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SUMMARY 

TIlls study was conducted in order to establish hm\' to address the issue 
of capacity building in academic libra.r:ies. The libraries of the two 
Historically Disadvantaged Institutions (HDIs), the University of Western 
Cape (UWC) and Peninsula Technikon (Pentech), participating libraries 
in the Cape Libraries Cooperative (CALICO) were used as models to 
assess the extent to which skills attaimnent contributes towards capacity 
building. 

The study found that there is no policy that looks specifically at 
addressing capacity buildLTJ.g in these two libraries. Training was found to 
be the core element towards attaining capacity building. Other approaches 
found to enhance capacity building were mentoring, coaching and 
exchanges. 

A literature review was done using Library and Infonnation Science 
Abstracts (LISA) and Index of South African Periodicals (ISAP), South 
African Bibliograpillc Infonnation Netvvork (SABINET), Online Ebsco 
host and the Online Public Access Computer COPAC) system of DCT and 
Pentech. Capacity building approaches which have been used by other 
institutions in the LIS (Library and Infonnation Service) and related fields 
were looked at. A survey was conducted to gather infonnation about 
training of library staff at Pentech and at U\XIC. Interviews were held with 
the Pentech's Chief Librarian and UWC's acting Director to look at 
documented practices regarding their policies on training. A policy on 
capacity building in academic libraries was then developed that tried to 
develop a model of workable programme incorporating best practice. 
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ACRONYMS 
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ALIA - Australian 'A'~'.""'AA Association 
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CSTD - Committee .................... 0 and Development 
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i" 

- Head 

LIS - Library 

NCVQ - National Council for Vocational Qualification 

NVQ - National Vocational Qualification 



Univ
ers

ity
 of

 C
ap

e T
ow

n



Univ
ers

ity
 of

 C
ap

e T
ow

n

vii 

Summary 111 

Preface IV 

Acronyms V 

l.Introduction 1 

What would be the necessary the academic 

librarian and the worker today? 8 

of changing roles of academic 

librarians on career paths 18 

Conclusion 

Training 29 

3.1. .ULAU .. o needs Library 

Librarians 37 

3.2. 49 

Conclusion. 54 



Univ
ers

ity
 of

 C
ap

e T
ow

n

viii 

4. Mentoring, Coaching, and Exchange programmes 58 

4.1. Conclusion 75 

5. Conduct of Training Survey 82 

5.1. Results 92 

5.2. Conclusion 112 

5.3. Interview with the Directors 116 

5.4. A proposed capacity building policy 126 

5.5. Conclusion 130 

6. Bibliography 132 

Appendix 1 137 

Appendix 2 138 

Appendix 3 147 



Univ
ers

ity
 of

 C
ap

e T
ow

n

CHAPTER 1 

INTRODUCTION 

Capacity building is often .LUll ... "'U. a partlClllar rrrr\Yu"\ viz. Historically 

iJI~;ad''!an1tag(:!d Groups (HDGs) or nor.nlo ,..,I"'\ .... ",.,n Disadvantaged 

Raddon comments on s: black 

are disadvantaged educationally and 

m to the inbuilt indices of failure in 

teacher bias, examination 

difficulties of access 1'">,.-1"1,,,,,1" and higher education." (Raddon,l 1 ). 

The above statement 

situation vvhere arose 

prmciples sought to OPl)re:~s .L.J'H." .... 'n. IJ'",VIJ""' 

South African 

apartheid which among its 

O'1Ulnrr them inferior 

DO<:7rer educational resources people. As a 

.:>V ..... iU..L, economic, and political IT' nb,118Jt1c<:~s are clearly reflected in 

workplac(;" (Raddon, 1991 :3). Raddon that these 

become more apparent bec:am;e " ...... -A rtn r>1'. r-.n of 

automation in libraries which to people IS an unltalTul1:rr 

concept which attribute only to 'clever' 1J'"".II-'.L',",. 

changed for South smce KalCl.OCm wrote 

no longer attributed ... " .... ,,' 

of view is that most services in 

The reason for 

library have been converted to 



Univ
ers

ity
 of

 C
ap

e T
ow

n

automation. the imbalances still it is necessary to 

establish whether could by developing skills which 

could improve the performance of both academic and support III 

academic institutions. 

Capacity is defined as "mental or intellectual power, a talent, an 

ability, or propensity for some specified activity or experience." 

(New shorter Oxford dictionary, 1993:332). To build means "develop 

or establish." (Oxford dictionary, 1 113). Therefore building 

capacity entails developing mental power, talent, ability or propensity 

for some specified purpose. From definition it can be deduced that 

must developed, readiness or inclination some 

must be established and developed achieve a specific goal for 

organisation. 

Abrams defines capacity building as "the whereby a ""v .... ,u ......... 

eqUlps to UH'"'''''' functions of governance 

service provision in a sustainable fashion." (Abrams, 1996: 1). He further 

comments that "community" could to a government, a village 

level committee or even a central ......... ~,""'rn1"Yl department. that 

process of Ca[~aCI building must be ........ LL ......... at both nn"L ...... ",U..J,j;, access 

to resources power ""'''''''''VL''CJ between parties 

2 
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involved. Ewing (1996) comments that the purpose of capacity building is 

the transfer of skills and information so that people at risk would achieve 

long-life learning. 

Van der Waal (1997: 74) states that capacity building is a form of 

affirmative action at community level. He further comments that it 

redresses the material and social imbalances of the past by strengthening 

the latent capacity of people in deprived communities to help t~emselves 

on a collective scale. 

