers to the profession;

the distinction between professional and nonprofessional
training;

the balance between theory and practice in education ang,
consequently, the respective roles of the library schools and
anployers;

the need and potertial for specialization in the field;

the initiation of library education at the undergraduate level;
the role of the research community in education;

the responsibility for continuing education;

the efiectiveness of accreditaticn.







During the course of this two-year project a great deal of data and
information were gathered whi~ -:lated in same way to the education and
training of information profe  _.ils. We conducted peveral brief analyses
on relevant topics and include them here to provide a context for the
identification and validation of campetencies,

UNPUBLISHED RESEARCH RESULTS AVAILARLE DURING THE PROJBCT

Iwo unpublished sources of data suggest avenues for additional
research once the "New Directions in Library and Information Science
Education" project is concluded. Our investigation examined current and
future competencies for library and information professionals, and led to a
discussion of educational requirements relating to these competencies. The
review of literature and research results concerning curricula of library
schools, minimm qualifications, professionalism, and several other areas
have been additional, but admittedly secondary, areas of concern. These

two sources, a study by White and Paris (Bmplover Preferences and The
Library Education Curriculum, soon to be published), and one by Bayes
(Rrofile of Curricular Organization of Schools with ALA Accredited
Programg) can be related in certain ways to this projet and to each other.
Both facilitate direct and indirect commmnication among "the information
profession” participants KRI has identified: professional societies,
educators, employers, practitioners and students.

In the case of Bayes' data, the kinds of required and specialized
courses offered by ALA-accredited library schools are presented, with
distributions of different types of specializations and the corresponding
course titles given., Statistical summary tables present frequency distri-
butions of the number of courses offered per specialization in accredited
programs (excluding required courses), with an average mumber of courses
per specialization computed; and "... the distribution of total number of
courses offered in each type or group of specialties,” with an average
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number of courses taught by type of specialty. This second table,
presented below, indicates that "functional specializations®, i.e.,
acquisitions, administration, management, cataloging, indexing, information
science, reference, systems analysis, and "other" receive roughly twice the
emphasis that subject, type of 1library, type of clientele and type of
materials speciulizations do.

Range of Total Courses Average
Type of Specialty 0 1-5 6-10 11-15 16-20 20
Functional 1 2 20 23 16 5 13.42
Subject 2 30 28 7 - - 6.03
Type Library 4 26 30 6 1 - 6.28
Clientele 2 35 37 1 1 - 5.46
Material 2 18 35 11 1 - 6.96

White and Paris' study, on the other hand, presents the results of
a survey of a sample of academic, public, and special library directors on
their preference for the educational background of newly-hired entry level
professionals. while Wwhite and Paris' study does examine amployer pref-
erences for the library education of their new employees, the authors go
further and ask employers to choose among altemmatives in modifying the
traditional MLS. This is a unique approach and a problem that will
undoubtedly face the profession is how to integrate educational objectives
derived from valicated competencies into existing programs, for as White
and Paris state:

"it is, after all, not likely that present educational
programs will simply be eradicated, and new programs built
fram the ground up. It is far more likely that whatever
changes are made will be implemented within the framework
of existing degree programs.”

One way in which Bayes' study can be related to that of White and
Paris' is through the library education course offerings to which employers
in the latter study were asked to react. A list of 87 courses drawn from
the bulletins of the largest library education programe in the United
States and Canada was rated by employers as to the level of importance for
all entry level hires and for specific position entry level hires. White
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and Paris asked library directors to rate each course on the following
seven-point scale: 1) essential for all, 2) essential for certain hires,
3) desirable as part of the MLS program, 4) useful but not a major factor
in hiring decision, 5) should be leamed on tne job, 6) can be aocquired via
continuing education, and 7) unimportant for hiring professionals in tbis
library. The results of their survey were used to detemine what employers
in different types and sizes of libraries (small, medium, and large
academic libraries; small, medium and large public libraries; and medium
and large special libraries) felt should be required (core) courses for all
new hires, and recamended courses for new entry level employees in same
positions. The authors' next step was to examine these ranked ccurses for
consensus by library type. As a result of a high degree of variation in
special library directors' responses, the authors were only able to
determine consen=us for a course's presence in the "curriculum tracks®" for
academic and public libraries. This was accomplished by distinguishing
those courses achieving "... a median >core of 2.5 or below in at least twe
out of three academic and at least two out of three public library groups”
from those receiving higher scores (indicating lesser importance).

In comparing the viewpoints of employers and educators as to which
courses constitute the needed educational preparation for librarians wish-
ing to work in specific types of libraries, we can look for similarities
and differences and identify areas where change is needed. For example, the
curriculun track derived from employer consensus in White and Paris for
preparation for employment in public libraries lists fourteen courses:

basic reference,

advanced reference,
children's services,
collection development,
materials for adults,
materials for children,
materials for young adults,
public libraries,

library management,
personnel management,
introduction to information science,
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® organization of materials - Dewey,
e general technical services, and
e cataloging of non-book materials,

When we compare these with graduate level library education courses
offered as requirements and as specialized courses as shown in Hayes'
study, differences are immediately apparent. Out of the 62 schools provid-
ing Hayes with data on required courses, 44 (71%) requived their students
to take a general introductory course, and 49 (79%) required a course in
cataloging and classification and a course in reference. Required courses
relating to collection development are subsumed under Hayes' heading of
"facquisitions" with only slightly more than half of the 62 AlA-accredited
schools supplying data on required courses requiring a course in
acquisitions of their students. (It is interesting to note here that White
and Paris' analysis of responses from public and academic library directors
in small, medium and large institutions shows that only two courses, basic
reference and collection develomment, were given modes of one, i.e.,
essential for all hires, by these six respondent groups.) Coursework in
management, information science, and research methods was required in still
fewer schools having accredited programs: management - 30 schools, or 48
percent; information science - 25 schools, or 40 percent; and research
methods ~ 20 schooss or 32 percent. "Introduction to information science"”
was given a mode of one by four out of six respondent groups in white and
Paris' study, while a course in information science was only required in 25
of the 62 schools included in Hayes study. Three of six respondent groups
gave "organization of materials - Dewey" a mode of 1 while 79 percent of
the schools included in Hayes' study reported requiring a course in cata-
loging and classification. (The divergence in the area of cataloging and
classification is significant given that studies have shown that technical
services libraria s appear to be in demand and given the apparent employer
anphasis on Dewey rather than IC. However, upon further investigation, it
is evident that White and Paris' characterization of "organization of
materials - Dewey" included "hands-on OCIC," and LC was subsumed under what
the authors termed a "second" course on materials organization.)
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Moreover, public library employers in the White and Paris study
have identified fourteen courses, and academic library employers, 21
courses, more than the number most frequently camprising a one year MLS
program requiring 36 credits. (This assumes that three credits are earned
per course; according to the 1984 Library and Information Science Education
Statistical Report, 45 out the 63 achools with accredited programs, 71
percent, require 36 or fewer credit hours.) Looking at white and Paris'
curriculun track for public libraries after accounting for courses that are
likely to be required of all students (discussed above), we see that the i
rmaining courses are not listed together in Hayes' list of courses offered
for specialization in public 1ibraries. Many schools offer "public
libraries” under the public library specialization and a few listed |
"materials for adults", "children", etc., under the public library special-
ization, but these courses appear with greater frequency under Hayes'
heading "types of clientele®., Other courses, e.g., "cataloging of non-book
materials" and "personnel management” fall more predominantly under the
type of materials specialization and the functional specialization
respectively, That this is the case is important, for it emphasizes that
what Hayes terms a “"specialization" is clearly not what White and Paris (or
library schools, for that matter) refer to as a curriculum track and that
the same course can be categorized as pertaining to more than one
specialization at a time.

Identifying where change is needed in the educational preparation
of entry level librarians is only the first step in setting vp an exchange
of information and ideas among the "major participants® in the profession.
The next step, identifying in what manner the changes should be made, and
effecting them, is far more problematic, but actually touches on "doing"
rather than just "talking about doing®. It is in this light that we should
view white and Paris' elicitation of responses as to how library education
should be changed according to academic, public and special library direc-
tors. At chis point we must also broaden our understanding of "education®
to include education and training, both formal and informal, that is desir-
able to prepare librarians gptimally for professional employment. Library
employers, when asked to chose one option in the event that *.,. expressed
curricular needs cannot be met through the traditional one-year master's
program,” indicated that increasing the content of existing courses was




their first choice, over lengthening the program. On-the-job training was
ranked last as an option in this case, but first when employers were asked
to rank options on post-Master's degree education and training. This
dichotomy is striking and may perhaps be partially explained as a concern
over costs the employers might themselves (as opposed to the professionals)
have to pay; responses to questions on employer support of continuing
education indicated that while employers did indeed support continuing
education for their professionals in a variety of ways, the median cost
ceiling for a one-day workshop or seminar was $69. The second-ranked choice
of mode of post-Master's study was individual graduate courses (as distinct
fram graduate degree programs), with association workshops ranked third.
It is unclear whether "individua) graduate courses® includes library school
sponsored workshops, seminars, colloquia, etc. — 61 ALISE member schools
enrolled nearly 23,000 persons in continuing education programs aimed
overvhelmingly at the local and state or province level in 1982-83, a
decline of six percent form the previous year [Association for Library and
Information Science Education, 1984).

That library directors, in general, reconmended a larger mmber of
courses than is usually included in a one-year Master's program, preferred
increasing course content over lengthening the program, and indicated that
graduates of longer programs would not receive greater hiring consideration
or substantially higher staring salaries points to a significant gap be-
tween what employers see as desirable changes in the preparation of their
potential employees, and what they as employers are prepared/willing to do
about achieving these changes. Perhaps the respondents to White and Paris'
study view the professional preparation of new entry level librarians as
falling wholly within the purview of formal graduate level library
education,

Certainly this is not and should not be the case; the aims of
graduate level education cannot be purely only to prepare sgtudents for
professional employment, and only for a single position at that. Graduate
level education must aspire to a higher purpose if it is to be anything
beyond vocational; by the same token, it must be realized that entry level
librarians have by the time they are hired, responded to a variety of
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learning situations and that learning must continue, both in ..de and
outside of p "ely educational settings, if the profession is ~ , pe aole .
respond to the challenges of the present and the future at all.

INFORMATION PROFESSTONAL VACANCY ANNOUNCEMENT ANALYSIS
Introduction

An analysis of published vacancy announcements and literature
relating to qualifications for information professionals was carried out in
order to detemine:

o similarities and differences in qualifications requested by
types of informaticn service organizations (e.g., public
libraries, academic libraries, special libraries, archives,
publishers, etc.) for the variety of professional positions
advertised

e how the qualifications relate :c different types of
competencies (i.e., knowledge, skills, ani attitudes)

e the relative frequency with which specific qualifications are
requested and the emphasis placed upon these qualifications
(e.g., required vs. preferred vs. desired) as an indication
both of employers' perceived needs and preparation necessary
for candidates for employment.

Information was gathered in an ongoing fashion to cover the approximate
period of the last quarter of 1982 through the third quarter of 1983 so
that we might study job advertisements over an entire year. After examin-
ing the materials collected, it was found that the vacancy announcements
(published in journals and newspapers) needed to be organized into group-
ings to facilitate analysis. At the most general level, advertisements
were separated into those covering 1) professional librarian vacancies, and
2) vacancies for non-library information professionals. Not surprisingly,
many more published advertssments were found for librarians as opposed to
non-library information professionals; there is same indication that many
*non-traditional® vacancies are not widely advertised.




The second level of breakdown was by type of library and by type of
non-library "information service organization", respectively. When feas-
ible, vacancy announcements were further distinguished by type of position
in terms of broad function (i.e., use--oriented, technizal, and support) .

LIBRARIAN VAC..XY ANNOUNCEMENTS

It became apparent, prior to our examination of advertisements for
librarian jobs by type of library, that there were a few commonalities in
the qualifications requested for librarian jobs in general:

e the MLS is fimly entrenched as a required qualification, with
infrequent mentions of cambinations of education and experience

as acceptable equivalents

e “"communication" skills covering oral and written communica-
tions, as well as interpersonal skills (i.e., the ability to
work effectively with others) however variously temmed, were
highly valued

e a pro-service attitude (often phrased like "a cammitment to
providing service") was often noted as a desirable attribute

® advertisements not specifying some sort of experience qualifi-
cation, whether in terms of a specified number of years or even
more narrowly defined, were rarely encountered,

Librarian Vacancy Announcements by Type of Library

A major reason for dividing the job announcements into sets by type
of library was to ascertain the relative presence or absence of advertised
vacancies within the sets. This initial division left us with a very small
number of advertisements for school librarians and a small but samewhat
larger number of advertisements for federal librarians. The scarcity of
advertisements in these two types of libraries should not be regarded as
indicative of a lack of openings, but rather of the presence of other mech-
aniams by which these vacancies are made known, e.g., publication of adver-
tisements in other sources and advertisement mechanisms that may be highly
localized and/or targeted at groups already within that type of organiza-
tion's sphere.




As opposed to school and federal librarian positions, academic
library positions appear to be widely advertised, often in more than one
source. Common qualifications frequently requested for jobs in this type
of library include:

® an AlLA-accredited MLS (i.e, graduation from an ALA-accredited
program in library/information science)

e a second "subject" Master's degree (this was most often reques- ]
ted by large universities, as opposed to colleges and smaller
universities.) However, it was present as a preferred or de-
sired qualification (as opposed to a requirement) fairly often

® supervisory experience

e managerial experience/skills (sametimes listed with supervisory
skills, but closer examination revealed that budgeting, plan-
ning, scheduling and "motivating®™ skills fell under this
heading)

e "comunication" skills covering oral and written commmication
and interpersonal skills, with additional emphasis placed upon
this area via reference to liaison and user education skiils.

In comparison with notices for positions in all other types of libraries
and non-library "information service organizations® (ISO's), notices for
academic library jobs tended to be the most detailed and specific in their
descriptions of the qualifications sought. Desirable experience was often
couched in language like "x years of experience, x of which are in (1)
blank function and x in (2) blank function, preferably in an x library."
Bmployers, when specifying a preference for candidates with second Master's
degrees, routinely specified the desired subject of the second degree.

Other qualifications noted repeatedly for academic librarians, but
less regularly than those listed above, are:

® evidence of ability to meet general university requirements for
pranotion and tenure (research, publication, university/commu-
nity/professional service) in addition to library assigrment

® knowledge/familiarity/interest in autamation (this point was
usually requested in fairly broad language that can be con-
strued to cover diverse aspects such as the application of
technology to information service organizations, familiarity
with bibliographic utilities, and systems analysis skill)
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® online searching skills and familiarity with subject databases

e Dbibiographic rfustruction/user educatior siills came up fram
time to time, although the desirability of these skil.s tended
to be function-dependent.

Still more qualifications scucht by academic libraries were
dependent upon the type of position the professional would hold, i.e., the
function(s) the rcofessional would be performing. Prospective catalogers
were expected to be familiar «ith AACR 2, Library of Congress classifica-
tion system and iibrary of Congress Subject H. lings. Knowledege of MARC
and familiarity with a bibliographic utility were also desirable (OCLC
received by far the .«ws’ numerous mentions, with RLIN, WLN and other utili-
ties specified less frequently; understancing of a utility not in uvse at
that site as .pposed to the one being used was often viewed as an accept-
able substitute). Reading ability in one or more foreiogn languages was a
sought-after qu.lification; Ramance languages prevailed over other specific
rejuests, but occasionally large universities sought candidates with
Russian, Scandinavian or Oriental language abilities. Reference librarian
candidates were overwhelmingly expected to possess a thorougk knowledg. of
a subject in addition to their background in library/information science.
This "thorough knowledge® was most of .en desired in scientific and
technical fields, and then in fields such as business, econamics and the
social sciences. Knowledge of the humanities or of its individual
disciplines vas rarely requested in relation to the number of positions
asking for subject background. Announcemenis for reference librarian
positions also requested experience in l.bra y inst sction and database
searching with same regularity.

Other positions in academic libraries with associated duties that
fell primarily int( one functional area included those in circulation ..ad/
or interlibrary loan (ILL) and management positions. Advertisements fc:
circulation/IIL positions seemed mcre likely to call for knowle “se of
autamated systems and pertinent bibliographic utility 3ubsystens/routines.,
Management positions were likely to request a greater degree of overall
experience as well as skills in planning, “wdgeting, personnel management,
public relations, general adninistration, and knowledge of technological
applications,
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A number of academic library positions were for individuals to
pertomm duties within more than one function. Not surprisingly, a wide
variety of expertise in various combinations, covering knowledge of biblio-
graphic utilities, subject background, bibliographic instruction experi-
ence, knowledge of autamation, etc. was desired for these jobs. Present ir
a mmaller, but still significant proportion, were announcements for jobs in
which professionals Gdealt primarily with a single type of material —
serials, goverment documents, and audio-visual materials are common
examples of this type, with corresponding qualifications looked for in
candidates.