REGIONAL CONTEXT 

3 

In the Western Cape the libraries of the five tertiary level education 

institutions have formed a resource-sharing venture which is called Cape 

Libraries Cooperative (CALICO). CALICO is composed of the libraries of 

University of Cape Town (UCT), University of Stellenbosch (US), 

University of Western Cape (UWC), Cape Technikon (Cape Tech), and 

Peninsula Technikon (Pentech). Pentech and UWC are Historically 

Disadvantaged Institutions (HDls) catering mainly for students coming 

from Disadvantaged Communities (DCs). 

The vision of CALICO is "to promote information literacy and economic 

development in the Western Cape by providing information to users in a 

form they want, when and where they need it. Inherent in this vision is the 

right of all citizens to be able to access, evaluate, and effectively use 
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4 

information that can contribute to improving their quality of life and 

economic well-being. Accordingly, the vision embraces the concept of a 

single Western Cape collection that is housed in different location with all 

resources accessible to anyone who has need of them. Moreover, it is 

expected that CALICO will serve as a valuable model and the first step for 

co-ordinated library services throughout South Africa, as well as 

encouraging other co-operative projects among the participating 

institutions" (ADAMASTOR TRUST, 1997). 

During the strategising for this cooperative, CALICO members from the 

HDls felt that they were not given proper exposure and opportunity to 

undertake important projects which would add value to their experience. 

This became evident when expertise was considered above representation 

(Darch: 1997).It also became apparent that during the selection of those 

members required to carry out important tasks, most members were not 

from HDls. To address this concern the Capacity Building Task Team was 

established by the CALICO Committee of Directors (COD) to formulate 

guidelines towards developing a capacity building policy. The task team 

developed a document with recommendation towards formulating a 

capacity building policy. Despite approval by the COD, no work on 

development of the policy took place. 

This regional context has an impact on the academic library services of 

South Mrica because it raises the issue of capacity building for people 
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from the HDIs. South African higher education institutions were 

established during apartheid years therefore their operations are still 

influenced by the apartheid policies. For example, White institutions have 

better resources and staff who have had a better education while Black 

institutions have poor resources and most of their staff come from a 

disadvantaged educational background. Introducing capacity building in 

"levelling the playing fields" among institutions. 

The issue of capacity building has favourable implications for people 

coming from HDGs in South Africa because of the introduction of the 

Employment Equity Act (EEA). This act is intended to provide 

enforcement of equal opportunity and eradicate all discrimination in the 

workplace. It also requires that organisations must reflect the 

demographics of South African society, (Employment Equity Act: 1998). 

This implies that, organisations in South Africa are required to implement 

affirmative action which would enable people from diverse economic and 

educational backgrounds to acquire jobs in sectors and positions that were 

previously reserved for Whites only. 

Capacity building is also important for South African academic libraries 

because it could help to redress past inequities and, during the redressing 

process, reveal some of the career development issues that are relevant for 

the academic librarian of 21 st century. It also establishes methods which 

5 
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could be used to empower members diverse educational _ 

aU,am an acc:epltabJle level of in their jobs. 

for capacity building because of need to 

J.u .. '''f ..... ...,.u ••. J. .... ''' but also bec:aWie of the changing role academic 

1l01ran.es: from of information to places access to mtonnaltlOltl. 

Services are offered "11th .... the h nT~T" academics students who 

have access to the Intlern,et or other databases in their offices, claSSI'Ooms 

and hODaes. The Internet various other databases cormelct the libraries 

to sources mt,ornaatLon oultsldle the I1hr'" ..... 1 building. 

(1999:46) comments that some libraries are using or desktop 

online retere:ncle. These videoconferencing technology 

changes in the in which academic libraries offer services the way 

in which services are provided int1uence adlust.ments in staffing patterns 

and skill set reQluiI'emlen1:s. A.cadlemlC libraries would require capacity 

be able perform these cnange:s. past mequ.alltles are 

to redressed, consideration L>U, ........ J.u gi ven what skills are necessary 

for the aCl3ldelrlllC 110rarIan and aCl3ldelrlllC library worker of today order 

for perform efficiently. 

literature "j-n~H was establish 

to what are 

aspects that constitute CalJacny 

documented prl3lctl,ces 

libraries in the USA (United of ~menc::JL), UK (United Kingdom), 

in other .. LV ...... ". A questionnaire was Australian, SA \lOIUm Africa) 

6 
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administered at both UWC and Pentech libraries to establish the type of 

skills that staff members from these libraries possess. Pen tech and UWC 

libraries were chosen for this study because their staff are drawn largely 

from HDGs and the range of their skills was previously unknown. 

These results are used to establish if these HDls staff members lack the 

skills necessary to operate adequately in an academic library setting as 

determined by the literature study. From these findings a capacity building 

policy for academic libraries is formulated to enable them to prepare to 

accommodate people from historically disadvantaged backgrounds. 
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It 

be 

to discuss the played by 

and library workers in an institution environment 

their important interface students. It was mentioned 

(1999) that students are technologically 

the need for librarian to be enskilled 

as information history 

but means such as capacity in academic 

to redress past inequalities. important to recognise 

South Africa has behind that in 

This chapter developments 

and European an indication of 

be expected in South 

building has been ..... ""'-u ...... ' ..... earlier as developing of 

academic librarian and the library worker towards 'H.I .... "" .... 

put this 

clarified. IS n""J~""" 

VA. .. " .......... purposes context, these 

understand first that has a 

influence on determining skills of 

Creth (1995) C{}Ilm,m~n"" that the influence of ~""".d"I.UV'''VJ:::. 

work has pushed the boundaries and created opportunities redefining 

8 
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and roles and in key areas including 

strategic 1J1.U.lliUiiE>, information 

kl'1owledge and the F,£.UllL.t.l>U'-'U of networked 

resources. suggests that it is essential that 

Vlc .. ,..,..,J,VUU.l.., continuously acquire new knowledge and skills to ensure 

that they remam a part serv1ce, 

Creth that library need to 

as part of each ' s job responsibility and 

ensure that permit time devoted to tins on a 

routine (1995:91) that the appropriate 

for internal programm,es 

made of external must occur and support 

staff must be 

Oberg (1 observes that librarians are redefining .u'-' .•. u ..... '''"'.l by 

automating creating new networked 

semces, .... 1/S.llcllJl5 integrated mtlOnllatJlon interfaces, teaclring 

students faculties how consumers m an 

rich with information resources. further comments that these new 

roles 

networked 

to teach more vHJ.':>':>v 

collaborate more vJ.VClvJ. 

integrate and 

with VV1..I.",a~\'l\",;) at other 

9 
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institutions on cooperative resource-sharing projects and spend more time 

outside the library, working with faculty and researchers in schools, 

departments, and laboratories. 