Vacancy announcements for jobe in public libraries tended@ to be
worded in more general language than those examined pertaining to other
types of libraries. A higher proportion of vacancies were for generalists;
i.e., positions in which the individuals perform duties within more than
one function. Hc.ever, certain types of specialist positions do exist
within public libraries: children and/or young adult librarians and mana-
gerial jobs in the form of library (system) dire_tors, branch directors,
and occasionally, library de-artment (technical services, public services,
etc.) heads. Most public library announcements specified the MS as a
requirement and specified a number of years and/or a specific type of expe-
rience as preferable. In temms of specialist positicns, if one regards
state library agencies as being a type of public library because they deal
with the full range of patrons, even indirectly, new roles emerge for
librarians: as consultants for networking/systems analysis activities, as
instructors for agency-developed continving education programs, in helping
.to administer grants, in collecting and disseminating data urasful to
libraries in that state, and in research and evalust.ion. For state library
vacancies, the MLS was usually listed as a requirement with public rela-
tions, communications, and ¢o0 same degree, research and analytical gkills
receivint a high degree of emphasis. As was cammon for public library
positions, gtate library agency announcements called for prior professional
experience,
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In same cases, candidates who were to fill vacancies in public
libraries were required to be certified or at least eligible for certifica-
tion within that state, especially when the library was supported by state
funds. (See pp. 2-26 through 2-30 on Certification of Information
Professionals, for further details.) Public librarians, depending upon the
sort of library and/or its location, were occasionally called on to possess
additicnal characteristics; i.e., vacancy advertisements for positions in
tne southwest mentioned a preference for bilingual (Spanish-English)
candidates fram time to time, and institutional libraries (correctional
facilities) did sometimes note a preference for ca~didates with law
backgrounds. Specialist vacancy amnouncements, e.g., those for children's/
young adult librarians and manugerial positions, tended to be rather
specific in terms of the qualifications sought., Familiarity with
audiovisual materials, knowledge of children's literature, storytelling
skills and even puppeteering ana knowledge of child devel opment/peychology
were noted for the former, and considerable experience (several years in an
administrative positirn in addition to basic professional experience);
planning, budgeting, personnel and public relations skills; and knowledge
of autamation and cooperative arrangements were noted for the latter. The
occasional advertisement for a cataloger in a public library tended to ask
for familiarity with Dewey Decimal Classification, as opposed to the
Libravy of Congress classification system for academic library vacancies.

In general, public libraries as employers seem to be more concermed
with "attitudinal®™ qualifications when compared with the heavy emphasis
placed upon both educational requirements and skills by academic libraries.
.This concern, however, does not appear to point to a lack of importance of
these other types of qualifications, but rather to the relative rank given
to factors pertaining to attitudes such as camitment to service, motiva-
tion, leadership and initiative, etc. Moreover, specific knowledge and
skills were noted in a proportion of announcements, but with a considerable
degree of variety rather :han conformity. Same of the qualifications
mentioned of this type included database searching skills, community
outreach skills, and knowledge of specific library operations (cataloging,
circulation, etc.). Seldom were subject backgrounds requested.

248




Copies of actual vacancy announcements for federal librarian posi~
tiors were difficult to came by, as there is no single agency that keeps
thim on file, Nor are they advertised in professional journals to the same
extent that jobs in other kinds of libraries are. Despite this lack of in-
formation, we do know that, for the time being, the MLS or an equivalent in
terms of education and experience is still a requirement for federal 1i-
brarian jobs. There is same evidence that previous professional experience
is preferred and that candidates may L called on to possess a knowledge of
autaomation and bibliographic databases for a proportion of the vacancie:.
However, even though qualifications for all professional librarian posi-
tions are subject to change with the pessage of time, qualifications for
federal librarians are subject to immediate and wide-ranging alteration due
to the revision of the OPM (Office of Personnel Management) Occupationail
Standards for Librarians (GS-1410 series) [U.S. Office of Personnel
Management, 1982]. (Though not all federal libraries are covered by the
OPM standards.)

Specific qualifications for federal librarian positions currently
vary fram agency to agency and are likely to continue to do so. As the
federal government is heavily involved in the use and provison of informa-
tion for a wide variety of purposes, the nature of the qualifications for
federal librarians are dependent uron the mission of the agency (commis-
sion, division, bureau, etc,) within which the library is located. These
agencies range from art museims within the Smithsonian Institution to the
Department of Energy, Department of ths Interior, Department of Labor,
Department of Justice, and so on, each needing qualified individuals with
very different cackgrounds. The Library of Congress, because it collects
such an enormous range of materials, often seeks candidates with non-
Romance and even esoteric (e.g., Swahili, Urdu, Czechoslovakian, Bungarian,
etc.) foreign language skills, Qualifications sought in candidates by
other federal libraries may often also pertain to the users served; the
users at the patient library of a federally sponsored hospital are likely
to have very different information needs fram those of the users of the
National Library of Medicine or those of the users of school libraries
which fall under the aegis of the Bureau of Indian Affairs. These differ-
ent user needs in turn necessitate staff with qualifications appropriate to
each situation.
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Another type of vacancy announcement examined was for health
science librarians, With regard to library type, nhealth s-ience libraries
are generally found in three sectors: academic institutions; federal
agencies, including the Veterans' Administration Hospitals, the Mational
Library of Medicine, etc.; and hospitals not tied to academic institutions,
and other businesses relating to medicine that operate in the private sec-
tor. Even though the vacancy announcements analyzed crossed these sectors,
they will be discussed together because of the high degree of uniformity in
the qualificatiors sought. As in academic libraries, graduation from an
ALA-accredited program was frequently cited as a requirement. Experience
in online searching, especially with reg.rd to NLM-produced and other
nealth science related databases, was also commonly noted. Unlike general
academic library vacancy - dvertisements, health science librarian
advertisements rarely called for a second (subject) Master's degree,
although emphasis was expressed for subject background qualifications by
way of specifying an undergraduate background/degree in the life sciences
or related fields (sometimes as a preferred and sometimes as a required
qualification). Specific professional experience in a health sciences
library was often mentioned as a qualification, from time to time further
stipulated by number of years and library function (as has been previously
encountered in advertisements for academic librarians). In addition, like
all other librarian vacancy announcements dJiscussed above, cowmunication
and supervisory skills were generally requested by health sciences library
employers, although initiative and problem-solving appeared to be indicated
samevhat more often for health science vacancies than for other vacancies
(with the possible exception of manage:ial-level jobs).

Medical (health science) 1librarisn vacancy announcements listed
still other candidate characteristics with less regularity. Those in this
set included: organizational skills; skills/experience in bibliographic
instruction, familiarity with online circulation systems, and familiarity
with MEDLINE, METLARS and other relevant NIM activities and products. Same
Tention was given to the notion of MLA certification — usually not as a
required qualification and most often in temms of eligibility for certifi-
cation, sometimes within a specific time frame. With regard to specific
library functions, titles given to the positions to be filled were rarely
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indicative of the functional area, but most jobs for health science
librarians seen to have a high component of user-oriented tasks. Few an-
nouncements were encountered for medical library catalogers, but those that
did came to our attention tended to note familiarity with OCLC, MARC, and
MeSH as specific qualifications in addition to general qualificatione of
education and experience. Announcements for managerial positions in health
science libraries were much like those in other libraries in temms of the
kinds of skills and the considerable experience required, although the
Ph.D. was mentioned perhaps more frequently as a desirable qualification.

NON-LIBRARY INFORMATION PROFESSTONAL VACANCY ANNOUNCEMENTS

Only a very small number of non-library information professional
positions are advertised in -“ournals typically read on a national level by
librarians, and more importantly, by students and graduates of library/
information science degree programs seeking "non-traditional” jobs. These
positions are advertised to a samewhat limited and sporadic degree .n major
newspapers. Advertisements may also appear fram time to time in subject-
oriented (as opposed to occupation-oriented or profession-oriented"
journals. Whatever the case may be, job titles vary greatly and often bear
little obvious connection to information work. Yet additional positions
may exist but may not be publicly advertised at all., Short-tem: contracts
and projects for which documents need to be indexed and abstracted,
literature searches done, etc. are widespread and may be accamplished by
information contractrs or by entrepreneurial individuals who often need
competent staff very quickly and therefore do not advertise.

Not all non-library informat!on professional positions can be
viewed as non-traditional. In same cases, professional prestige and jargon
have led to a change of name, i.e., technical information center for
special library, etc., Are the professionals who work in these settings
*non-library information professionals® or special librarians? with this
question in mind, it sametimes becames quite difficult to distin- guish
vacancy announcements for special library positions fram those not in
libi .ries on other than a purely semantic basis. Therefore, we have chosen
to combine our discussion of vacancy announcements in these two types of
environments (with the exception of readily-distinguishable work settincs).
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At this combined level exist some common denaminators of qualifica-
tions sought by both types of employers: professional experience,
scientific/technical or business background, and good commmnication gkills
were frequently requested of candidates. However, in contrast, we see that
only in special libraries is the MLS fimly entrenched (although certain
non-library work settings, e.g. information service companies, technical
information centers, database distributors and services, frequently
mentioned the MLS as one kind of evidance of suitable educational prepara-
tion). Additional differences include the oft-cited need for those not in
libraries to possess marketing skills/experience. Mentioned to a samewhat
lesser degree was the need for candidates with entrevreneurial attitudes
and, occasionally, product development skills. Within the broad topic of
technology-related qualifications, a greater assortment were generally
called for in non-library settings. Special library employers typically
sought professionals with familiarity, sometimes specified in temms of the
nuaber of years, with online Gatabese searching. Database searching experi-
ence was also valued by non-library employers, but most often within the
larger context of "experience with online information systems®. Systems
analysis skills, and in some instances, database design skills were less
commonly requested qualifications sought by non-library organizations. In
temms of the functional grouping by which positions advertised could “e
categorized, there seemed to be a preponderance of primarily user-oriented
positions open in special libraries; most of the vacancies were for
reference/public service librarians. Outside of libraries, information
professional jobs appeared to have a greater mix of functions to be
performed, with user-oriented/support function combinations prevailing. A
few predominantly technical function positions were advertised by
non-library employers — jobbers sametimes sought catalogers, other types
of information service companies might look for indexers, abstractors,
document analysts, etc. Other types of non-library employers (e.g.,
archives, reco:ds centers) tended to have a heavy concentration .f
positions relating to what is comonly known as technical processing with
stress placed not only on describing and organizing the collection, but
also upon storage maintenance and disposal/weeding (e.g., development of
retention policies and schedules, etc.).
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As a result of the availability of a sufficient number of relevant
published vacancy announcements, we were able to separate out certain kinds
of information professional positions from the combined discussion presen-
ted above. The categories of non-library information professional vacancy
announcements investigated in detail were limited to vacancies in the
conventional (i.e., non-electronic) publishing sector, and vacancies for
archivists,

Conventional Publishing Sector

Vacancy announcements examined for positions in the conventional
publishing sector were unlike all other information professional advertise-
ments examined in several respects. Foremost, the publishing industry
deals with information at a different stage of its life cycle: the manu-
script or its equivalent and the newly published document. The industry
therefore emphasizes functions that deal with the "capture and standardiza-
tion® of information, i.e. creation and recording, and production.
However, this emphasis most certainly does not exclude tasks necessary to
the profitable dissemination of this information (sales) that fall under
the category of support functions: managing, planning, marketing, etc.
Additional less obwious tasks that surface under other information profes~
sional functions include gathering data on buying habits and demand for
specific types of items (searching and retrieval), the analysis of such
data for marketing and planning functions (analysis of information), and
the process of selecting which manuscripts to produce, and items to
reprint, revise, and allow to go out of print (collection development) .
Sccondly, despite these unquestionably information-related functions, the
conventional publishing industry by and large does not describe itself in
the e tems as the remainder of the information profession. By way of
analogy, advertisements for other non-library information professional
jobe, despite job titles that can sometimes obscure the nature of the work
performed (e.g., curator, researcher, biochemistry professional, custamer
service representative), use temminology describing the duties to be per-
formed that sets the position fully within the confines of the practice of
the information profession. For example, verbe 1like index, abstract,
digest, document, search, organize, analyze, catalog, collect, preserve,
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and evaluate were used in connection with nouns like data, collection,
records, and information. The conventional publishing industry neith r
uses such temminology, nor, much more importantly, perceives the informa-
tion content in the vocabulary it uses to describe its activities. (Terms
such as coordinate, edit, produce, plan, acquire, select, design, develop,
write, research, pramote, etc. are used in the nontext of individual manu-
scripts and documents, conceptualization of new documents/series of
documents, analysis of potential demand, and analysis of canpetitors'
products and strategies,)

Further investigation of the self-perception of the publishing

industry reveals another distinction between it and much of the rest of the ,

information profession. As opposed to a primary concern with an aggrega-
tion of documents (usually published) that may be organized into a collec-
tion, abstracted, indexed, disseminated, converted to machine-readable
form, analyzed, preserved, etc., conventional publishing appears to place
its (informational) emphasis on: (1) the develomment of the individual
“document” (used in its generic form) to a formal state; (2) the gathering
of information that will lead to the greatest/most profitahle marketing of
this individual document; and (3) the gathering and analyzing data about
the profitability of documents as inputs into the acquisition of new
manuscripts and the conceptualization of new documents,

That the publishing industry's self-image is one of concem with
the development, production, and sale of individual products may well
explain its "business" as opposed to "information"™ orientation. This
business orientation can be seen in the vacancy announcements, as evidenced
by the qualifications sought. Educational background qualifications were
sametimes cited loosely (e.g., Bachelor's degree), but equally as frequent
were advertisements that listed Bachelor's degrees in English, Journaliam,
Business Administration, and Master's degrees in Business Adninistration/
Marketiny, Experience was specified in temms of the number of years in a
rarticular publishing function (e.g., 2 years as an acquisitions editor, 3
years as a marketing manager, and 8o on), hut in contrast to many librarian
vacancies, type of publishing setting (e.g., elementary/high school ("el/
hi") publisher, scholarly publisher, university press, trade publisher,




journal publisher, etc.) was not specified as frequently with regard to
experience for non-managerial level positions. Other business-oriented
qualifications included the occasional call for candidates with a back-
ground in finance, as well as the mention of budgeting/costing skills and
contract negotiation skills. Marketing experience and/or skill was very
frequently listed, cegardless of the job type.

Additional qualifications sought nearly “across-the-board" were
creativity, motivation, strong communication skills, and to a somewhat
lesser extent, managerial experience and/or skilis. The financial qualifi-
cations listed above, on the other hand, were featured primarily in
non-editorial vacancy announcements. Still additional qualifications
generally appeared in vacancy announcements for editorial and production
staff jobs below the managerial level. Qualifications of this sort in-
cluded experience in book acquisition and development, editing experience,
knowledge of all phases of book production, and knowledge ¢ book design,
as well as an occasional mention of computer literacy.

A final group of qualifications surfaced which seem to depend upon
the type of item published and/or particular variables associated with the
item's intended readers. Knowledge of children's literature, curric.lum
development skills/experience and even teaching experience were cited from
time to time in "el/hi" publishing advertisements; and specific subject
backgrounds (e.g., medicine, socis' studies, crafts, etc.) were cited by
employers publishing materials with subject content falli 3 into those
areas, Mreover, there are same indications that publishers are investi-
gating publishing newer, non-traditional media such as software and may be
seeking personnel qualified to assist in the development of products of
this kind.

The conventional publishing industry's business/product orientation
has naturally come about because of its camercial cost-recovery erphasis,
which currently separates it from libraries and other "information service
organizations" that primarily provide services rather than products.
However, many non-library information professional vacancies are and will
continue to occur in a subset of information service organizations that we
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may be referred to as "informatiun businesses®™; businesses such as database
producers, distribitors, and services, as well as brokers, vendors,
jobbers, etc. that also have a commercial cost-recovery emphasis. These
information professional vacancies exist in other information businesses as
a result of the businesses' realization that they need people who are
qualified to work with information regardless of its format or purpose as
well as people who are knowledgable about business practices and commercial
viability of products/services.