Creth (1995), Oberg (1997) and Kur (1999) agree that the role of the 

librarian has progressed from keeper of knowledge to knowledge navigator 

and teacher. Rusch-Feja (1997:324) comments that the use of 

telecommunications and the in±luence of the Internet on the expansion of the 

role of librarians is significant. Kur adds that 

"as a knowledge navigator, librarians are called upon to help 

individuals navigate the Internet. As an activist, they are 

inserting themselves into public dialog on information access, 

privacy and other related issues. As a technologist, they are 

working with information technology to develop more user­

friendly interfaces to information databases. As collaborators, 

they are part of program development so that information 

literacy is built into academic programmes; and as a teacher 

and a guide, they are assisting students in scholarly research 

and content development". (Kur, 1999: 47). 
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Rusch-Feja (1997) comments librarians to be Internet 

trainers. Rusch-Feja IS only 

by librarians alone, hence fV-:SDe'GllJlG training to show 

users how to evaluate information Information 

searching is part of the librarian's job Internet is to be part of 

librarian's daily work, it is in-service training and on-the-

application of jJu""...,u .. " ...... " (Rusch-Feja, 

1 '}?8") : .. L. 

Creth (1995:88) suggests use the Internet or 

local network as a method instruction 

should develop to instruct users on 

specific tools and infonnation sources in order to provide general 

orientation to libr~ services This is a new concept for 

instruction and implement this new concept, 

(1995) suggests that to rethink the value to the 

users of the instruction service. 

Librarians should also when introducing a new 

success would depend on 

implementing it. 
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In their study, Farmer and Campbell (1996) report that research inditates 

that generally librarians are faced with limited opportunities for career 

advancement. The findings of this American study suggested that 

information professionals often reach a 'plateau' condition and feel 

'trapped' within the job. Eighty percent of the librarians surveyed in this 

study felt that there were no progressive career opportunities where they 

worked. This study was carried out in the mid 80' s. Librarians of today 

are, increasingly, being made aware of opportunities to expand their 

professional skills and thus gaining insight into cognate activities related 

to information management. 

12 

Subsequently in the UK in the mid 90's a change occurred in the 

librarianship profession epitomized by a growth in the more generic fields 

of information management and analysis. New titles in this field are 

information scientist, information analyst, and information manager as 

opposed to the traditional title of 'librarian'. Accompanying these new 

titles are new responsibilities determined by technological advances. This 

has also eradicated the lack of career advancement that was experienced in 

the 80's. These titles carry special responsibilities which require specific 

professional knowledge and computer skills. 

The expansion of the roles of librarians include knowledge management. 

Creth cites Richard Lucier when she states that "a knowledge 
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management environment cycle, 

from the creation, structuring, and representation information to 

dissemination and use." 1995:88). facilitates broadening 

of roles information and scholarly process. ,-,L.",,,, ... further 

comments knowledge management's 

collaborative between and resl~an m 

knowledge databases. 

also suggests that for ....... L._UU to have the and to be 

involved knowledge management enterprise they will have to new 

and to priorities in .......... 'uvu to other more traditional 

She also mentions that of ......... , .... v'u organization, 

librarians are highly 

....... .1. .......... ''''- to act as m __ ~.u,.. knowledge 

a result of changes who entered profession 

with traditional expectations quickly realise that they must adapt to the 

new job u. .. "" ........ "" by learning new skills or applying traditional skills new 

For every library worker to be competent these new 

acqUlnng developing new skills necessary as 

education some did not them these 
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1.+ 

(l Campbell (1 that 

new staff have arisen because of offered 

the of the society. A fonnal needs analysis 

is recommended \-vriters, need to 

re\.lew programme TIllS enables managers to 

needs and whether these 

is for this reason Kaufman (1 that it is 

to develop that attract, 

maxurnze and 

employ. This could encourage competent 

and to 1ll1prove their to prepare m a competitive 

It is that staff be motivated in their Jobs. 

work tmderload could result if library j were repetitive, 

stimulation. his studv, he 

interpersonal "'''""UVJLI..;U.JLJ.I-'''' between 

patrons, or poorly defined aVT'''''''"r:lIl,vuoJ from others 

felt by staff members, of autonomy, J..A.'J , ......... , .. '-l ill 

,,, .. ,,r,,,,.,o- conditions career stage as 

in the library. 
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Levy and U sherwood (1992) comment on the importance of interpersonal 

skills in Library and Infonnation Services (LIS). They observe that 

"reference interviews, the commlmication skills required to 

establish and develop individual and group contacts in multi-

ethnic commtmities, the 'helping' skills required by librarians 

working with young people, the proactive marketing of 

librarY services at new customer interfaces. are some 
~ , 

examples of the wide range of situations demanding high 

levels of interpersonal competence." (Levy and U sherwood, 

1992:1). 

Oberg (1997) cites Carla Stofle when she states that, librarians must place 

a higher value on the contribution of support staff, examining their ideas 

and suggestions OK an equal basis with those of librarians. She felt that 

librarians should move away from staff that perfonn narrow tasks within 

tightly defined job descriptions, towards staff empowered to make 

decisions about the work they do and how they do it to delight the user. 

Creth (1995 :91) mentions that professionals must assess continually the 

duties to be assigned to support staff and also ensure that they have the 

skill and authority to perfonn these duties. She warns that it would be a 

mistake to simply shift duties from professional to support staff for the 
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sake of adding more responsibilities to them. Kur (1999:47) mentions that 

paraprofessionals have an important role to play because of demands 

made by technology that libra.ries provide technical support for patrons. 

This implies that paraprofessionals with technological expertise would be 

suitable for this task. 

The narrowly defined job descriptions in the LIS stem from '.vhat 

Kaufman (1995) calls the obsession of the library profession \-vith issues 

of professionalism and linage. He clai..lJ1S that tllls profession has paid little 

attention to the issues mvolved in integrating the non-library professionals 

into an effective library organization. Creth (1995:93) suggests that 

professionals should be less concerned with an organization that reflects 

order and symmetry, comfort, and familiarity. Instead they must 

encourage action and decision-making, risk, and innovation throughout the 

organization. Creth mentions that staff are more likely to develop a 

commitment to required changes in the organization and culhrre and, by 

extension, their own behaviOlrr if they are involved. 

In tIns era of technological advances the role of support staff has changed 

therefore their training needs would also need to change. Their job 

descriptions also need to be revisited otllerwise a new problem called 

stress would arise. Bunge (1992) reports that in his shldy library 
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employees, especially support staff members, had reported stress arismg 

from feelings of being enmeshed in a bureaucracy without control or power. 

If little attention is paid to support staff needs, libraries will find themselves 

bearing unnecessary costs that are stress related. Workers who are stressed­

out cause absenteeism, turnover and poor service due to lack of motivation. 

To counter-act this, managers should look at ways to enskill administrative 

staff in tasks that will increase expertise and make them feel valuable in an 

organization. 

Support staff often feel needed only during crisis times when one of the 

professional staff is unavailable and training for that particular task is 

usually hurried and inadequate, a process which would result in more stress. 

Kerslake and Gol}.l.ding (1997) advise that the library administration should 

be proactive by designing training programs for administrative staff rather 

than manoeuvring them into jobs unprepared. 

Communication channels between support staff and permanent staff 

members must be established to confront problems encountered during 

service provision. There must be a format in which these communication 



Univ
ers

ity
 of

 C
ap

e T
ow

n

18 

as that constitutes staff development in 

members who ullider'stallld establishing proper 

communication ch~mnels UrAlIlr! prillciples of 

organisation, administration 

1\11 r\rfT~ln (1997) observes that communication iTonll.0n"t cause of 

changing circmnstances. 

necessary to answer questions about new services and 

way communication includes COffil'11urucation hot'ure,on 

and .. ,. .... Lv.J that "successful academic ,'.., ,"to rl,.,." "t1 

cannot ~~~ltP'JPrlwiiliouterrecl1' communication betvveen library 

academic staff in all 

In nrl"U1f'\lIlC section it was mentH)ne:d how 

'-''',. .... ''.0'...., ...... This change exerts a nupa,;t on career IJUl.U.J. 

,n1,nlu iliat library's essential services must 

eXIJal1de(l. ~ .. ~ A .... J ( 1 994) agrees wiili ilie above view 

when planning of career paths should be ill 

consi derati on "'","."' .... ·h .... 1 ClUTent services. He outlines the 

nnJ;PT1'-::ILrpT'I in libraries: following as major activities ,..,.".,,11'" 
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.. Collection development; 

.. AcqUIsitions; 

.. Reference; 

• Circulation. 

comments functions of'lr-r'"""+""' ....... and \.-J"u. \.-lUU,LAVU 

libraries, as wen as of the processing n"".rn"" . .>n ill 

catalolgumg materials, field to be 

n011-prot:esslonal , while ""v •• ""vuv, .• .., development, retlereltlCe subject 

analysis the professional domain of librarians. H'l1n-1C 

comments that ,","""""'H'''' of the II" lCn!asmg use of automated """+"' .... ,<"' and 

new developments in information ,,...,V ... .L''''.LV5.L,...,..,, those were 

deemed pf()tessl'Ofii:ll are now being .......... .., .......... resulting in the hh,·rn .. ,.,. 

distinctions hp1"ur;::,on professional and non-professional work. 

With the increasing use technologies that ena.Ole people to conduct 

own database oriline search 

l,hr''l1'''1'ln alJPe:ars to be de(:re::lSlIllg in significance. trend seems 

than the US where I1h ... ·.., ...... , ..,,...+nl'1t·,,,,,,, are 

19 

countries 

tecnnlJI0gICal oriented. 

reference lIblranlan to access 

the patron consult the 

ron.,,,,,,<r,,,, numerous "'",I"l'"\rr1", in a database, 
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a which the ''"''It-rr'' .... can do hilllseJlt. H~:'lrn·<.:: (l mentions 

in the US the """''''''''J'VH u,n,nn allows infOImation technology to be 

IS res,ultrng rn usrng prClTe~;Sl(malS rn eveI)! 

asplect of library They are now involved in circulation, acquisitions, 

COJ.lec:tlon development, user education, and even subject ""u.,U.J.V5UiH5. 