Archivists

The advertisements for archivist positions examined tended to use
fairly generalized language in the qualifications sought. Far less empha-
sis was given to the specification of skill qualifications for archivists
than was given to this area in advertisements for librarians in general;
i.e., instead of stating that the candidate "must be able to use x or do
x", archivists advertisements were more likely to state that "the candidate
must possess a basic familiarity of/throrough knowledge of/or background in
x". Employers of archivists seemed to focus upon education and experience
in their announcements with, for 'he most part, little emphasis on other
kinds of qualifications., This particular focus was samewhat surprising,
given that most archives openings are apparently occuring in the academic
sector and in institutions with a sciolarly/research inclination. Perhaps
this may be explained by the frequent dichotamy between employer-produced
descriptions of vacancies and their shorter published announcements of the
same positions. In any case, when campared with gualifications cited for
academic librarians, there was very little information about the garticular
skills required of archivists. (General skills may be inferred from the
descriptions of duties.) The majority of archivist positions called for the
candidate to possess an M.A. in History or to have completed an ALA-
accredited library/information science degree program, with managerial
positions frequently reguiring a Ph.D., though nore often in history or a
related discipliine than in library/information science. Regardless of the
degree preferred, employers did note a strong preference for coursework/
training in archival administration. Rarely were second subject degrees
called for, or even both an M.L.S. and an M.A. in History preferred.

256




However- in tems of subject background as opposed to subject degree,
History prevailed over and above all others. in fact, many enployers cited
a preference for candidates who were familiar with the specific subject of
their collections, which tended to be regional ané/or local American
history (e.g., the Southwest, South Carolina, etc.). Too, experience qual-
ifications were cammonly broached in 1less stringent temms than in many
announcements for librarian positions: employers might ask for x years of
professional archives experience, or perhaps x years of professional ar-
chives experience in x kind of archive, but length of experience performing
a specific task or function was rarely mentioned. Professional experience
not in an archive, e.g., with a special collection or even in a library,
was sametimes noted as acceptable. Many positions ralled for several years
of professional experience, with managerial positions typically requiring
considerable experience.

Returning to the other types of qualifications cited for archi-
vists, announcements commonly called for good cammnication skills, 1like
librarian vacancy announcements. Further specification of communication
skills was occasionally made: fram time to time anployers called on
candidates to pussess grant writing abilities. (Grant writing ability may
indeed be more important in an archives setting than it appears to be —
many positions in academic settings were grant-supported and temporary.)
Bmployers of archivists for same reason had a decided preference for the
word "administrative" over ®"management® or "supervisory®. Such skiils/
experience were sought to a less marked degree in archives than in
libraries as evidenced by announcements examined. Only rarely were foreign
language reading abilities called for; this may be explained in part by
contrasting the nature of academic library collections (where foreign
language skills are frequently a necessary working tool) with the apparent
enphasis of azchival coilections on more recent periods of American
history, i.e., the 19th and 20th centuries. In the few cases where foreign
language skills were requested, the archive in question invariably dealt
with some aspect of Buropean history and/or ethnic groups in the U.S.
Somewhat surprisingly, knowledge of the principles and techniques of con-
servation did not receive any particular stress (in 1light of the relative
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infrequency with which it was mentioned), nor did familiarity with tech-
nology that might be used to facilitate storage and access to archival
documents and/or record them on more permanent media. (Such is the case
for many employers of archivists, but these same qualifications were
praminent and further specified in announcements for vacancies within the
National Archives and Records Service, especially for managerial posi-
tions,) Moreover, even though it was typical for employers to give brief
descriptions of the archival collection mentioning the types of media
present (e.g., pepers, manuscripts, music, photographs, microfilm, etc.),
almost no distinct mention was given to relevant qualifications such as
knowledge of the physical properties of non-paper documents, nor of
familiarity with different methods for organizing and providing access to
these materia's,

The majority of the vacancy announcements examined for archivist
positions were for openings in academic and other scholarly institutions.
Few advortisements for positions in corporate archives were encountered.
Within academic institutions, same archival prsts carried faculty rank
and/or were tenure track — the proportion appeared to be similar to, if
not somewhat smaller than, faculty rank/tenure track for academic library
positions, In fact, academic archivists frequently seemed to be classed
with academic librarians in cemms of pay scale. Also, position descrip~
tions for academic archives openings often mentioned that the incumbent
would have some responsibility for/connection with the library's special
collections and rare books.

The fact that specific skill and attitude type qualifications are
not heavily emphasized in advertisements for archivist jobs does not neces-
sarily mean that employers are not sceking candidates with qualifications
of this type. It may mean that these qualifications are sought at a later
stage of the recruitment process — e.g., after initial screening of
resumes, on a formal application form, or during interviews. On the other
hand, one may conjecture that this lack of emphasis in published
advertisements is perhaps indicative of greater equilibrium in the supply
and demand situation for archivists that in that for librarians,
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CEFIIFICATION OF INFORMATION PROFESSTONALS

Gereral Cverview

Certification of information profess.ionals can be divided into two
spheres: librarians and library personnel, and non-library information
professicnals, As one official aspect of credentials for practice, certi-
fication in the former sphere is akin to licensure and qualifying examin-
ations in other professions such as law, medicine, and nursing. In most
occupations, credentials are established as a means of eniuring reputable,
acceptable standards of on-the-job performance. However, with regard to
library personnel, certification functions less as a gatekeeper into the
profession and more as a baseline for minimum qualifications. As such,
certification Zor library personnel is currently entrenched in only one
area: school libraries/media centers, although cert:fication requirements
also exist for public librazians, medical librarians, and law librarians.

School librarian certification is generally handled by the state
Boards of Education, which set up independent requirements for the state in
question. These requirements are frequently based upon teaching creden-
tials, often calling for a library, library-medi» educational media, or
audiovisual endorsement or validation of the teaching credentials for
specific subject-related practice.

General education requirments vary a grea: deal amongst the states,
and professional education requirements (i.e., library science/educational
media) also differ from state to state in tems of the number of credit
hours and the specific coursework required, as well as the degree level at
which these courses need to be taken. Within the same gtate it is a'so not
unusual for there to be severai levels at which school librarians may be
certified and more than Zne means by which they may accomplish this.
Levels of certification are sometimes structured around the teaching level
of the educational institution in which the librarian will be working,
e.g., elementary schco., secondary school, and K-12 endorsements, on the
one hand, and/or the professional level at which the 1librarian will be




expected to perform, e.g., associate, specialist, and director on the other
hand. The length of time the certification remains valid (when specified)
is very fluid, but in same cases appears to have a direct relationship to
the professional level at which the librarian will perform. Many other as-
pects of school librarian certification are not uniform; for a 1-.k at sase
of the salient characteristics, see Table 1 at the end of this Appendix.

Public librarians are sametimes required to be certified in cases
where the library is supported in whole or in part by state funds. Certifi-
cation for puolic librarians varies fram state to state, with some states
having no cercification law or plan, and others having: (1) voluntary
certification (in order to encourage continuing professional development),
(2) multiple levels of certification for various professional levels and/or
positions based upon the size of population served, or (3) certification
requirements for head librarians alone, often further restricted to a
single level/size (e.g., system, county, etc.) of public library facility,
«.C. The rationale behind certification as a reguirement for the library's
eligibility to receive public funds appears to be one of ensuring quality
public information services in return for public funds. Unlike school
librarian certification, however, certification of public librarians, on
the whole, appears to be far less complicated and far more infreq mnt.
Little current, formally published information on this topic exists, fut
information that could be collected fram state education agencies, state
library agencies, and published literature has been analyzed and is shown
in a generalized format in Table 2 at the end of this Appendix.

As opposed to both school librarian and public librarian certifica-
tion, which fall under the auspices of state agencies and are accanpl ished
on a strict state-by-state basis, medical librarians across the U.S. may be
certified by the Medical Library Association (MLA), a professional society.
CQurrent requirements for MLA certification are the following: 1) graduation
from an ALR-accredited program in library/ information science, 2) su.cess-
ful passing of the MLA campetency-based examination, and 3) two years of
experience as a professional health services librarian gained after ccmple-
tion of the ALA-accredited program. Provisional certification, valid for
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five years, may be granted to applicants who have completed only require-
ments 1) and 2) lisced above. Unlike school and public librarian
certification, certification for health sciences 1librarians is uniform,
with only two levels: provisional and full. Recertification every five
years is mandatory and is not an autamatic renewal on the basis of evidence
of successful practice/experience; completion of continuing education
activities during the five-year period or successful campletion of the
current MLA certification examination at the end of the five-year period is
required, thus ensuring that certified individuals remain aware of the
latest developments in the practice of health sciences librarianship. MLA
certification is frequently described as preferred/desirable for positions
in health sciences libraries, especially in terms of the candidate's eligi-
bility for certification at a later date, an® could be regarded as less
fimly entrenched than school librarian certification but more than publi.
librarian certification in temms of its mention as a minimm qualification
for employment. However, this situation is br no means static, and MLA
certification could possibly became more of a minimum qualification in the
future,

Certification of law librarians is also carried out under the aus-
pices of a professional society, the American Association of Law Libraries
(AALL) . Like MLA, AALL's requirements for certification are wniform for
all states. However, it is not clear whether AALL will certify librarians
vho are not its members. Currently there are four categories under which
law librarians may apply for certification. The first category entails (a)
posfession of a graduate degree fram an ALA-accredited program, (b) posses-
sion of a law degree fram a school approved by the American Bar Association
(ABA) or American Association of Law Schools (AALS) or admission to the
Bar, and (c) two years of professional library experience, one-half of
which must have been in a law library. The se..nd category has no library/
information science education requirement, but the law background (b,
above) still stands, and four years of professional library esperience are
called for, with half being in a law library. The third category requires
no law background, but those who have graduated fram an ALA-accredited pro-
gram and possess six years of profersional library experience (half in a
law library) may be certified. Persons who have graduated fram non-
accredited Master's programs and who possess eight years of professional
library experience (half in a law library) may also be certified.
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Recipients of a Bachelor's degree with a major in library science are
required to have ten years of professional 1library experience (half in a
law library). AALL equivalency mechaniams do not stop here: the fourth
category is for individuals with twenty years of responsible law library
experience and outstanding contribution to the profession. AALL certifi-
cation is unlike some of the other types of certification discussed above
in that it (1) calls for a second (law) degree in two out of four cate-
gories, and (2) has established mechanisms whereby individuals lacking
either the law education or a graduate degree in library/information
science fram an AlA-accredited program can be certified. Few data were
available from which to detemmine the prevalence of certification as a
qualification for employment as a law librarian.

General certification of all librarians, regardless of the type of
library or subject discipline in which they work, does not exist. However,
the National Librarians Association (NLA) is currently advocating the
development of a voluntary certification program for all librarians., In
its draft proposal, the NLA states: "the goal of better meeting the library
patron's needs by guaranteeing minimum professional competencies will be
furthered by a program that evaluates the professional experience of
librarians working in the field." Proposed NLA certification requirements
as of January 1, 1983 include: 1) campletion of an MLS degree, 2) 5 years
of experience as a librarian, and 3) for each year of experience, at least
one element of continuing .Jucation/professional activit:. When canpared
with the other types of certification for librarians discussed above, cer-
tification of 1librarians by NIA is most like certification of health
sciences librarians by the Medical Library Association: both fall under
the auspices of a professional nociety and both have uniform, national
requirements for eligible applicants. However, NIA certification as it is
now proposed calls for a requirement of 5 years of professional practice
for eligibility, as opposed to MIA's 2 year requiremen:, and NIA makes no
allowanc “or even provisional certification of new entrants into the
profession, unlike all other types of librarian certification. ~+i11, it
nust be emphasized that NLA's program is not in its final state and might
well be substantively altered in the future.
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Returning to the sphere of non-library information professionals,
little importance curres 'y appears to be placed upon the issue of ertifi-
cation, One reason for this lack of emphasis may be that the information
profession, especially outside the traditional settings, e.g., libraries,
is developing too rapidly in many tangential directions to coilectively
consider the cammon denominators comprising optimal professional perfor-
mance, It is necessary to identify these general characteristics of
service/practice before moving on to detemining the optimum qualifications
of individuals providing service as a basis for certific t’on requirements.,
In this light, certification for non-library professionals in general is in
mch the same state as certification for librarians in general; 1little
development is occurring at the generic level, but development at the spe--
cific level (subprofessions and/or individual professional associations) is
well underway or has at least beqin., At the specific level, the Institute
of Certified Records Managers has developed a certification program fo.
records managers. Hased upon a Bachelor's degree and three years of pro-
fess.onal experience in the field of records management, certification by
the ICPM also requires a successful score on their examination covering
records management, Satisfaction cf all three requirements (with
substi’ tion/equivalency rules -erning the mix of education and experi-
ence) within a five-year period .s necessary for certification. There is
additional evidence that some other professional societies may be interes-
ted in certification and/or have developed certification programs, but many
of these societies are more concerned with computer softwars, nardware, and
machine-readable data than they are with storage and retrieval of informa-
tion in all its forms. However, as the non-library information segnent of
the profiussion grows and as avenues for specialization within this segment
stabilize, we may well see a concemn with certification in the future as a
means for providing professional development and recognition, as well as an
assurance of quality performance,




ISSUES IN THE CERTIFICATION OF INFORMATTION PROFESSIONALS

The issues that have emerged during this investigation of certifi-
cation of information professionals have much in common with licensure and
other types of credentialing in other professions: an assurance to the
public that the recipient of such a credential will provide campetent,
quality service and is worthy of their confidence. Unlike many other pro-
fessions, however, the information profession can be said to provide an
intangible service that rarely leads to a product or result gbwious to the
service recipient, let alone a standardized product. As opposed to the
other professions/occupations where credentialing methods are/have been
established, the segment of the information profession of which the public
is aware (e.g., librarians) is camparatively small in number and consti-
tutes only a fraction of its members (see Debons, et al., 1981, for one
estimate of the size of this profession). Furthermore, the information
profession is itself quite diversified: by work setting, type of work
performed, subject matter dealt with, and/or a combination of all of these
factors. Consequently, there is little uniformity upon which to build
"baseline” credentials for the profession as a whole. All of these charac-
teristics make discussion of certification for information professiorals a
particuarly complex topic which can best be broken down into a treatment of
sane of the issues that appear to flow fram these attributes. The issues
that will be addressed in the rest of this section are:

o at what career stage can an individual be initially certified
vs, at what career stage should an indi 1al be initially
certified

e absence/presence of competency-based certification and the
relationship of certification competencies to on-the-job
performance :

e certification as opposed to, and in relation to, other kinds of
professinal credentials and its future implications for the
information profession.
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Career Stage of Certification

As described in the previous section, certification for librarians
varies a great deal with regard to requirements and career stage at which
the individual may receive initial certification. Initial certification
may be the first in a set of levels leading to certification for a manage-
ment position, may represent a provisional certification with the next step
being a full certification, may be the only kind of certification available
to an individual in that type of library in that state, may be the single
credential for librarians in a certain type of library, (e.g., MA), or may
be proposed as a baseline credential for all librarians, as in that which
is under development by the National Librarians Association. In addition,
the importance of the career stage of initial certification is further
heightened by the length of certification validity, which also varies
according tv circumstances from a year or two to 1ife. In certain kinds of
libraries, i.e., school libraries and public libraries receiving state aid,
certification has become a minimum qualification for employment. This
requirement right conceivably spread to other kinds of libraries as certi-
fication procedures develop further, depending upon market conditions, As
criteria for initial certification differ widely, we observe that even
within the same type of library, there is no agreement on what conetitutes
sufficient preparation for guality practice at the first “"credentialed”
service level. This lack of consensus, coupled with the fact that initial
certification may be received vpon the Lases of: 1) a minimal number of
credits in library service and professional employment, 2) vears of prof :s-
sionzl service in addition to graduation fram an AlA-accredited MLS degree
program, and 3) combinations and variations of 1) and 2) above, makes
certification a questionable means of assuring quality performance at the
generic level. The notion of quality performance becomes further complica-
ted when considered in connection with certification as a minimm qualifi-
cation of employment. Depending upon the degree tc which certification
becomes a minimum qualification in proportion tc career stage of initial
certification, certification might possibly begi: to take on a gatekeeper
function (i.e., limiting the ability of those otherwise qualified to find
professional empliyment, and therefore their entry into the profession as
actual practitioners).
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Competency-based Certification and Its
Relationship to On~Ihe-Job Performance