are continuing because the end user has beC:OIIle more 

ArnnA1111A'r'A'; by having access to access to An 11r1A databases 

has decreased the subject librarians in V.lHll.l'-< 

searching for users, releasrng them to more Im~)oI1:ant tasks as 

being involved L"'1 mtlomllatlon 11"t,::l,r'lr'u working ClOISeJ.\' with 

incorporate information 11tpr'lr'u into 

Although online searching by patrons a welcome for reference 

them to do professional tasks, a ,,","""('l"\rI<)1 

H-:ln,·<.:: (1994) Stieg in his observation the 11 hr'<:In! user still 

needs a service on(~nt(~d l1br31l1an to lmderstand problem, direct him to 

source, help perhaps l'n tpn"'l,pt and what 

finds. According to ~<).,..,.,(' (l automation in US has not only 

a greater impact on professional astJects of 

reference. 1-1 <:I1n-. C' (1994) argues that automation deskilled cataloguers 
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and moved the locus 

from cataloguers 

Johnson (1991) sees 

files. 

rely on 

punctuation 

cataloguing records can 

greatest 

21 

over the m2magernell1 of technical services 

and system analysts. 

as communication with computer stored 

in this age oftedmology, libranans 

(MARC) format to pro'vide proper 

.... "'"·,,L.,. ....... .llL-v..., the ease with 

cataloguers as one 

The introduction u. .... '.VU.U.LJlVU as we seen in the above discussIOn 

has led to transformation 

transformation 

relationships 

professional 

databases and tnTry' ..... ...., 

be 

available on some ......... " ..... ...., .... ...,,,,,, on 

Johnson (1 1) 

. This implies that the 

also has an effect on organizational 

in the relationship betvveen the 

the user to access online 

those tasks that were deemed 

indexes are 

bibliographic utilities have played in 

library automation. have promoted the 

development and application library automation by serving as brokers 
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for information, training and computer, and online services. However, he 

argues that the trend has moved from bibliographic utilities towards 

implementation of local, integrated, multifunction systems that can handle 

a variety of library operations. 

Automation has a great impact on the role of the librarian regarding 

infonnation management. Creth (1995) comments on the need for 

librarians to design databases for their own use and to assist faculty in 

such efforts. Librarians could develop computer-assisted iIlstnlctional 

programs for academic staff and user learning, integrate new technologies 

into the service while assisting users in learning hmv to apply these same 

tools to their own work. Creth (1995) observes that the increase in the 

number of people with backgrounds as librarians or online searchers who 

are practicing independently has multiplied ten or twenty-fold over the 

past 15 years. 

The benefits of automation cannot replace the importance of sound 

human resource management. The rising cost of maintaining a library 

makes the use of flexible workers and para-professionals a viable option. 

lolmson (1991) observes that while professional cataloguers still prepare 

original records, most' cooperative' cataloguing is now performed by 

para-professionals. This implies that staff at lower levels are assuming 
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more sophisticated responsibilities. Johnson (1991) further claims that in 

other libraries, cataloguers will become managers and planners, and will 

do little cataloguing. Currently cataloguers are still doing cataloguing but 

they give input towards the creation of proper tables for the input of their 

data. 
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Carayon and Soo-Yee Lim (1994 ) observe that the effect of office 

automation might vary from job to job. They found that most job design 

changes are not always due to the implementation of the word processing 

technology, but sometimes to the decision regarding work reorganization 

following the introduction of the new technology. For librarians the task 

design of office automation may be all positive in making the end-user 

self reliant, while for clerical workers or data-entry operators the effects 

may all be negative as their tasks are reduced at the risk of rendering them 

dispensable. 

Managers should carefully evaluate and examine job satisfaction among 

staff. Quality in an organization can only be achieved if staff commit their 

fullest potential. Siggins (1992) states that the pace of change will require 

flexibility in assigning staff resources and also innovation in developing 

and using their skills. Johnson (1991) observes that staff reductions at 

technical services tend to result in the position of cataloguers being 

enhanced and the routine component of their work being taken on by para­

professionals using automated systems. 
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Changing technological advances would dernarld more 

knowledge and sclllobrrstlip. Academic librarians deal 

scholarship on a daily afford to 

Continuing education an aspect hbrarlanlshllp that cannot be 

overemphasized. Acquiring an qualification is very helpful 

t,-n''''lI1''J1C' building a librarianship career. mentioned by Morris 

( mclucled Master's degrees in various subjects including 

Diploma in Management ~tuIOH~S (DMS), the Master's 

~drrlim~)traltion (MBA), and higher . The 

National Council 

the system of 

Vocational Qualification (NVQ) was up reform 

.......... A.A.A., ......... ~ .. v .. J'" in AJA., .......... H and, more ImlDortanltly to develop 

an approach which yy ""'.U'-I. stallOarOs in the workplace. 

The NVQ operates on a .., ...... ,'LL .......... 

J .... r!1IT'n,::.ulf"\rl< of South Africa. 

as the National Qualifications 

of the Ministerial COlmImttee 

LJe,relclprnlent Work of the NFQ ....... ....... ..., ...... 'UfOO, learning through a 

vuaUIlcaU011s Framework; 1996) was developed, among other ma.nd.ates, 

to ...... 1"£"'''.,-10 guidance for the rec:ogmtLon competencies 

acquired through formal or non-formal eOllcaltloin that could assist an 

employee t{"\u.l~r{ic career path. 

At Hl.."hn,rr in 1993 Morris ment1lom~d that details for 

library and intiornn.atlOn work were still to be .. oC'£.,." but it was assumed 

that the National Vocational Qualification (NVQ) could considerable 
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impact in the Additional qualifications help 

required undertake tasks that are not job related as project 

management or being involved in marketing 

Churukian (1 comments that technology an 

attitude library clientele in it higher what 

librarians could do for He also mentions library mamagelne]nt 

.. ...,., .... .., to allocate 

writing. These activities 

to teaching, research, study and 

to have the institution's support through 

policies, resources financial backing. Without qualifications it 

would difficult for academic librarians to undertake these tasks. 

Churukian (1 also encourages """'''''''''''1.LUv librarians to for 

academic Churukian 

can have academic status 

comments that the only way librarians 

work towards the objective teaching not 

bibliographic instruction but various disciplines, for example their 

major subjects. 