Rarely is certification for information professionals described as
a means for confiming the attainment of specific competencies by individu-
als; rather, it is implied that receipt of certification denotes a
competent individual. What characterizes campetent on-the~job performance
is seldam mentioned in comnection with certification and, to our knowledge,
has not been defined. Thus, requirements for recertification and/or secon-
dary level certification akin to "x years of demonstrated successful
experience” are vague and confusing in that what constitutes successful
experienc: is open to interpretation. Are individuals successful (as
opposed to adequate) because they have managed to retain their positions
over several years? If not, is success to be measured in temms of profes-
sional status, salary, reconmendation by supervisors and/or same type of
competency assesament, be it an oral interview, an examination, or on-the-
job observation, etc.? Other common certification requirements that have a
tenuous relationship at best to on-the-job performance include those that
mention "x credit hours in library service" withcut mentio~‘ng the academic
level at which these credits must be attained or the spe .fic courses that
should be taken. (See Tables 1 and 2: no* all states are this general in
their c~rtification criteria.) Vague educational criteria for certifica-
tion leave room for irrelevant courses and do not require that the
individual has a current knowledge of the field as of the date he/she is
certified, States that grant certificatior. with long tem validity or
permit recertification on the basis of years of service alone d nothing to
ensure that practitioners continue to provide service that is up-to-date
with the latest developments in the field., This lack of relationship
between librarian certification and competent job performance is. fortu-
nately, currantly common to only certain states in their requirements for
school and public librarians. Certification for health sciences librarians
as adninistered by the Medical Library Association currently calls for
successful campletion of a written examination designed to assess "entry-
level compecencies,” with recertification based upon continuing education
units or succesful recampletion of the exam at the end of the five-year
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period. The competencies to be assessed were detemmined from employment-
based situations and "... are reviewed annually for continued relevance.”
Certification for all librarians in general as proposed by NIA implies
later adoption of certification criteria based upon true campetency
assesmment: “the goal of better meeting the library patron's needs by
guaranteeing minimum professional competence will be furthered by a program
that evaluates the professional experience of 1ibracians working in the
field. Testing devices both for the body of knowledge and for the skills
that constitute librarianship which are precise enough to be validated need
to be developed, but it will take time to do that." For non-1ib-ary infor-
mation professionals, there is as yet no way to examine the . .ationship
between certification requirements and on-the-job campetencies, for jobs
are evolving with so many different rames and specialties that few have
even attempted to analyze them so that cumpetencies might be developed.
Certification for non-library information professionals has not yet became
a widespread matter of concern. even at the specific as opposed to the
generic level (although certification criteria for recczds managers based
upon receipt of a Bachelor's degree, three years of professional experience
and successful campletion of an examination covering the subject of records
management have been established). Such is the case with non-library
information professionals now, but it does not stand to reason that this
situation will continue into the future. As the information age develops
over the next few decades, the public will begin to perceive the bunefits
they derive fram information services and will assign greater recognition
to the infomation professicn, eventually moving to the placement of
societal value on the assurance of quality information services as provided
by qualified professionals. As this happens, mechanisms for credentialing
the information professional will develop, but in what manner they will do
80 and when remain unknown.
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Certification as the Credential for the
Information Professional and its Future Implications

Societal mechanisms for providing quality assurance differ with
regard to the "body” that provides the service or product, i.e., individu-
als, organizations (corporations, non-educational institutions, businesses,
etc.), and educational institutions are all subject to different types of
credentials. Here, we are only concemned with individuzl information pro~
fessionals and the methods by which society ensures that they practice in a
competent manner (provides quality service)., Certification, moreover, is
not the sole means for sanctioning individuals' performance of their pro-
fession; licensure also applies to individuals. Both means require that
individuals meet a set of "predetermined qualifications®, although as
mechanisms they can be distinguished from each other in tems of purpose,
Certification is the process by which a non-govermment agency or associa-
tion grarts recognition to an individual who has met predetermined
qualifications specified by that agency or association. Licensure is "the
process by which an agency of goverrment grants permission to persons meet-
ing predetermined qualifications to engage in a given occupation and/or use
a particular title ... by certifying that those licensed have attained the
minimal degree of competency necessary to ensure that the public bhealth,
safety, and welfare will be reasonably well protected." Although certifi-
cation and licensure differ in purpose, this distinction can become blurred
in instances where certification is a minimum qualification for employment ;
certification then becames one aspect of de facto per ission to engage in
practice, the —atekeeper function referrred to earlier.

Professional credentials for individuals often do more than assure
quality service. Whether intended or not, credentialing (by whatever
means) can provide professional recognition amongst one's peers (especially
in the case of certification adninistered by professional societies), as
well as a means of further professional development after the fulfillment
of minimum qualifications.
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When credentials are based upon vague or outdated criteria or are
not validly linked to competent on-the-job performance, individuals who
receive these credentials run the risk of expending time and effort (as
well as money in many cases) to satisfy criteria that may lack relevance to
their jobs. T.e profession in question runs the risk of authorizing the
credentialed individuals as competent to practice when, in fact, they may
| not be competent. As it is so difficult to define the information profes-
sion, let alone identify the characteristics of competent practice, this
may be one reason why credentials have been developed at the speciifc level
for distinct specializations: there are far more concrete parameters to
work with and less risk. Certification of specializations within the
information profession also allows for far more flexibility in dealing with
otherwise competent individuals who may lack certain criteria by making the
provision for equivalencies. This is especially important in providing for
the upward mobility of paraprofessional library personnel in a manner that
is not tied to each specific employer, as few non-employer-linked equiva-
lency exams exist to our knowledge. Credentialing "criteria equivalencies”
are also very important in fields or specializations where what constitutes
sufficient preparation for practice is still undetemmined because of the
relative newness of the specialization. For those information profes-
sionals practicing in non-traditional, non-library settings, these equiva-
lencies could very well act to ease the transition of these individuals
into positions of responsibility when educational institutions have not yet
sufficiently responded to a market where demand exceeds supply. However, a
waming signal sounds when pemmanent credentials are granted based upon
these "equivalencies”™ after the transition period has ended; these
.individuals, if not required to avail themselves of continuing education
for "recredentialing®, can quickly became professional anachroniems.

As stated earlier, when society moves toward perceiving the benefit
of information services, developments of credentialing mechaniasms for non-
library information professionals should begin in eamest. It is more
likely that the mechanisms to be adopted will be certification rather than
licensure, given past developments in the information profession and their
respective purposes. Certification has already been established as the
credentialing mechanism for one kind of information professional, librar-
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ians, and licensure seems to have a greater tendency to operate in
occupations where a tangible product/service is provided and/or the public
perceives that greater, more immediate harm may befall them at the hands of
an incompetent practitioner, e.g., medicine, law, etc. Licensure, because
of the notion of public harmm/good, has specific gatekeeper qualitiee which
would also be detrimental to the non-library information professional job
market in its transitional phase. For in this phase, what constitutes
sufficient preparation for competent practice in these positions will still
be quite fluid, as will the means by which these practitioners prepare
themselves. Looking at certification, on the other hand, we see that it
has tended to be responsive to specialization within the library market.
Indications are that this type of flexibility and specificity will be
necessary in the inital development stage of credentialing mechanisms for
non-library information professionals, with "generic credertialing® perhaps
following after a period of stabilization within the profession that
permits concerted self-examination.

Althcugh we cannot be sure of what will occur in the information
profession in the future, we are certain that professional credentialing
for information professionals can have its drawbacks, for example:

e restriction of the entry of otherwise qualified individuals
into the profession (the gatekeeper function)

® lack of general recognition of equivalency paths for those
individrils having unusual backgrounds and/or f£illing non-
library information professional positions

e the dangerous potential of permanent certification, wnich, if

it becamrs a mimimum qualification, may predispose a changing
professicn to a greater degrec >f relative stagnaiion.

Positive acoects of credentialina for information professionals are:

e validity vith regard to competent on-the-job performance
e responsiveness to new develomments in the field and requiring

responsiveness to change on the part of "credentialed
individuals”
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e pemnitting mobility of individuals into the profession and into

positions of responsibility on the basis of campetence rather
than paper qualifications

® responsiveness to the job market and the capabilities of
institutions providing education and training,

If future credentialing for information professionais is developed with the
positive aspects in mind, it will doubtless be of value to the profession,
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TABLE 1
SCHOOL LIBRARIAN CERTIFICATION CHARACTERISTICS BY STATE

2735

CHARACTERISTIC
Requicements
STATE Credit for Renewal,
Hours in Recertification Campetency
Teaching  Library/ Based,”
Degree Certificate Information Length of Practicum
Level Required Sc. ce Validity Experience [iducation Required Cament s
Alabama No information available
Alaska Bachelor's Type A -  thapacified 5 years 6 semester Type A and Type C; type C does not
teacher hours require teacher ed.
ed. progcam
Arizona Bachelor's Yes - Pro- 18 semester - r rs G.Tspeciﬂéd Unspecified K-12 endorsement on teaching certifi-
or visional, hours cate; level of 1ib, sci. krs. unspe-
M 'y Basic, or cified
Standaid
required
Arkznsas Bachelor's No, but 18 Secondary 6 years Unspecified Unspecified Specialist K-12 split into librarian
sem. hrs. school: 18 {18 s.h.) and Media Speciali~t (12
in Ed. semester s.h.)
hours
Caiifornia Baclelor's Calif. inspecified Unspecified tnspecifie? Unspecified 3 yrs. exp. as librarian; postgrad.
teaching year campleted. w/in 5 years of em-
credential ployment
Oolorado Unspecified Unspecified Unspecified 5 yrs. ? Unspecified U-specified
Connecticut Grad work  Por Pro-  Minimm of (Unspecified 3 yrs. at  MA in "sch. 2 levels: 1) provisional, 2) standard
or visioal, 24 graduate Provisio al med.” or
Mastecr's + not for sem, hrs. in level MA + 30
Standard *school sem, hrs. in
media® "sch. mecia®
Delawar Bachelor's Yes Varies from Unspecified Unspecified Unspecified See Woellner p. 44 for specifics of
gpec, in professional preparation
sch. librar-
ianship -
teacher ¢

to ALA-MLU




TABLE 1
SCHOOL LIBRARIAN CERTTFICATION CHARACTERISTICS BY STATE (Continued)

(HARACTERISTIC
Requi cement s
STATE Credit for Renewal,
Hours in Recertification Campetency
Teaching Library/ Based/
Degree Certificate Information Length of Practicu
Level Required Science validity Experience Education Raquired Conment 8
District of See No See Unspecified Unspecified Unspecified Elementary: BA+12-18 s.h. in 1lib.
Columbia Camment 8 Covment s sci.
Secondary: MA+ 30 hrs. in 1ib. sci.
Florida Bachelor's Teacher Major in Unspecified Unspecified Unspecified Called "Educational Me«
Certifi- ed. media Specialist®
cate Exam or 24 s.h.
in ed, media
Georgia Bachelor's (nspecified Unspecified Unspecified Director of Media Centers Certification test reg. for ¥ ‘a
‘ or =5th yr. of ed. Spec.alist at master's level

r?: Master's?

‘\3 Haweii Bachelor’s Unciear; Unspecified tnspecified (nspecified (nspecified School School Librarian or Media Specialist;
several Librarian Practicum in K-12 setting required
levels of for media specialist or school
apecialist 1ibrarian
certificate

Idaho Ko int_.mation available

I1linois Sacnielor's  vYes Library nspecified Unspecified Unspecified 3 levels of progressively responsi-
Science- ble certification that build on each
media 18 other
grad. sem.
hrs.

Tl ana No information available

Iowa Bachelor's Unclear Gradate 10 voars Renewable under pre- Endorsements for school librarian or
or wnder- scribed conditions, but ed. media spec.; Dit. of Lib. Ser-
grad. major no info. available vices requires MS und prof. cert.
in achool
1ib. work

Kansas (nspecified Unspecified Secondary  Unspecified Unspecified (nspecified Very little info., ¢  me'y vague
sch.-24 sem,
hrs.; Elem.
school-i5
sem. hrs.
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TABLE 1
SCHOOL LIBRARIAN CERTIFYCATION CHARACTERISTICS BY STATE (Continued)

CHARACTERISTIC
Requirements
STATE Credit for enewal,
Hours in Recertification Canpetency
Teaching  Library/ Based/
Degree* Certificate Information Length of Practicum
Level Required Science validity Experience Education Required Cament s
Kentucky Bachelor's No Varies Varies Various paths and levels N proved. Program approach vs. spe-
or of certif: -ation cific requirements; see Woellner, p.
Master's 94-95

Louisiana Unspecified Yes 21 sem, tnspecified Unspecified Unspecified Little informati. available
hrs.

Maine Bachelor's Varies Varies; Unspecified Unspecified Unspecii..d 3 plans w/various requirements

or when spe- at various degree levels
Mascer's cified, not
1rss than
36 grad
sem, hrs.
Maryland Bachelor's No Associate- Not clear  Unspecified (nspecified Competen- Several progressively rasponsible
or 18 sem, cies spe- levels - all require practicum
Master's hrs; Gen- cified in or years of professional experience
eralist and cert, re- * Credit hours not clearly reguired
Specialist - quirements to e in library science: broad
Masters or field of media z4.
36 hrs.*

Massachugztts Unspecified Yes 30 sem hrs Unspecified Unspecified Unspecified Standards Unified, Media specialist -~ covers
*pre- in addi- both school librarian & A-V media
practicum®- tion to specialist
subject rs. -
discipline skills,
unspecified knowledge

and atti-
tudes

Michigan Bachelor's Yes Major-30 Unspecified 3 yrs. 18 sam, Different levels - provisional, con-
sem, hrs teaching hrs. appro- tinuing, or K~12 endorsement
or minor- experience priate

2 7 8 20 sem, credit
hrs.
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TABLE 1

SCHOOL LYBRARIAN CZRTIFICATION CHARACTERISTICS BY STATE {Cont inued)

CHARACTERISTIC
Requirements
STATE Credit for Renewal,
Hours in Recertifjcation Campetency
Te~ching Library/ Based/
Degree Cer fica.e Information of Practicum
Level Required Science validity Experience Bducation Required Caments
Minnesota Bachelor's Yes 10 sem. nspecified Unspecified Unspecified Called Audio~Visual birector; 2 years
hrs. in teaching experience reguired
audio-
visual
ocourses
Missisaippi Wries- No Varies ~ Varies Unspecified Ungpecified 4 progressively respongible levels
BA through minimm of 5 yrs., 10 fran BA through PhD
PhD 30 sem, yrs., life
hrs.
Missouri Bachelor's Yes 18 sem. Unspecified tnspecified uUnspecified Req. given for Librarian; sc2 also
hrs. Instructional Media Technologist
Montana Bachelor's Yes Min, of 20 Unspecified Unspecified Unspecified Little information available
sem, hrs,
in K-12
lib. sct
Nebraska No information available
Nevada No information available
New Hawpehire Several No BA or MA in Unspecified (hspecified Unupccified Can be 3 progressively responsible levels -
levels- media - certified lowest requires 2 yrs. of ed, and
Bachelor's credit hrs, on basis of review by Bd. of Exaniners
hd unspecif ied campeten~
Master's cies by
Board of
Examiners
N=v Jersey Bachelor's Yes Varies from Not cloar  Unspecif..: Unspecified 2 levels - Associat: Ed. Media Spc-.
or 18 under- clalist & Ed, Media Specialist
Master's grad, sem,
hrs. to 30
grad. hrs.

BEST COPY AVAILABLE
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SCHOOL LIBRARIAN CERTIFICATION CHARACTERISTICS BY STATE (Continued)

TABLE 1

CHARACTERISTIC
Requirements
STATE Credit for Renewal,
Hours in Recertification Campetency
Teaching  Library/ Based/
Degzee Certificate Information Vength of Practicum
Level Reguired Science validity Experience Education Required Comment s
New Mexico Bachelor's Yes :4 sem, Unspecified Unspecified Unspecified
rs. in
library
media
ocourses
New York Bachelor's No Varies: 5 yrs. or  Unspecified Unspecified Practicum 2 levels - provisional (valid for 5
or min. of 36 peonanent req. at yrs., and permanent ~ requires 2 yrs.
Magter's sem, hrs, both of experience
levels
North Garolina Varies Yes Varies~ S yrs. tnspecified Unspecified Demon- 2 1-els ~ Media Coordinator (cam-
Uhspecified strated petency based), Media Specialist -
campe-~ req., Master's degree
tence
required;
exam
required
North Dakota  Bachelor's Educator's varies~ 2 yrs., 2 yrs. Several kinds of certification; Mae-
or Prof. minimum of renewal teaching ter's degree (not rec. MLS) re-
Master's  Cert./ 16 sem. for 5 yrs. ererience quired for Media director certifi-
Teacher's hrs. cation
Cert.
Ohio Bachelor's Yes 20 sem, Unspecified Experience or 6 semester rractical 2 levels - elementary school and
hrs. for hours exp, as secundary school
elem,; pact of
30 sem. hrs. student
for sec, teaching
for sec,
level
Oklahoma Bachelor's Yes for 24 sem. 7 yrs. for Unspecified Unspecificd Student See also Audio-Visual Specialist
2 8 2 Profes- hours orof. teaching (Standard Certificate)
gmal Cert, required
rt,
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TABLE 1

SQHOOL LIBRARTAN CERTIFICATION CHARACTERISTICS BY STATE (Cont inued)
CHARAMCTERISTIC
Requirement s
STATE Credit for Renewal,
Hours in Recertification Competency
Tesching  Library/ Based/
Degree Certificate Information Length of Practicum
Level Required Science validity Experience BEducation Required Cament s
Oregon Bachelor's Mot clear Bacic: 21  Unspecified Unspecified Unspecified K-12 Educational Media Subject Matter
qtr, hrs.; Endorsement
Standard:
36 qtr.
hrs.
Pennsylvania hspecified Yeu No info. No info. 3 yrs. plus 24 ~redit Little Sources unclear; needs clarifimtion
available  available  hours for perr ent info
certificate available
Fhode Island  Bachelor's No Provi- Prov - 6 Provisional certificate 6 sem. 2 levels: 1) Provisional; 2) Profep~
or sional: 18 years; not renewable - Prof. hrs, prac- sional
Master's sem. hrs,; Prof. ~ cert. reg., Master's tice
Profes- life degree teaching
sionals 24
sen, hrs,
South Carolina Bachelor's MNo 30 sem. Unapec:fied Unspecified Unspecified MNat, 3 levels: 2 at Bachelor’s level,
or hes.y req. Teacher Media Supervisor at master's
Master's oourses Exam; level
vary for practicum
level of in media
oert, center
South Dakota No information available
Tennesgee Bachelor's Yes For ele- Unclear Unclear Unclear Little information available
mentary
school s
27 gtr.
hrs.
Texas No information available
Utah Master's  Yes S5 grad, Unspecified Unspecified Unspecified 3 yrs. exp. Called ‘Instructiona’ “edia Endorse—
m[ee or qt[. h[s. oy lmt'
credit hrs. (instruc~ 1 yr, of
tional which in
media) prof,
media
position
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TABLE 1

SCHOOL, LIBRARIAN CERTIFICATION CHARACTERISTICS BY STATE (Continued)

CHARACTERISTIC
Requirements
STATE Credit for Renewal,
Hours in Recertification Campetency
Teaching Library/ Based/
Degree Certificate Information of Practicum
Level Required Science Validity Experience Education Required Camment s
Vermont nspecified Unspecified Unspecified Unspecified inspecified Unspecified 1 sem. of Requires knowledge of library/media
practicum subject vs. credit hrs; see Woellner
or 1 yr.
general
teaching
expe~ ience
Vawyinia Unspecified Unspecified 24 sem. Unspecified Unspecified Unspecified 3 sem, Little information available
hours hrs, in a
school
library,
clinicas
experience
wWaghington Bachelor's Yes Minimm of Unspecified Unspecified Unspecified “Demon- "Endk:¢2ement on a Reqular Teaching
12 sem. strated Cert :#cate”
hours competence”
required
West Virginia Unspecified Yes? 24 oem, Unspecified Unspecified Unspecified Little information available
hrs.

Wisconsin Unspecified *Eligibil~ 22 pem, Unspecified Unspecified Unspecified Eligibil- C(oursework required differs for ele-
ity for hrs. ity for mentary and gecondary school
teacher's teaching 1ibrarians
license® license

can be
qained

via prof,
ed, includ-
ing field
exp,

Wyaming Bachelor's Yes 24 sem, Unspecified Unspecified Unspecified Audiovisual certification requires

hrs.ib 15 only 12 semester hours
in 1ib,

286 scl.

9 in
instruc-
tional

media
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TABLE 2
PUBLIC LIBRARIAN CERTIFICATION CHARACTERISTICS BY STATE
CHARACTERISTIC
STATE Credit Hours
Nome/ Levels of in Library/ Length
Position Dearee Certificatjon, In ormation of
Certified Level Caments Science Validity Purpose Caments

Alabama No informatjon availanle

Alaska No information available

Arizona Head Bachelor's Master's M.S or BA Unspecified  Unspecified  Fram

librarians or level-1 yr.  plus 15 : 1.5, (Coe*)
of county Master'y of public credit hours (1979) ; no update available
libraries 1lib, exp, in library

Bache'or's science

level-2 yrs.

of public

1ib. exp.

Arkansas See source cited above - law re.
head librarians of county libraries
is inactive

California Mandatory ~  Bachelor's ALA-MLS or S years, Unspecified 3 years of experience, written and

head plus-see 24 graduate renewable oral exam required
librarians credit units in fram Coe, no update available
of county hours library
libraries science
Colorado No certifi-  Sth year of NA NA NA Public No certification, but Personnel
cation law training or libraries Standards
or plan experience receiving fram Coe, no update available
state grants
in aid
* Coe = American Library Association, Library Adninistration: and Management Association. Certification of public Librarais ‘n_the thited
Sates. 3rd edition. Ediuted by Mary J. Coe, Chicago, Illir ‘e NALAMA, 1979,




TABLE 2
PUBLIC LIBRARIAN CERTTFICATION CHARACTERISTICS BY STATE (Cont inued)

(HARACTERISTIC
STATE Credit Hours
Neme/ Levels of in Library/ Length
Position Degree Certification, Informztion of
Qertified Leve® Camment s Science Validity Purpose Canmnents
Oonnect icut Head varna 7 grades-from Varies :.th Unspecified Means to im- “"permissive plan®
librarian grade 2 yrs. of grade from 8 prove library
of public certif- .ion college +1 semester services and
library year exper- hours to increase
ience through ALA-MLS professional
ALA-MS + 6 qualification
yIs. exper-
ience
Delaware No certifica- N/A NA N/A NA NA Fram Coe, no update avajilable
tion law or
plan
(V)
.L District of No information available
o Columbia
Florida No certifica- NA NA NA N/A NA Fram Coe, no update available, See
tion plan comment, p. 9 re. public libraries
receiving State and Federal funds
Georgia +  Profeesional Unclear, 4 professional tnspecified Prov. Gradu- Public Fram Coe, no update available
positions in several levels - pro- ate: 5 yrs., Libraries
public and levels gressively renewable serving popu-
institutional higher levels once. Others lations of
libraries of education unspecified 5,001 and up
required
Bawvaii No certifica- NA NA NA NA NA Public librarians are State Civil
tion plan Servjce-ALA-MLS required;
fram Coe, no update avajilable
Idaho No certifica- WA N/A N/A N/A NA Fram Coe, still correct as of 7/83

23y tion law or 291
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PUBLIC LIBRARIAN CERTIFICATION CHARACTERISTICS BY STAVE (Continued)

TABLE 2

CHARACTERISTIC

Name/
Position Degree
Certified Level

Credit Hours

Levels of in Library/ Length
Certification, Information of
Comnent s Science validity Purpose Camments

I1linois No certifica-
tion law or

plan

N/A

NA NA VA NA Fram Coe, still correct as of 7/83

Mandatory for
heads of pub-
lic and in-
stitutional
libraries

Varies with
certification
level

S levels Varies fram  Lifetime Attempt to Fram Coe, still correct as of 7/83
which vary 9 semester ensure qual-

according hours in ity service

to size of library

population science to

served ALA-MLS

No librury
certification
program

Ly-2

NA WA NA N/A

No certifica-
tion law or
plan

N/A

NA NA N/A NA Fram Coe, no update available

Full-time
professional
persons in

public
libraries

High School
or Bachelor's

Professional, Library Ex-  Profeesiunal- Unspecified  Information receivec is not clear
Library Ex-  perience:; S yrs., 3
perience, minimum of sem, hrs./
Temporary 12 pemcster 10 workshops
houre; Pro-  needed for
fessional: renewal.
21 semester Library ex-
hours perience-3
yrs,
Temporary-
1 yr.

Louisiana Heads of B.S. in
public library
libraries science or

ALA-MLS

Executive-3  See degree Ewecutive-5 Unspeci f ied Fram Coe, no u;-’ wvailable
yrs. post- level vES., re~

degree execu- newable

tive public

library ex-

perience
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TABLE 2

PUBLIC LIBRARIAN CERTIFICATION (HARACTERISTICS BY STATE (Continued)

CHARACTERISTIC
STATE Credit Hours
Name/ Levels of in Library/ Length
Position Certification, Information of
Certified Camment s Science Validity Purpose Cament s
Mine Libratians- Varies fram 5 grades (7 varies fram All: 5 yrs., Voluntary- Fram Coe, no update available
in—charge high achool levels) 6 credit renewablza to improve
of public varies with  hours to library ser-
libraries size of popu~- MLS vice and aid
lation served and encourage
increasing
professional
qualifications
Maryland Professional various cer- 30 sem, hrs. 3 yrs., Unspecified Fram Coe, no update available
positions in tificates fram school first renewal
county with same approved by for 4 yrs.
libraries requirenents Md, State then for 6
Board of Ed, year period
or NLA
Massachusetts Heads of 2 levels- See degree Life Prerequisite ALA-MLS, or completion of exam or
municipal information level to receive certificate from another state;
libraries given for direct state fram Coe, no update avajilable
professional aid to pub-
level only lic libraries
Michigan Professional Waries with 7 progres- varies with Unspecified For personnel Many levels fram ALA-MLS + exper~
positions in sively re- level accord- standards ience to "Certificate of library
public sponsible ing to size applied re. exper ience";
libraries levels which of population distribution fram Coe, no update available
ary served of state aid
grants
Minnesota No certifica- NA N/A NA N/A Fram Coe, no update available
tion law or
plan
No certifica- NA NA N/A NA Fram Coe, no update avajilable
tion law or

plan

oo
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TABLE 2
PUBLIC LIBRARIAN CERTIFICATION QHARACTESUSTICS BY STATE (Continued)

CHARACTERISTIC
STATE Credit Hours
Name/ Levels of in Library/ Length
Position Degree Certification, Information of
Certified Level Camment 8 Science Val idity Purpose Camment 8
Missouri No certificz- NA N/A N/A N/A N/A Fram Coe, no update available
tion law or
plan
Montana N/A N/A NA N/A N/A N/A Voluntary certification plan is
inactive;
fran Coe, no update available
Nebraska No certifica- N/A NA NA N/A NA Fram Coe, no update available
tion law or
plan
v
W
0 Nevada No certifica- NA N/A N/A NA N/A Fram Ooe, no update available
tion law or
plan
New Hampehire Unknown Unknown Unknown Unknown Unknown Unknown “Voluntary certification plan
is undergoing revision®
fram Coe, still correct as of 7/83
New Jereey Professional Unspecified Unspecified Graduate of Unspecified  Library sup- Vague, little information
public library ported in
librarian school whole or in
accredited part by public
by NJ Board funds serving
of Bducation a population
of 10,000 or
more
New Mexico Chief librar- Varies with 3 levels Varies fram Unspecified  See Camments ®quivalency exam for Grade II in
ian in library grade plus temp, ALA-MS to -leu of educat: vailable;
supported by certificate 9 semester fran Coe, no uj- wvailable
public funds hours in "No public fund. be paid to
(except publ ic library any library faila. ‘omply with
school or science with the required prov: f the
county law size of popu- certification laws.' ' Pe37
libraries) lation served

236
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TABLE 2

PUBLIC LIBRARIAN CERTIFICATION CHARACTERISTICS BY STATE (Continued)

CHARACTERISTIC

STME Credit Hours
Name/ Levels of in Library/ Length
Position Degree Certification, Information of
Certified Level Camments Science val idity Purpose Caments
New York Professional Master's Prof. cert.~ Sth yr. of Prof.- Unspecified Information received is not clear
positions in ALA-M.S or study (MLS or permanent
plblic, quiv. am 3 G}livalmt) C(!Id.-z y[so'
free yrs. of exp. renewable
associat jon, Conditional- for 2 yrs.
and Indian non-U.S. ed.
libraries equiv. to 1ib.
sci. degree
fram approved
program
North Carolina Public MLS Coursework 18 sem, hrs. Unspecified Best public Use of NC Chapel Hill Comp. Exam in
librarians in public within MLS library ser- Library Science for out-of-state
library ag- vice respon- uncertified applicants
minstration sible use
mandatory of state
funds; prof.
dev. beyond
minimum
North Dakota N/A NA NA NA N/A N/A Certification law inactive
fram Coe, no update available
Ghio Head Varies~ Permanent- Permanent +  Permanent- Agsurance Fram Coe, no update available
librarians 20f3 S yrs. Provisional- 1life; Provi- of quality
of county levels req. adm. exp. MsS, sional-5 service
district ALA-MLS in public Temporaty- yrs., re-
libraries library; Pro- min. of 12 newable;
visional-no credit hrs. Temporary-3
exper ience; YIE., [e~
Temp.-no M.S newable
Ok lahoma No certifi- NA NA NA NA NA Adnin. of State aid & personnel
cation law standard nechaniams unclear
or plan fram Coe, no update available
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TABLE 2

PUBLIC LIBMARIAN CERTTFICATION CHARACTERISTICS BY STATE (Continued)

CHARAKCTERISTIC
STKTE Credit Hours
Name/ Levels of in Library/ Length
Pusition Degree Certification, Information of
Certified Level Caments Science validity Purpose Caments
Jrégon No certifi-~ N/A WA WA WA N/A Fram Coe, no update available
cation law
or plan
Pennsylvania  Professional varies with Professional, varier w#ith Life Minimal ser- “Library assistant"-professioral
public level frum Provisional, 1level fram 9 vice stan- certificat -on for director of
librarians 2 yrs. col-  Library credi’: hours dards; recog~ unit in system that gerves
lege to MS assistant in library nition of between 5,000 and 15,000 people
*service” to qualified
MLS persons
Fhode Island Mo certifi- N/A NA N/A NA N/A Fram Coe, no update available
cation law
or plan
South Carolina Protessional Bachelor‘s Professional- Pre-pcofee~  lhapecified  Unclear Relationship to receipt of
public or ALA-MLS, sional-18 state and/or federal funds
librarian, Master's Pre-profes-  hours in not mentioned
pre-prof, sional- library
public Bachelor's acience,
librarian business
science, or
subj. spec.
South Dakota  Public Varies fram 6 progres- Varies fram  Unspecified, Personnel Various experience eguivalencies;
librarians?  high school sively re- 0 to ALA~ but re- standards must be members of South Dakota
to Ms sponaible MS newable according Library Association;
grades to size of fram Coe, no update available
population
served
for LSCA funds
Tennessee N’A N/A NA NA N/A N/A Certification law inactive

fram Coe, no updat- ivailable
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TABLE 2

PUBLIC LIBRARIZN CERTIFICATION CHARACTERISTICS BY STATE (Oont inued)

CHARACTERISTIC
STMIE Credit Hours
Name/ Levels of in Library/ Length
Position Degree Certification, Information of
Certified Level Camment.s Science validity Purpose Caments
Texas County Varies fram Grades I, Unspecified Grade I- Not give Grade T-‘MLS, Grade II-25,000 or
Librarian high school II, and pemanent; II fewer population served;
to MLS with I1I and III-2 Grade J1I-10,900 or fewer served
grade YIS, renew-
able with
3 semester
Icurs or 20
hours CE
tah Unknown Unknown Unknown Unknown Unknown Unknown Coe-"State Library Comuission is
developing cert‘fimation,,.."
still current as of 7/83
Vermont Aublic Unspecified  Voluntary 150 classroan Unspecified  Appears to be Autamatic certification of persons
librarians hrs. of a prrfaas. having MLS
without institutes and development
library wora 3hops - mechaniam
school must include
degree 4 basic topics
Virginia Pull-time ALA-MS ot “Granting of M.S or Permanent Required for Fram Coe
profegsionals equivalent temx .ary or equivalent receipt of Under review as of 7/83
in public provisional public funds;
and academic licenses” in assurance of
libraries amer: quality
condit ions service
Washington Pull-time ALA-MLS or See degree Unspecif ied Mandatory for Fram Coe, under review as of 7/83
professionals equivalent level public Possibility of certification
in public libraries by exam,, development of CE
. and academic serving 4,000 requirewents for renewal,
P 2 libraries or more other changes 3 O 3
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PUBLIC LIBRARIAN CERTIFICATION CHARACTERISTICS BY STATE (Cont inued)

TABLE 2

CHARACTERISTIC
STATE Credit Hours
Name/ Levels of in Library/ Length
Position Degree Certification, Information of
Certified Level Camvents Science validity Purpose Camments
West Virginia No certifi- NA NA N/A NA NA Fram Coe, no update available
cation law
or plan
Wisconsin Public Varies from 4 progres- Varies fram S5 yrs, CE re~ Personnel Fram Coe, no update available
1librarians high school gively re- hame~ctudy quired for standards
to MS sponsible course to renewal according
grades ALA-MLS to siz2 of
population
served for
recejpt of
public funds
Wyaming No certifica~ NA N/A N/A NA N/A Fram Coe, no update available
tion law or
plan
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Sources of Information

Mrerican Association of Law Libraries. “Application for Certification"
(with related materials). Chicago: American Association of Law Libraries,
n.d.