Morgan (1997) with Churukian's comments that an g .... ,,'u .... J . .lu .... status 

would be to ......... , .. u without obtaining a Masters or a Ph.D and 

adding institution's administration support to it. Morgan further 

mentions that it would eaSIer a librarian who has qualification in a 

subject relevant to a particular department to gain credibility with 

academics. further postgraduate qualifications in 
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studies to de]mOnsltralte an <:>t-t-· ... ".f"'u po:st1:;radlua1te students as well as 

academics' ne€!aS at a po:st1:;radluate of study. 

2.2 SUMMARY 

What emerges from the above discussion that 

transformed from keepers to providers and distributors 

protes~;ion has 

"·,. ... 1"\11<' new roles that have emerged are that of a teacher, KncJWlecLge 

na'vl1:;ator, u,'na.uu~,\,;O designer, trainer, knowledge manager, ':Il"tlUl,ct 

roles need specific skills and training an 

indi vidual to 

Certain tools towards actue'Vlfl are required. 

Creth (1995) mentioned cOIltinluinlg e(lucatIcm as a necessary aspect in 

enhancing competency and acqlUlrlng skills. ContInUJmg education might 

be the of professional qualifications such as Ma.sters 

26 

Llt)rru:1aI1LShllP or other fields (Morris: 1993), It could the form of 

a ...... V' .... "" .. sug;ges,ted by Vadejs (1997:99) which mCjlUaf~S: 

In work~)la(:e - inservice training, coaching and rnacntr'1"'1n 

mC:lGt!nt,allearning 

selt-dllre:ctf~a learning projects 

_ ........ _ •.• ~ awareness 

Outside the workplace - professional me:etlng:s. CiJnterenct!s 
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- workshops, courses, etc 

- visits, job exchanges 

The discussion has also revealed that the roles of librarians have been 

redefined through the services they offer. They are now engaged in 

automation of their libraries, teaching, participating in professional groups 

and involved in faculties outside the library building. The Internet and 

telecommunications have a great effect in changing academic librarians' 

roles. To accommodate the heavy use of the Internet in and outside the 

library, Rusch-Feja (1997) has suggested that librarians become Internet 

trainers. 

It also emerged from the discussion that in the 80's there was 

despondency regarding career progression among librarians, however the 

90's brought about the permeation of automation in every sector of the 

library which resulted in the emergence of new roles for the librarian. 

These new roles require that staff be prepared for them by undergoing a 

staff needs analysis programme. This programme in turn must be 

evaluated on an ongoing basis to ensure its relevancy to trends. Staff 

needs analysis would also assist managers in implementing ways to keep 

staff motivated to eradicate stress and unproductivity. 

There is so much value that is attached to interpersonal skills in the LIS. 

Support staff need to be updated about current organizational objectives 
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on same basis as pelrm;ammt COInntlUflic(,;ltio!n channels 

between LIS and academics c"""lrl n!mllln facilitate academic 

integration and there should as committees for 

that. Communication channels k",j-nu,,,," support and permanent staff are 

equally important to and continuity of ~prIT1{,,"'~ 
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CHAPTER 3 

TRAINING PROGRAMME CONTENT AND PRESENTATION 

In most instances the Library School professional education does not 

prepare one for these constant changes and new roles in the LIS field. It is 

for this reason that training is necessary for staff to enhance their abilities 

for the new roles emerging in the academic library. Mitchell and Larson 

(1987: 561) define training as an attempt by an organization to change the 

behaviour of its members through the learning process in order to increase 

effectiveness. According to Gerber, Nel and Van Dyk "training is a 

deliberate effort to teach specific skills, knowledge or attitudes to serve a 

specific purPose." (Gerber, Nel and Van Dyk, 1987:461). Dessler states 

that "training involves giving new or present employees the skills they 

need to perlonn their job." (Dessler, 1994:238) 

A good starting point for planning training is to assess training needs.The 

primary purpose of towards assessing training needs is to determine what 

training, if any is required. Dessler (1994: 240) mentions that assessing the 

training needs of present employees can be a complex task. The reason is 

that the assessment is often problem-initiated and the problem would not 

always be solved by training. He further acknowledges that to discover 

what training is needed and can be afforded a thorough analysis of the 

organization, the jobs involved and the employees affected should 
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be COIlductel(1. ;""1"'1 ... ",,1'" Nel and Van Dyk (1987) agrees that trallllirlg stlouJld 

it can help solve specific problems in the oq~anlzatlOn. 

ltaJmulg <l''"'l'll'l1l'''&J.rI should be implemented otherwise it be(;Ono.es USt~le:ss if 

are no resources or opportunities for use. ""VAi""" Jordan 

should include: (1984:96) point out that identification a trrulllulg 

tit Analysis of changes 

new response from the 

c01Dnmnlity C""1""ll""rI which have required a 

tit Analysis of tasks '-""""cup;, nnr\l"'h, nJ3?-tn''''T'nt'.rI 

tit Changes in library procedures and practices; 

by <;.A.'V' .... ..., and by individuals. 

int(~rolrete~d as ""'lUJ'Uf','''''' in the community C""1"'1ll""rI could 

technological changes occurring ",,1th." or VUI."l..,''V acaldelTIlC institution 

which have an impact on the 

in teaching and learning. In a 

use of technology 

KeI'slal(e and Goulding 

(1997) on flexible Hl""VO?'C' it was r01md that Hln?'vo?'C' welcomed 

computerization, as conditions of work, In a study by 

(1996) it was that amidst the technological driven developments, 

concerted staff development programmes 

corlcelDlIllg tf~cnnoJlogy The few staff who were trained by 11i"'1l"'!:l1"'"U did 
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so throiugh C0111ClClental cITcums1tan(;eS, as when the library r",ro,c>nI<~" a 

developing manpower for a G0110r ag!::llc:y 

automation. 

could be helpful to access cause pertormaJtlce when all the 

ne,;essarv resources are available. Kerslake \.J VlUUlllF, ( 1 

basic infonnation technology traIDm,g 

are expected to use computer equipment cre:atc:s nnmense Dn~SSlLlfe 

determine the ~Uc.uUJ 

further comment that such pn::SSllfe IS 

it 

v ..... lJu .. analysis conducted 

peIi01IDcLnCe. This could assist in the 

to 

identification :)ttnnnm,g neecls standards set are not 

being met. 