American Library Association, Library Administration and Management
Association, Certification of Public Librarians in the United Stateg. 3rd
Edition. Edited by Mary J. Coe. Chicago: ALA-LAMA, 1979.

Institute of Certified Records Managers. "Materials Pertaining to Certifi-
cation of Records Managers." Washington, D.C.: ICRM, various dates.

Medical Library Association, MLA Certification Examination for Health
Scionces Librarjans, Chicago: MLA, 1981,

Medical Library Association. MLA Requirements for Recertifjcaticu for
Health Sciences Librarjans. Chicago: MIA, 1979.

National Librarians Association. A National Board of Certification for

Librarjans: A Draft Proposal (with appendix: Position Statement on
‘{ca on O he Pro o,‘gi;_ °) - and 2 y e ©s) .

SLLl A
NLA, 1983,
Various State Education Agencies, State Library Agencies, etc. Miscellane-

ous materials received on school librarian certification and public
litrarian certification.

Virgo, Julie A. "Degree or License." Wii.on Library Bylletin, December
1976, pp. 341-345.

Woellner, Elizabeth H. Requirements for Certification for Elementary

BJE8 leacners Hle)g:
Librarians, Adninistrators. Forty-eighth Edition, 1983~84. Chicago:
University of Chicago Press, 1983,
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EFFECTIVENES AND VALUE: AN EXAMPLE OF THREE SPECIAL LIBRARIES




AN EXAMPLE OF THE RELATIONSHIPS BETWEEN COMPETENCIES, PERFORMANCE,
EFFECTIVENESS AND VALUE: AN EXAMPLE OF THREE SPECIAL LIBRARIES

In Chapter 2 of this report we set forth a conceptual framework of
the information envir~rment and how information professionals and their
competencies fit into this enviromment, 1In this appendix we give a quanti-
tative example of how two competencies of one information professional
specialty relate to performance which in turn :elates to effectiveness and
value. Bere we follow the example given in Chapter 2 concerning libraries
as a work setting, reference as a function, reference searching as a
service, conducting the searc as an activity, a reference librarian as a
resource component, compet: .;ies as a characteristic of the resource
conponents, and the reference librarian's subject knowledge and skills in
searching as two examples of camponents of competencies. The examples are
drawn from a recent KRI study funded under grants by the Department of
Enerqy, Office of Scientific and Technical Information, and the National
Science Foundation, Division of Information Science and Technology.* We
felt that the example would be useful to indicate why we chose to employ t.e
conceptual framework utilized in this project.

The data employed in the analysis were collected from three research
laboratories that are largely funded by the Department of Energy. Thus, the
results might be considered biased. However, the study has been replicated
in two new enwiromments with similar results. The three libraries served a
total of 5,188 professionals of whom about one-half were scientists and
engineers engaged in research and developrent. These professionals read an
enormous amount of material (e.g., an annual average reading of 99 jourmal
articles, 44 technical reports and 15 books). The three libraries are also
extensively used (an average of 25 times per year per professional) and much
of the reading comes from library materials (i.e., 53 percent of journal
articles, 39 percent of technical reports, and 39 percent of buok readings).

|43 +233 [ ] -, 4R (& 2 -lgle

and Canprehensiveness of the EIB is part of a larger study on Statisti-
cal Indicators of Scientific and Technical Communication. [King et al,
1984] . It is partially published in The Use and Value of Special Librar-
des, D.W. King and J.M. Griffiths, Knowledge Industries Publicaticns,
Inc., White Plains, New York, scheduled for publication in 1985.
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Using an econamic approach described by us earlier, it was found
that the values attributable to library services averaged about $3,200 per
professional in temms cf what they pay for inforuation provided by the
special libraries and $27,70) per professional in temms of savings of user
time ard equipment as a result of having read and used information fram
library materials. The value of the library services and materials was also
detemined by the value that would be lost if they no longer existed.
Evidence sugcests that the value of the libraries would be about $600 per
professional in tems of what they pay and $5,400 in temms of savings,
Thus, it would appear that these special libraries contribute nearly 10
percent to the productivity of the organizations' professional staffs.
Below we demonstrate that there are some linkages between librarian com-
petencies and that value.

An attempt is made in this appendix to relate two reference librar-
ian competencies to the librarians' performance, their performance to
effectiveness, and their performance to value. All of the analyses deal
with online and manual bibliographic searching performed upon request by
users. The librarian campetencies investigated include their knowledge of
the subject in which specific searches are performed and their technical
searching skills (i.e., facility with and knowledge of search techniques and
vocabulary) . Performance is measured by relevance of search output, number
of items retrieved and timeliness of respise to search output. Effective-
ness is measured in temms of user satisfaction and, in tumn, to number of
searches performed per month. Also, a trade-off analysis is performed in
which user time (i.e., value in temrs of what users pay for the service) is
detemined &s a function of response time and quality of search in temms of
relevance of output.

The premise behind the relationships below are that:
Ievel of knowledge, skills and attitudes (competencies)

Affects the quality of searching and speed of response (performance)

Affects the extent of use of the search se. *ices (effectiveness)

Affects the cost and performance of the users work (value)
3-2
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Below we discuss each of the linkages represented by arrows above.

Relationship of Two Reference Librarian Competencies to Perfommance

The first linkage is between the competencies and performance, The
searcher's knowledge of the subject field is ranked fram one to five, with a
"one" indicating the searcher is not well qualified as to subject knowledge
and a "five" indicating the searcher is very well qualified, with two to
four being intemmediate levels. Performance was measured by the relevance
of items identified for a specific search. The users of the specific
searches were asked to rank the searchers' subject knowledge qualifications
and their performance in terms of relevance of items jdentified.* The
relationship between subject knowledge and performance is depicted in Figure
3-1 showing that ranking of the searcher's knowledge at level two, on the
average, yields a low performance (i.e., satisfaction score of two for
relevance of search output). However, as the ranking of searcher's
knowledge increases, the performance increases to the point where a rankirg
of searcher's qualification in tems of subject knowledge of five yields an
average performance of 4.8 rank of relevance of search output.

Another campetency is the skill of a searcher in conducting a
search. Here skill was ranked fram "not at all skillful" (one) to "very
skillful" (five). Performance was also judged in terms of the ranked
relevance of references presented in the search output. Again it was found
that increased rankings of searcher's technical skills yield increased
performance in temms of relevance of output (Figure 3-2). However, the

.levels of performance are generally not as high as those observed with the

searcher's knowledge of the subject field searched. Thus, one could
conclude that the searcher's subject knowledge probably, or at least
perceived to be, more important than the searcher's technical skill
(although this observation could also be a result of the user's expertise in
evaluating subject knowledge as opposes to technical searchirg skill).

* Perhaps better means of observing the campetencies would be a person's
university grades, or measurement by an expert in the field and not the
user. However, there are good arguments for either method.

3-3 310




FIGCTE 3-1

Very Satisfied 5

Satisfied 4«

Neither Satisfied 3
Nor Dissatisfied

Dissatisfied 2=

Very Dissatisfied l-

Relation of Search Performance Searcher's Knowledge of Subjer t Field
4.8
\
4.2
3.5
2.0
1 2 3 4 5

Ranling of Searcher's Knowledge of Subject Field

FIGLRE 3-2

Very Satistied 59

Satisfied 4~

Neither Satisfied

Nor Dissatisfied 3

Dissatisfied 2™

Very Dissatisfied 1=

3.0

Relation of Search Performance Searcher's Technical Skill

4.4




Another measure of performance is the speed of delivery of a search
result. Obviously, the ability to deliver quickly depends on a searcher's
knowledge and skills., However, it also depends to a large degree on atti-
tude. A strong personal and professional attitude will help in makinc sure
a result is delivered on time. We did not relate canpetence to speed of
delivery. Bowever, as shown below, we did relate speed of delivery to
nunber of uses,

Relationship of Performence to Effectiveness

An important relationship is between speed of delivery (performance)
and satisfaction with speed of delivery (effectiveness). Fiqure 3-3 shows
that the users are dissatisfied (2.0) if the search results are delivered
more than five days beyond the required time indicated by the user. On the
average, they are satisfied (4.2), if the delivery is not over five days be-
yond the required time, If the results are delivered ahead of the required
time, the users, on the average, are close to being very satisfied (4.8).

In this example, we alsc show that amount of use of library services
is related to the three measures of performance: relevance of output,
nunber of references retrieved and timeliness of responges., First we ghow
that average number of online searches performed per year for users is
related to satisfaction with relevance of output. The chart in Figure 3-4
shows that users who are dissatisfied with relevance of output search, on
the average, ask for searches only 1.5 times per year. Whereas, users who
are very satisfied with relevance of output ask for searches an average of
3.2 times per year. Referring back to the searcher's knowledge of the
subject field searched, a low ranking (2) resulted in the user being
dissatisfied and a high ranking (5) yielded a score close to being very
satisfied. Thus, one might convert low searcher knowledge to 1.5 searches
per year and high searcher knowled_o to about 3.0 searches per year, These
numbers, in tumn, could be converted to value since fewer (or greater number
of) searches directly affect use of primary information, and hence, walue.

Similarly, the average number of online pearches requested per year
is related to satisfaction with number of references retrieved (Figure 3-5)
and satisfaction with timeliness of search response (Figure 3-6). However,
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these relationships do not appear to be as strong as the relationship of
number of searches performed and relevance of search output. For example,
the difference in average number of searches performed per year for those
who are generally dissatisfied and very satisfied is 2.0 searches per year
and 2.8 searches per year, respectively, thus showing a difference in the
average of less than one search per year. As one would expect, the average
number of searches performed per year increases from those who are neither
satisfied nor dissatisfied (2.0 searches per year) to being very satisfied
(3.2 searches per year),

Tradeoff of Performance and Walue

In the previous sections we were able to demonstrate a relationship
between number of searches requested and, independently, performance a:tri-
butes such as timeliness and quality of online sea~ching., The problem is
that one does not know the relative contribution these performance
attributes have when considered together. Below we give an analysis of how
timeliness and quality together affect the value of searching expressed in
terms of user time (i.e., their willingness to pay). The analysis is
performed using a statistical method called conjoint analysis. This
marketing research method permits one to assess combinations of levels of
relevance and speed of delivery in temms of how they affect what user's pay
(in time) for the service.

One can see in Figure 3-7 that users would pay $65 for searches that
have high relevance of responses and are delivered in cne day. If we lower
the quality to medium relevance of responses, the users would pay only $50.
If the speed of delivery of these searches is increased to over three days,
the users would $30 less ($49 minus $19). Generally, users would pay more
for online searches than manual searches, except when they are of low
quality or have slow response times.

This model provides a potentially useful tool for relating perfor-
mance to value of information services. Also, if the performance increases
the number of uses that will be ma‘e of a service, one can conclude that the
total value derived will also increase, (The value above is merely an
average value per search). Thus, there is some possibility of developing a
model of competencies, performance, effectiveness and value.
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It is recognized that the relationships above are crude, but never-
theless rather revealing. We hope by showing quantitative results that it
will became clear why we felt it necessary to identify, define and validate
information professional competencies in the overall framework described
previously in Chapter 2 of this report.
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Association of American Library Schools. Library/Education Statistical
Report 1982. State College, Pennsylvania: Association of Mmerican Library
Schools, 1982.

This report is a good source of general statistics on library/informa-
tion acience education in North America, although its coverage of Bachelor
and Doctoral degree programs is not as thorough as for Master's degree pro-
grams, While this source does not discuss competencies oi even specific
issues in library/information science education, the secticns on curriculum
and continuing education are especially valuable for providing background
information. (The reader is referred spect ically to p. C-15, portions of
program declared obeolete/cancelled, and pp. CE-16 and CE-17 which describe
personnel targec groups and subject emphasis). As this item is published
periodically, it should be monitored for trends and changes in professional
education that could shed light on competencies needed both now and in the
future.

Bell, Jo Ann. “The Role of Library Schools in Providing Continuing
Education for the Profession.” Journal of Education for Librarianship
19(3): 248-259 (Winter 1979).

This article states: “The descriptions of programs enacuted by schools
to accomplish their continuing objectives are useful for identifying
activities which are appropriately considered as continuing education
efforts" (pp. 249-250). However, it presents data gathered by means of a
1977 survey of library schools that cover only such questions as relative
importance ol continuing education, courses taught on and off-campus,
courses taught at convenient times, etc. Bell does not address the
question of subject content of continuing education activities offered at
library schools and whether these offerings fulfill 1library/information
professionals' needs.

Cain, Carolyn L. "Media Specialists and the Quest for Lifelong Leamirg."
School Library Joumal: October 1982, pp. 109-113.

Cain treats the necessity for practitioners to take active responsi-
bility for their own continuing education. She examines means by which
media specialists might assess their learning needs and fac.ors involved in
doing this. While her article does not discuss specific competencies or
continuing education topics, it does mention Knowles' framework for library
campetencies (p. 110). The author also addresses specific strategies for
identifying areas where one needs additional background, stating that “"the
literature " ~vs increasing intere.t in the development of new mwethods to
aid practicing professionals in voluntarily testing themselves against
professional competency standards as a way of identifying areas of 1 iming
and improvement® (p. 111). This focus on the professional'c role in
his/her own continuing education activities (as opposed to the role of
professional gchools and employers) is unicue and makes this article well
worth reading; it suggests yet another use for competencies in the
libLzary/information profession.
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Carter, Jane Robbins. "State I.ibrarianship: Challenging the Enigma
through Library Education.® Journal of Education for Librarianship 20(4):
261-273 (Spring 1980).

Carter treats the neglect of state librarianship as a curriculum com-
ponent in graduate library schools and the reasons for this neglect. The
article lists competencies recessary for state library personnel (p. 267)
that are derived fram the 1976 "Institute for the Education of Prospective
State Library Agency Professional Personnel.” It mentions modular curricu-
lun on state librarianship containing objectives available fram author.
Although the competencies are specified in ways that do not appear to be
readily quantitatively measurable, this article is one of the few in its
area that is recent and is important with regard to increesing LSCA Title
III funds for interlibrary cooperation.

Casey, Genvieve M. "Education for Institutional Library Service." Library
Trends 26(3): 431-445 (Winter 1978).

This article presents a generalized overview of education for institu-
tional library service in all its forms. while the author does not specif-
ically discuss curriculum, continuing education, or competencies for
institutional library service, she does point out that the library/informa-
tion professional must be prepared to deal with mainstreaming of those
previously institutionalized, and that public librarians will have to learn
fram institutional librarians how best to serve these patrons' needs. She
also stresses the need for specific kinds of interpersonal skills and
background in appropriate cognate fields (peychology, law, medicine, social
work, e+<.) for the best provisic of institutional library services.

Conant, Ralph W. The H
Librarians. Cambridge, Massach isetts: The MIT Press, 1980.

This controversial monograph reports the results of a survey of 16
graduate library schools and one undergraduate program. The research,
sponsored by ALA with a grant from H.W. Wilson, was conducted during the
early-to-mid 1970's. Data were collected by means of interviews with
urniversity officials, faculty, students, alumni, and library officers
within a variety of types of libraries during site visits. One chapter
each is devoted to faculty views, student viewr, alumi views and employer
views of library education. e firal chapter of this work is devoted to
recanmendations for reform in library education. Although one might
question the time lag between the research and its publication, many of the
issues cited as topics for reform are still with us today.

In spite of these serious drawbacks in this study (see annotation:
Ramer, James D. et al. "The Conant Report: Three Deans Speak Out.” Journal
22(1-2)s 89-99 (Summer-Fall 1981), The
Conant Report is one of a few recent studies of library education as a
whole based on actual data gathered and should not be regardsd as lacking
in vajve. Both its strong points and its weak points are important sources
of information in that they serve to point »ut topics to be addressed and
pitfalls to be avoided ir similar research.




Cook, Michael, "Professional Training of Archivists: Problems of Moderni-
zation and Hammonization." ) &

UNESQO Journal of Informatian Science., Librar-
danship and Archives Adninistration 2(3): 150-158 (July-September 1980).

This article discusses international problems and issues in a:r_ hival
training and manpower as put forth at a UNESOD conference in 1979. While
<his article does not treat "core" competencies, the author's look into
future needs may be samewhat useful due to certain tangential points
raised. The need to educate/train professionals in problem solving
methodologies is raised as is the deficiency in preparing conservation
staff worldwide for future years. Also, a possible list of topics for
inclusion in a core curriculum for the future is introduced.

Education of School Media Specialists. Master of Library Science Certifi-
cate of Eligibility for Permanent Certification. Jamaica, N.Y.: St.
John's University, 1978.

This document examines the education of school media specialists at the
Master's degrec level for permanent certificaton. The discussion of compe-
tencies, assessment and program evaluation are quite useful in that an
iterative process with feedback and modification has been set up. Core
competencies for school media specialists are identified and tied to core
courses. The hierarchically arranged competencies are also keyed to
criterion behaviors and assessment modes. As is frequently the case, the
cor cetencies themselves are not quantitatively measurable, but the
criterion behaviors presented are quite specific, and may serve as starting
peints for rewording the competency statements to make them more
appropriate for use in the library/information profession. Leaming
modules are included.

Garrison, Guy. "Needed: A Core Curriculum for a Diversifying Profession.”
Journal of Education for Librarianship 19(2): 179-183 (Fall 1978).

Garrison's paper is a good, still relevant library education "issue
paper” that is forward iooking, While not as specific as it could have
been, this essay is still quite substantive. Although it discusses the
need for an integrated coi» curriculumn and other issves, it does nct
address likely courses/skills/ topics for the integrate ” sre curriculum.

Gorman, Michael. "The New 'Teaching Librarcy'." p2merican Libraries 12(11):
670-671 (December 1981).

In this short but substantive article, Gorman discusses the need for
more practical education in technical services. He suggests the use of
"teaching libraries" — major academic libraries in close proximity to
library schools and the use of practiticners as educators as a means for
students to acquire technical services skills in actual work settirgs. He
does not go beyond the leve! of suggestion by investigating the plausibil-
ity of his idea and the willincness of technical services librarians (and
university libraries as a whole) to become involved. Still, Gorman's no-
tion of the "teaching library" has broad possibilities for many topics
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within library education (reference, acquisitions, collection develogment,
automatjon, management, to name but a few) and deserves further investiga-
tion.

Hogan, Sharon Anne., "Training and Education of Library Instruction
Librariens." Library Trends 29(1): 105-26 (Summer 1980).

Hogan's article points out practitioners' need for education in how to
provide bibliographic instruction to library patrons. &he discusses the
various drawbacks of addressing this topic primarily by means of continuirg
education and also mentions its lack of widespread inclusion as a separate
course in graduate library school curricula. The article calls for
recognition of bibliographic instruction as a necessary topic for inclusion
in library education, although it does not recommend specific topics within
bibliographic instruction for inclusion into formal library education nor
specific skills that bibliographic instruction 1ibrarians should possess.

Rashyap, M.M. "Curriculum Development and Design Process: A Systems
Approach.” Intemnational Library Review. 11(3): 353-365 (July 1979).

This article relates the systems approach to curriculum development and
design in library/information science education. The author looks at
curricclun in temms of its parts and defines it within this context ", . .
as a system of planned action of instructions and evaluation methods for
tranamnitting organized bodies of knowledge (subjects) to the leamer, with
the objectiv. of increasing his knowledge and developing his intellectual
ability, social behavior and vocational aptitude” (p. 356). Kashyap then
breaks curriculun development down into its tasks, noting that it is an
iterative group procedure where modification of a part necessitates
re-examination of the whole. He also discusses various approaches to th.
selection and organization of curriculum contents, including the use of
leamming sets and leamning modules in order to facilitate the achievement
of educational objectives. Highly recammended reading.

Kingsbury, Mary E. "Educating Young Adult Librarians: E.iorities of Prac-
titioners and Educators."” Drexel Library ouarterly 14(1): 4-18 (January
1978).

This study, because it does not identify tasks or competencies, is not
directly relevant. However, within the four areas investigated (materials
selection, programming and promotion, adolescent problems, and adm’nistra-
tion), it does reveal interesting differences in priorities among educators
and practitioners and contributes to reaching a consensus of priorities in
training young adult librarians. Overall, educators should give less time
to materials selection and more time to adolescen: problems and programming
activities, How the areas for investigation were chosen is not discussed,
nor are reference skills, library instruction, and the organization of
materials included in the topics to be rated.
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Larsgaard, Mary Lynette, “Education for Map Librarianship.” Library Trends
29(3): 499-511 (Winter 1981).

This author presents a current view of the professional education
needed by map librarians. Although specific competencies are not
discussed, specific recommendations for inclus: w in library science
educztion are, which makes article valuable for attempting to translate
curricula into highly-specific competencies needed for map librarianship.
The author mentions the need for advanced cataloging, managerial skills,
camputer programming abilities, and foreign language reading abilities in
addition to pointing out that since there are few jobs for map librarians,
students must also be well-versed in general library skills so that they
are not locked into a specialty with little prospect of employment. 4

Lemke, Antje B, "Altemative Specialties in Library Bducation.” Joumal of
Bducation for Librarianship 18(4): 285-294 (Spring 1978).

As a wn'le this article, although well written, badly needs updating
because it presents data gathered by means of a review of the bulletins of
ALA-accredited schools fram 1962 to 1977, supplemented by October 1977 data
qathered by means of a questionnaire mailed to the same schools., While it
brings up issues relevant to specialization within library/information
schools, it does not (perhaps it was not foreseeable as a potential
problem) treat the notion of integration of these specialty courses into
the curriculur, Such an investigation is outside the scope of this review
of offerings in "alternative specialties® as of October 1977 at schools
with ALA-accredited programs.

Marco, Guy A, "An International Structure for Libra - Educatinn.”

Intemational Library Review 13(4): 357-363 (October 1981).

Based on a series of presentations by the author and Barold Lancour in
1977, thi- article describes a proposed intemational structure for library
education which would establish a base for the effective planning and coor-
dination of worldwide activities relating to library/information profes-
sionals. It mentions intemationally-transferrable certification or its
equivalent and the use of educational objectives and the task-oriented
app;:oach. Marco's article represents a generalized investigation of the
subject.

Matthews, Elizabeth W. “"Update in Bducation for Community College Library

Adninistrators.” Journal of Fducation for Librarianship 19{4): 304-311

(Spring 1979;.

Matthews presents a sumnmary of the results of a survey of the
educational preparztion of chief administrators of learning resource
centers in public two-year community colleges. The respondents felt that
they lacked a te preparation in audiovisual subjects and expressed the
need for educational background in curriculum (the author does not define
this concept), learning tieory, and management and adninistration as well
as in the junior college as an institution. The respondents, most of whom
had library science backgrounds, thought their library ®core” courses were
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relevant to their current duties. The article as a whole is topical — it
fails to mention (or investigate?) whether the respondents felt that the
needed curricula should be offered by way of continuing education or in
formal library school education and how these needed topics should be
integrated into curricula (program, separate course, integrated within an
existing course, etc.).

Minder, Thomas and Benjamin whitten, Jr. “Basic Undergraduate Education
for Librarianship and Information Science.“ Jovnals of Education for
Librarjanship 15(4): 258-269 (Spring 1975).

This article treats the develomment of an undergraduate program in the
"information discipline®, its component parts and its application in a
model curriculum in Turkey. Published in 1975, it does . specifically
address the notion of Bachelor's degrees in the "information wsscipline” as
an end in their own right and for what level and for what kind of work such
degrees would prepare students. Rather, the authors put forth the notion
that a general undergraduate liberal education as a necessary precursor to
graduate study in library/information science may no longer be appropriate,
They then proceed to discuss the idea of an undergraduate curriculum based
on the theory of the "information discipline" as a preliminary to graduate
work .

Neal, James G, "Continuing Education: Attitudes anu ixperiences of the
Academic Librarian.® College and Research Libraries 41(2): 128-133 (March
1980) .

This article reports the results of a study investigating continuing
education for academic librarians. A stratified randam sample of the
librarians of the City University of New York were surveyed. The results
discussed cover such areas as attitudes and continuing education
activities, their interrelationships, and areas of perceived need for
continuing education. Respondents preferred meetings, conferences and
self-directed study to formal coursework. Recent graduates and younger
librarians assigned a highec priority to continuing education for subject
specialization than for continuing education for librarianship.
"Autamation, non-book materials, .ystems design and analysis, and data base
operations were the areas identified most frequently and forcefully as
requiring greatest attention in continuing education" (p. 132). Although
Neal does not discucs competencies or specific continuing education
activities, this article is unusual and indirectly helpful becauss it does
point out specific areas in which continuing education was desired and the
preferred format for these continuing education activities, which can in
turn help in formulating competencies and aid the profession in developing
educational activities which teach the needed competencies.

Neelameghan, A. _on
ary . Paris: UNESCD, 1978.

This UNISIST report, while not directly relevant to our study, does
provide a relatively good discussion of issues in planning library/
information science educational policy as viewed within a generalized,




intemational framework. The author relates education and training for
library and information personnel to manpower needs within the pertinent
social context(s).

Parr, Ed and Michael Done. “Curriculum Development and the Naminal Group

Technique: Gaining The Practitioners' View." Journal of Education for
Librarianship 19(3): 223-232 (Winter 1979).

This article, wher comparod to others about curriculum development as
it relates to the library/information profession, is quite unique, The
authors used the naminal group technique (NGT) to examine practitioners'
views on which areas they felt were especially important for curriculum
development at the Department of Library Studies, Western Australian
Institute of Technology in Perth during June 1977 at which they are fz.oulty
members. The authors' application of NGT as strategy for wrriving at a
consensus in a group encounter is g-ite unusual and may possibly bear
repetition in this country given a larger sized sample, perhaps even at
professional association conference or institute. Bowever, as a whole this
essay is not directly relevant btecause the library/infomation education
situation is quite different in Australia from that in the U.S. Still,
Parr and Done's approach is quite stimulating and might possibly have
relevant implications for curriculun development in this country.

Ramer, James D. et al. "The Conant Report: Three Deans Speak Out."
Journal of Education for Librarianship 22(1-2): 89-99 (Summer-Fall 1981).

A strongly negative series of camments on The Copant Report, this
article points out discrepancies between the proposal and the research
report and inadequacies in planning and research asethods used. Sampling
and interviewing techniques were especially criticized, and the possibility
that the researchers had predetemmined the outcame of the study was
mentioned, The authors all voiced significant dissatisfaction with the way
in which the Conant study was conducted, expressing their doubts about the
applicability of its results to library education at the Master's degree
level in the U.5. as a whole, rather than just to the specific schools
visited. Highly recammended.

"Rider, Lillian M. Iraining Program for Reference Desk Staff. Second
edition. Montreal: McGill University, Mclennan Library, 1979.

This short booklet is Mclennan Library's (McGill University, Montreal)
training manual for reference desk staff. As this manual is not
reference-task oriented in a way that is easily generalized to other
academic libraries (the checklist provided refers to specific training as
outlined in the manual, rather than to reference tasks or competencies),
and because it is outdated in that it does not mention online searching,
this manual is not directly relevant. Bowever, it is the only exanple thus
far encountered of library personnel educational materials produced by an
anployer for use in an actual work setting.
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Saracevic, Tefko. "An Essay on the Past and Future(?) of information
Science Education — II." Information Processing & Management 15 (16):
291-301 (1979).

This is the second part of an article looking at information science
education and one of few that both treats information science education in
general and is current. For these reasons it provides quite a good back-
ground to same of the problems in information science education. Saracevic
also raises the issue of the ever-increasing cost of ". . . education in
technological applications related to information science.” However, in
his discussion of graduate vs. undergraduate information science education,
L:f negilects to relate degree level to current and future job market

tuations.

Saunders, W.L. Guidelines for CQurriculum Development in Infommation

m. Paris: UNES(D, 1978.

These guidelines were prepared under contract for UNESCO by W.L.
Saunders in 1978 with international use in mind and are still timely. Only
parts V (Levels of Programme), VI (Curriculum Content) and VII (Course
Carponents) were reviewed. while this book does not specifically discuss
campetencies, the section on Course Components and especially pp. 31-33
(modules and their content) may be useful when detemining how specific
campetencies best fit into overall library/information science curricula
and ther. into specific courses.

Sheldon, Brooke E., ed. Planning for Evaluating Library Training Programs:
A Guide for Library Leaders Staffs and Advisor Groups. Prepared by the
Leadership Training Institute, School of Library Science, Florida Str:e
University, 1973. CLENE Concept Paper #3. Washington, D.C.: CLENE, 1976.

This document does not directly address competencies, task analysis or
library/ information science education. However, this paper does set
planning for evaluation of library/infomation science training squarely
into a management context, while taking into account research in evaluation
of educational programs both in a qualitative and quantitative sense.

-Stone, Elizabeth W, “"Educating Librarians and Information Scientists to
Provide Information Services to Disabled Individuals." Drexel Library
Quarterly 16(2): 10-31 (April 1980) .

This article examines the barriers to library service (attitudinal,
print, and architectural) to the disabled and relates the need to overcame
these barriers to potential "remedial® solutions by means of recammending
specific topics for inclusion in library science curricula. while the
author does not actually put forth competencies needed in order to provide
equal service to disabled library gatrons, she does raise many points that
have serious implications for the future of library/information science
education and the profession. This article is especially worth reading in
that it brings up interpersonal skills or “"general attitudinal® qualities
(campetencies) that professionals must have in order to deal with patrons.
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Taylor, Nettie B, "The Role of State Library Agencies in Continuing Zduca-
tion.® Library Trends 27(2): 189-196 (Fall 1978).

This article discusses the role of the state library agency in
continuing education. Same of the data presented badly need updating: the
author makes clear the influence of the NCLIS report which led to the
formation of CLENE and CLENE's later activities on state library
continuing education programs, and the formation of multi-library type
cammittees for planning continuing education under the aegis of the state
agenCcy. In general, this article was lacking in specifics about the
particular continuing education programs set up by the state library agency
and left the reader with more questions than answers.

Note: Our reviewers' questions were on such topics as the role of the
state library agencies in continuing education with regard to the current
uncertainties of CLENE's situation, and the current roles/status ot
multi-library type camittees in view of increased LSCA Title 3 funds.

Taylor, Robert 5. “Educational Breakaway." pAmerican Libraries 10(6):
364-368 (June 1979).

Taylor's article, though published in 1979, is still extremely rele-
vant, The main thrust of what he has to say is summed up quite accurately
by the heading below the article’s title: ®Our professional educaticn must
expand in scope to encompass an information career outside the library."
The profession must break its identification with the traditional library
and lock to its abilities and skills as opposed to institutions. However,
Taylor does not treat the ways in which library (and information science/
studies/services) schools should change their curricula in response to the
need to prepare students for information careers.

Townley, Charles and James Hollinger. Library Continuing Education in
. "Hhe SPAY

[ Pl COLUX Needs Assesgment. Middle-
town, Pennsylvania: Southcentral Pennsylvania Area Continuing Bducation
Council, 1981.

This report is not directly relevant in terms of library/information
profession campetencies. However, it is useful in temms of finding out
what problems pote.tial students feel are important as topice for
continuing library education and also .hat they see as barriers to
participating in continuing library education., However, the number of
respondents in the survey sarmple was really toc low to be able to
generalize .bout the results of study.

Wilrtn, Pauline. "ALA, the MLS, and Professional Employment: An
Obe ‘rver'e Field Guide to the Issues." MAmericmn Libraries 15(8): 563-566
(S~ptember 1984) .

Wilson's article is a provocative "think-piece" written fram an objec-
tive viewpoint, 1In it, she concisely tr ats a number of controversial
topics: the MLS as a minimm requirement : ;r professional anployment, ALA
involvenent in the Merwine case, ALA goals, and whether librarianship is a
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profession. Wilson's comments on this last topic are especially worthy of
our attention, Regardless of whether or not librarianship "...meets every
characteristic associaced with professions to the highest degree...” (p.
563) it ...is organized as a profession and uses the methods of a profes-
sion to achieve its profescional goals®” (emphasis in original, pp. 563-
564). Thus, she dismisses the controversy over this point as a
"non-issue”. Her discussion of a2 profession's claim to a special relation-
ship with society in tems of providing a quality service and taking
responsibility for the quality of that service (p. 564) brings into a
unified focus much of the controversy over ALA's goals. It is also one
possible way of explaining why 8o much self-criticism sabounds in the
literature of our profession, especially of library education. The author,
however, advises the profession against both careless self-criticiar in the
literature that can have a boomsrang effect in the defense of librarian-
ghip, and against the adoption of impractical and costly objectives that
defy achievement. Recammended reading.

Wilson, Pauline., "Impending Change in Library Education: Implications for
Planning).' Journal of Bducation for Librarianship. 18(3): 159-174 (Win-
ter 1978).

Though published in 1978, much of this article is still current in 1982
in temms of certain conditions in library education that still have not
been corrected, The author's recomendations for change are very specific
and evidence a thorough consideration of the situation, despite the fact
that they may appear to be impractical. She cri:icizes ALA in tems of its
role in accreditation and quality assurance and suggests that ALISE take on
& number of tasks relating to the closing of accredited library schools,
faculty recruitment and Ph.D. production., However, same of her points are
earlier discussions of today's major issues in much the same teminology.
She discusses the need for knowledge in managerial skills and information
bandling and the need for more research in library/information science,
positing a knowledge base approach for improvement in library/information
science that incorporates relevant knowledge fram cognate fields. The
author brings together numerous issues in library/information science
education in a very well articulated piece.