Dramatic changes such as the installation of a new 

lUOrOQUCtlOn of a new software package, moving 

meum would result in heavy training nec:us . .J.)..UI.U .. UJ.U.l1. 

reports prC,1es,slOnallibrarians in his study 

were suc,po:sed to how they were to about it, but wll:hOl.lt 
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fit into 

the priorities. This be H ...... ..., ..... by explaining 

their work contributes to success of the organization when new 

organizational policies are introduced. 

This can 

u....,,"' ..... .., with 

the of both individuals and group ... "'"'u ........ .,, ... their own 

group VIews, present perfonnance and 

their aspirations for the The individuals could concentrate on 

own perceived need with an eye on self-development and future 

ambitions. (Jones Jordan, 1984:96). Line and Kinnell (1 comment 

in a librarian's could identified 

this process. Conflicts between people can be harmful to the 

organization because "" .... "'.Ten 

absorbed by -....AU...., ...... ''-'U'"' 

that should to into work would 

--------,..., and ................ ""' .... 1" s distinction is blurred, but they 

contain an element of learning. Whetherly (1994) says training meets 

objectives and development helps the individual learn and 

develop personal awareness including non-work activities. Kaufman 

(1 comments that it important that library managers that 

work orientation appropriate reward 
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Importance over a career span and can 

individual. He further COlTIlItents that professionals value 

to work on issues that 

both to the organization to 

a difference in the future 

33 

rrurung IS bel1letl'~lal to both the org;aruzatlon individual because 

itis ne~~ae:a 

• Achieving objectives; 

• Staff to acqUIre necessary skills needed 

• Enabling services to 11">""1"1t""", a COlnpetlt:n edge; 

• Contributing to 

41 11">1"1'"<:>1<:> and rnr\,THr'<:lnr\n 

41 .LV.U.,lu.'U..U'E! le:arnlmg an integral organization. 

the organization "",,,,,' .. r'T\ a commitment 

raInrnlg needs have to be Identl!led h<:>TAr<:> training strategy 

can be on. 

Training needs job or occupational, or individual 

an impact on the various an 

organization.Line and Kinnell "hc~pnlP that 

"at the organizational 

library will highlight 

human resource 

departmental or 
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functional level, mt'OTI1aatlon will be av,nlable by comparing 

aos:en(;e turnover 1"'~1",1" customer dlssatLS!cLctlon, at the 

job level, similar "T1'_1""":1~' made or 

nT'''''"''' of Jobs, and at 

persoumel am:'ral~;als and requests for further traJlillIlg 

provides ~''''''''J-~U data," (Line and ",-"-Ll.u..""U, 1993:343). 

to Goulding t""'l"rl1n,1"r strategies may 

outlining opportunities organization 

sees as for various 

• Consultative meeting to needs opportunities. 

further - time and 

• Health and '''IT,otu trarmng; 

• Health and safety trallll1rlg regarding sllared works:tatJlons~ 

• safety -tr".·n • .., ..... re:2:aJ~drrlf! stress; 

raIrlffig neel:1s of part-time f"A ..... r"I""'r'.,.."> ..... ' n;rr>rV-A.,..'" should be considered 

as workforce. could be a 

unIJal:anc:ed service provisIOn this group of IS 
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excluded from training needs assessment. Those workers who would be 

receiving training would be offering better service than those who would 

be excluded. 
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J olmson (1991) observes the need for more communication and 

teamwork among departments bridgii'1g the traditional gaps between 

technical and public services. Systems librarians need to be informed by 

reference and circulation librarians about how users are dealing with new 

services. Technical services librarians need to consult with reference 

librarians when preparing searching terms. 

Goulding and Kerslake (1997) mention that there is a lack of formal 

communication such as appraisal sessions for part-time and temporary 

workers. Goulding-and Kerslake further comment that non-formal 

communication networks in the form of worker to worker contact are also 

impossible for part -time and temporary workers because the workers are 

usually available during busy hours. 

Problems v·lith training are experienced by both managers and workers. 

Managers often experience certain barriers to training such as: 

• Direct and indirect financial constraints~ 

• Logistical difficulties; 
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j{elluctanc:e both on part of the '''''','rln:>.- to participate training 

on part of the LUU'U'""",D"" to initiate 

fJUJ.UVJlfJ .... '.V m trmnmg. 

Workers expenence following barner'S: 

• Lack of fr'l,n.nr." 

• Access to tralm][1g~ 

• Timing! SCfleclullmg of fr",rl1n 

traininG" 
0' 

.. t'man(;lal barriers workers may to pay 

refunded by 

r 0 avoid eXl)erlenlClIlg oarne:rs v:an()us training opportunities can be 

explored as: 

.. Induction tr.."n.,no· 

the 

- house tralTIJJng; 

.. training. 
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3.1 Training needs of library assistants and subject librarians 

In this study special attention has been given to library assistants and -

subject librarians. The reason for this is that library assistants form a 

component of all departments in the two libraries that were studied. They 

are often the main people with whom users have contact and thus represent 

the "public face" of the library. In addition, special attention has been given 

to the subject librarians who are at a user interface of information provision. 