LIBRARY/INFORMATION COMPETENCIES

Abrera, Josefa B. and Jinnie Y, Davis. “Application of Programmed Instruc-
tion to Teaching of OCIC Data Base Searching.” Journal of Education for
Librarianship. 20(4): 235-250 (Spring 1980).

This article discusses the use of programmed instruct‘nn for teaching
monographic searching on OCIC. The authors present som: very valuable
information in the text: a task analysis was campleted to develop the
programmed instruction text, deveiopmental testing was conducted, their
validation procedures (both preliminary and final) are discussed in detail
(with particular mention of the use of validation to improve instruction),
and clear, qualitatively measurable performance objectives are given.
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Ahlers, Eleancr E. and Jean B. Wieman. School Library Media Supervisor
Competenciess n\ nt, Seattle: Washirgton
University; School of Librarianship, 1974.

This publication describes process by which 18 school iibrary media
supervisors fram Washington, Oregon, Alaska and Bawaii met in an institute
to systematically identify essential competencies for their profession and
to interact with nine instructors of library media education in colieges
and universities. Participants sought to produce a campetency-based
program and guide to the preparation and certification of !ibrary media
supervisors, and to develop a vari. y of competency-based in-service/pre-
service prototypes., Five major roles for a media supervisor were identi-
fied and campetencies were defined for each role and for 28 functions.

Alberta Goverrment Libraries Council, Job Specifinations Camittee. “Task
Aalysis Checklist for a Special Library." __ euiai ii raries. 69(11,.
443-46 (Nov=mber 1978).

The authors pres™nc a list of tasks which might be performed in a
special library, primarilv designed to aid in the development of job
descriptions. It is organized into three categories (l1ibrary management,
technical serviczs and public services), but not otherwise broken down by
suggested level of personnel,

Gse' mrt No D€ A e IS =
Chicago: Amcrican Library Assocation, 1973

The Behaviorable Recuirements Analysis Cherklist (BRAC) is . . . an
identification of approx. ately 700 tasks to bt p:rformmed by school library
media specialists. Rased upon the newly defined occupatirnal definitions,
the geven major areas of ccmpetencies ard the behavioral objectives
developed by the six programs of the School Library Manpower Project, BRAC
represents a first attempt to anticipate, and in some instances to concep-

tualize: the functions and tasks of the school library media specialist to
meet present demands and future needs of school 1it.ary media users.”

Chisholm, Margaret and Donald P. Ely. :
Campetency Approach. Englewcod Cliffs, NJ: Pren“ice Hall, 1976.

A pioneering study in the development of a competency rpprcach to the
t.aining of schoo) media personnel. Chisholm and Ely prese.t 62 cong.2ten—
cies within 10 functional areas, and establish the basis for the develop-
ment of media specialists with capabilities in geveral areas (e.q., manage-—
ment design, research and instrv.tion) rather than limited special:zation
in one or t . areas.
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Prepared for the National Institute of Education (IHEW), thic report is

essentially a sumary/final version of
Final Report, (1979).

gt sy PLOECT S

Daniel, Evelyn H. and Donald P. Ely. A Procesa for Develop'ng a
etency-Pase : Program for Media professionals. Syracuse, NY:

2

Sy use rsi, 97.

Documents the process by which a campetency-based education program was
developed for media professionals by Syracuse University in response to a
mandate by the New York State Department of BEducation. A panel approach
was used in (1) development of role models of media specialists; (.)
identification and agreement upon competencies required co assume thos.
roles; (3) development of an educational and administrative package to
t.ranslate the competencies into a training program; and (4) specification
of an orgarizational framework for prooram evaluation and modification.
Includes an annotated biblicgraphy, description of the school media
specialist, criteria for admission into the Syracuse progrz., a course~by-
curpctency matrix, and a list of campetencies and methods for evaluating
canpetency attainment,

Daniel, Evelyn H, ) ency-Based Assesamen
Syr- wise, N¥: Syracuse University, emper 30,

PLO S ECI FADS RE .

1979.

This report sumarizes the procedures and outcames of a study under-
taken to provide educational decisio.. makers with an array of cost-
effective strategies for assessing the campetencies of school library me‘ia
specialists. It provides a literature review of the field and discussion
of the classification and definition of assessment metix.ds, measures of
their effectiveness and efficiency, a cost effectiveness model, general
competency assessment by faculty, dissemination of project results and
res:arch agenda, The appendix includes comp:iencies, evaluation techniques
and interview protocol for determining faculty assesament activities and
assesament costs.

Galey, Minaruth and Wil m P. Grady. Quidelines for Certification of
. Washington, D.C.: Association for Educational
Cammunications and Technology, 1977.

This document is ABCT's most recently published vert. on of guidelines
for certification of media specialists. Although it is geared toward
educational communication and technology (media) personnel as opposed to
library personnel, this monograph is quite valuable in that it presen.. a
list of tasks ' competencies for media apecialists and technicis 3. In
general, not a . (ampetencies listed are relevant to library personnel, and
most of those pertaining to media technicians arc uestionnable within the
parameters of our study. However, this is one of the few relcvant studies
we are aware of which provides such a detailed framework for the develop-
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ment of competencies. Three major areas of responsibility (media manage-
ment, media product development, instructional program development) are
examined in temms of nine job functions (organization management; personnel
management; research and theory, design, production, evaluation and
selection, support and ~upply, utilization, and utilization/dissemination)
for two levels of personnel (media specialist and media technician). This
matrix might serve as a starting off point for the development of a model
more suited to the library/information enviromment. As in wuch of the
other literature, many of the campetenc’ s listed are not ititatively
measurable, but here ‘hey are unusually specific. Competencies within the
support-supply function are incomplete, but a very well developed set of
orgqanizational management and personnel management competencies is pro-
vided., Also, certain functions/tasks and competencies relate directly to
lgdt?nry/infomatim professionals as researchers. Highly recommended
r ge

Mahmoodi, Suzanne H.

forming Public Services Functions in Public Libraries
mitted to the Graduate School of the University of Minnesota, Aucust 1978.

Mahmoodi's dissertation covers competencies for librarians perfomming
public service functions in public libraries. The competencies resented
are limited to professional level tasks performmed by professicn-ls. The
acthor uses a goal analysis approach to identifying competencies as opposed
to a task analysis approach, investigating both competencies needed for
current prs-tice and those needed for ideal practice by means of a survey
of practitioners. The campetencies identified and the literature review
presented are useful in spite of the shortcomings noted belows

(1) The current and (ideal) competencies are samewhat dated in that the
mean rank of online searching as a competency (#15) for current
practice was equivalent to “of little importance” and its rank for
ideal practice placed it at th. very low end of the “"of great
importance" range.

(2) surprisingly, no competencies were identified as e:.-ential jin the
aggregate for current practice, i.e., they were not unanimously
rated as essential. The author did rot examine the rank-ordered
current competencies for statistically significant frequency breaks
in order to arrive at a new scale which would rate certain current
competencies as essential.

Medical Library Association.
Librariarg. Chicago: ' Medical Library Association, 1981.

.-..8 bookiet describes MIA's competency-based examination for entry
level health sciences librarians. The exam attempts to tust competence in
job performance after a candidate has both received an MLS and has had two
yer.rs of profeasional experience in a health - .iences library after gradua-
ting. The booklet presents sample multipic: choice questions geared to
specitic competencies. An appendix (p. 13-.7) lists competencies to be
tested arranged by library "operation® and then further broken down by
subfunction. Within the context of the exam, the competencies are quanti-
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tatively measurable, but if used in other contexts, the campetency state-
ments would need modification in order to take into account appropriate
behaviors that would demonstrate attairment.

Music Library Association. Committee cn Professional Education. *Qualifi-
cations of a Music Librarian: A St-tement." Fontes Artis Musicae XXTI:
133-143 (1974).

Though this statement of competencies required by music librarians was
prepared acme ten years ago, its phrasing is sufficiently generalized and
camprehensive 10 make it relevant to practice of music 1i--arianship today.
The authors discuss such fuictions as acquisitions, cataiouging, reference,
collection maintenance, and administration, They point out the need for a
music librarian to have "basic musicianship" competencies: those relating
to musical performance and idertification of the characteristics of work of
music. Knowledge of foreign languages and participation in professional
society activities as evidenve of career camittment are deemed important.

Ffister, Fred C.

= - 4 -)e,C - /%] LA SR L) == ®
sts. Tampa: University of South Florida, 1980.

The author conducted a survey to detemine which of 62 campetencies fcr
media specialists proposed by the Florida Department of Education Council
on Education were regarded as essential. Pive sub-groups including
teachers, cupervisors and principals responded to Pfister's attempt to
validate the 62 competencies, of vhich 21 were designated as essential by
all at the close uf the survey, Survey results were campared with other
similar studies and relevant literature, yielding a consensus that
different groups had very different role expectations for media specialists
and for the relative importance of many competencies. Esgential competen-—
cies fell into three categories: teacher oriented, librarian oriented, ard
manager oriented. Surprisingly, competencies -elating to research
capabilities and instructional technology were regarded as non-essential by
all responde=ts, Survey instruments as well as overall rankings and
rankings by subgroup are provided. The competencies studied are formulated
in temms of generalized statements rather than quantitatively measuratle
behavioral objectives. Highly recammended,

Mfister, Fred C. "Roles & Essential Competencies of Media Specialists.”
In: Media at the Center. 11th Annual Conference for Continuing Profes-
sional Development, April 16 and 17, 1982, pp. 47-52.

This article describes the author's use of competencies devaloped in
another study (see annotation: Pfister, F,C. Identification of Special-

acion (grpetencles for Florida Scho ALy Media Spe ists. Tampa:
University South Florida, 1981) as an approach to job perfomance
evaluation for school media competencies. Rather than discusging these
specific competencies here, he treats the advantages and disadvantages of
using essential competencies in the performaxce evaluation process., He
addresses the use of competencies in specifying job duties and points out
that competencies which are not considered essential may point towards
areas where those who are deciding what is/is not essentizl may need to
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change their views of the field samewhat Jin order to draw closer tu a
consensus on competencies that experts and practitioners do view as
essential. "A major conclusion of the study was that the competencies that
were considered essent.ial could be used as a valid base for planning, goal
setting, and evaluation" (p. 50).

Putnam, wWilliam. blems and Issues ecifying Behavioral Instruciion—
al Objectives for Graduate Courses in Library Aduninistration, Master's
thesis submitted to the Department of Library Science of the Catholic

University of America, October 1970.

Putnam's thesis, while not directly relevant to library/information
competencies within our study, does provide a fairly detailed review of the
theory of and literature on behavioral instructional objectives. The
author's stated goal is to apply the theory of behavioral instructional
objectives within a systems approach to the develomment of graduate courses
in iibrary administration; he presents an exploration of these apnlica-
tions, but actually fails to carry them out. Yet, Putnam's paper does
bring out several relevant points: Mager's formal features of behavioral
jnstructional objectives (student temminal behavior, conditions, and
criteria) (p. 16), the necessity of matching the form of teaching
strategies and evaluation to the form in which instructional objectives are
stated by means of the teminal behavior(s) specified (pp. 20-21), and the
kinds of learning that are most suited to professional-level graduate
courses (fram Gagne — concept learning, principle learning, and problem
solving) (p. 32). This paper is quite thought provoking when one looks at
competencies in temms of behavioral instruc.’nal objectives.

Ricking, Myrl and Robert E. Booth. Illinois Task Analysis Project. Fhase
I11I. Handbook, First Draft. Chicago: BMmerican Library Association, 1972.

This document reviews the background of the Illinois Task Analysis
Project, including the original development of a task listing under the
direction of Social and Educational Research axl Development, Inc. (SERD)
in Phase I, and the validation of those tasks for particuler Jibrary fields
in Phase II. It identifies the tasks and guidelines for utilizing both job
analysis and task listings for job restructuring and description. Tasks
are not limited to any library sub-field or level.

Swan, John C., "Minimum Qualifications and Intellectual Freedom." Library
Journal. 105(15): 1595-99 (September 1, 198l).

This position paper treat3 the role of the librarian in light of the
intellectual freedam controversy. The author advocates a more active role
for librarians, one in which they should be prepared to act as interpreters
of information if the patron 8o desires: "to offer informed, content-
oriented guidance relating to the library materials sought by the patron®
(>, 1597) without imposing their own views. Swan attempts to tie this role
to minimum qualifications and job competencies, but only glosses over this
aspect. As such, this article is only marginally relevant for our
purposes, but it could be cnnsidered to have interesting implications for
the changing and potontial roles of library/infomation professionals:
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e.9., camunity outreach specialists, institutional librarians, career
guidance and employment information programs now surfacing in public
libraries, etc.

CERTIFICATION

American Association of Law Libraries. "Application for Certification”
(with related materials). Chicago: American Association of Law Libraries,
n.d.

These materials discuss law librarian certification as administered by
the American Association of Law Libraries. Like MA certificatior,
certification by AALL requires evidence of "subject competence® in addition
to competence in librarianship, Certification is based Lpon a cambination
of education and experience, with one half of the experience required to be
in a law library.

Anerican Library Assocation, Library Administration and Management
Association. Certificatic, of Public Librariuns in the [hited States. 3rd
Edition, Edited by Mary J. Coe. Chicago: ALA-IAMA, 1979.

Edited by Mary Jo Coe, this booklet represents the most current
compendium of certification requirements for public librarians in the
United States. Published in 1979, it contains brief descriptive
information based upon that provided by the appropriate state agencies.
Arranged by state and then within each state by level of certification
and/or type of position, clear, concise data are given. However, unlike
Woellner's book, this work is not updated annually and the data for same
states are no longer correct. Still, it represents the only source of
information on certification requirements for public librarians (other than
each individual state agency) of which we are aware.

Institute of Certified Records Managers. “Materia s Pertaining to Certi-
fication of Records Managers.” Washington, D.C.: ICRM, variow; dates.

Certification of records managers by the ICRM, as described in these
materials, is based upon a combination of education and experience
qualifications: a Bachelor's degree and three years of professional
records management experience are required, although equivalency mechanisns
whereoy erperience can be substituted for education have been estab)ished.
The applicant must successfully attain these qualifications in addition to
passing an examination covering records managent written and adninistered
by the ICRM. Materials received fram ti'e ICRY described both certification
requirements in general and the examination.




?

National Libraries Association. A National Board of Certification for
Librarians: A Draft Proposal (with appendix: Position Statement on

¢4 2
NLA, 1983.

This short draft proposal puts forth the notion of voluntary certifica-
tion of librarians. Qualifications include five years professional
experience, possession ¢(€ an MLS degree, and one element of continuing
education for each year of practice. Provision is made for advanced
certification after possession of basic NIA certification for 10 years on
the basis of piogressively responsible professional practice and continuing
educational activity. Justification for this proposed uniform system of
certification is based upon providing standards for miniumm professional
practice to evaluste the competence of those who practice, therefore
ansuring that quality information services are provided.

Virgo, Julie A. "Degree or License." WHilson Libra.y Bulletin 51: 341-345
(Decamber 1976).

Virgo's article discusses the "credentialing" of librarians. She
provides clear distinctions between the terms "accreditation,”
"certification,” "licensure," and "registration® for the first time in the
literature encountered thus far. Equivalency testing and proficiency
testing are also defined and mentioned as means by which competent
individrals possessing nontraditional education/training may gain

ce into the professiin of librarianship. The author also points
out that accreditatior and certification are canplementary screening
mechanisms and that certification of only those individuals who have
graduated *+ ‘am accredited programs may be unnecessarily restrictive. thile
Virgo doza .aise this issue, information regarding a U.S. Office of
Personnel Management equivalency test by which paraprofessions can enter
the prufession librarian series is no longer current. ‘There is also nc
mention of the current question of "credentialing” non brary information
professionals.

Woellner, Elizabeth H. Requirements for Certification for Elementary
Schools., Secondary Schoolg, Junior Collegeg. Teachers Counselors,
st . PFoirty-eigth Edition, 1983~84. Chicago:

Librarians. Administrators
University of Chicago Press, 1983,

Woellner's brok is an annually updated digest of the requiremente for
certification of educational personnel (primarily within public insti-
tutions of elementary and secondary education) in the tnited States.
Arranged by staie and then within each state by kind of certification/
position type, a brief description of the requirements for certification
(.5 abstrzcted fram current literature gathered fram the appropriate state
or regional goverrment body) for each position is fwmished. Although the
descriptions giver. for certification requirements of school librarians were
often unclear and sametimes incamplete, Woellner's bonk, in {its mcst
current edition, is one of the most convenient and .ime-saving sources of
information available on certification of school librarians in the United
States.
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