These two groups also represent the almost lower and the almost higher 

echelons of library staff when taking into consideration this hierarchical 

structure of the library: bookstack attendant => library assistant => senior 

library assistant => librarian => subject librarian => manager. It would be 

interesting to establish what are the developmental issues affecting these 

groups and what skills are necessary to assist them to enhance their 

performance. 

It is generally recognised within the information profession that librarians 

have a range of generic skills that could be usefully transferred to other 

roles e.g. a range of managerial, interpersonal and infonnation handling 

skills which infonnation professionals possess. Farmer and Campbell 

(1996) comment that there are ways in which these transferable skills can 

be identified, highlighted and accredited, such as mentoring, exchanges and 

continuing education. Farmer and Campbell further comment that it is 
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necessary to establish a trrune'Nor"k 

that infonnation prc)te:;Sl(malS 

38 

nAn.A"!' and transferable skills 

hopefully, would I;iLUJ,UH" hhT~:IIn-::l'nC' to mm"ket 

roles. This frrunework, 

own skills more 

Aff,,,,,,t-1'UAI,, to n"",,,".o. more diverse career opportunities and to .r1.o.n'h1-., areas 

nec:essary for them to transfer to 

t.,st:abJIshmg what skills library assistants have would be useful bec:am;e 

are in their positions because of lack of library "'I""" ... 1J.LJ . ..., .... , .... vu,..:>. 

In enhancing the skills that they already have, library could 

mterest so that they can IJ ....... ..., .... "" 

involvement library, 

identifY their areas 

would develop through 

Some of them would 

of hbrananshlp 

mtf:resteCl m technological or the training side 

tra(lItl(mal tasks of librarians hip, 

It has always assumed that library assistants play an important 

nro,VlC.lmr acadermc library and information but 

scarce,tv been acknowledged in their perceived staltus. 

that had been deemed professional have been handed 

is due to financial constraints and other reasons as 

increasing numbers of students that require more staff to u.u.u, ...... "" ,...""' ..... "",, and 

automation that make some easier to n<llnrt'''' 
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It often dll11:H!U..ll to the prospects of 

mobility are bleak. ,"ULrt:>C' (1996) rec()mrl1enlds 

flatter org:aruzatlOns. comments that s.ur)le'~t teams allow staff to 

derive sense stability loyalty 
... - a 

particular set ofrou.tmc3s and procedures. does imply n r
HI'1THV rigid 

job des.cnptH)nS but an allocation of dutIes certain services. ~UIJlel::;I 

teams 

Project teams are formed to undertake ,....,.,,....r,,..,, and 

their IS enc:owragles the reeJlmg of 

policies. 

agrees Sykes about team-Da~;ea structures by 

cornmentmg that tp~·m'i:\)'f'lrl.t- oJJ.iv ........... the hk ......... , or~~anlzatlOJl1, 

built on individuals grouped togeth1er to perfonn tasks related to a specific 

process or project. also su~~ge:sts 

of to of indi'vidual goals is 

essential. Creth (1995:95) comments traJl11l[;Lg to ..,....,...,1",' llJLdl\'1dulalS 

learn new a teaLID-,celltered organization is 

required for cre:atllJlg an ",++,o"t,,,,,,, team environment. The empllGlslS IS on 

openness mana~~ers m a key m the ,..r"' ..... n rvn of 

team-based structures. 
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Cochrane (1997) agrees with Sykes on the view of flatter organizations-. 

He says technological and management developments have influenced the 

nature of organizations. He points out that '"organizational hierarchies are 

flatter, greater emphasis is being placed on teamvvork and collaborative 

learning, employees are expected to be multi-skilled and flexible in their 

approach" (Cochrane, 1997:65). 

Flatter orga.1lizations result in a broader claim to responsibility. As 

organizations become flatter, and the span of discretion of each individual 

manager vvidens, it becomes less and less possible to ensure high quality 

work. Throug..~ close supervision and detailed direction of who is 

responsible for what this muddle could be overcome. Staff appreciate 

assessment and acknowledgement of competencies. 

It is suggested that approaches such as taking turns in leading the team 

can be used to enhance team spirit and develop leadership skills. Creth 

(1995:94) suggests that team members must have a willingness to share 

authority and responsibility. Developing leadership skills results from 

taking into consideration assets such as trust, respect, and cooperation 

between the team leader and the team. Creth agrees with this view when 

she comments that the individual members must have respect and trust for 

one another and for their respective talents and abilities. For the leader to 
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be efficient it is nel::es,sm-y 

to self-lll1derstanding. 

personal vision of ·\llnprp 
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<':PI·,_",~,,,lll..,hr,n takes place that would lead 

seI1t-lUlderst::mctmg has been realised, the 

IS 

within the org:aruzatlOn 

nnr'''::'~lO an effective self-evaluation, the 

Il"\n;nnrT questions: 

• 

lea(jer~;hlp style? 

• How do I res'porld in relationships? 

• What do I "" ... ,,.,<1 .... '.I.LU,.., 

• Where am I in 

• Ho,," do I 

• What are the 

am I going? 

to would be integrated 

vehicle do I want to use? (Roodt, 1 1 ). 

(l training and development 

('prir-:.nl topical changes in aCEloe11llC llbr'an:anshlp 

as COI1lVergerLce, 

and learning mc,velmeltlt towards customer service approaches. 

This would oenent U\,.L.;.LHl library because the customer 
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does not know who is who is 

service. The library's concern ill should be to 

user as the central ill 

Coc:hraIle (l nh,;ep,..,,,p<;: that many employees are h""",..,m1,""" aware that 

are bec:ommg redundant and employers are beg~mg 

lIDIJl1CatH)ns of concepts sllch as the learmrlg conlsld.ler the 

Cochrane ...... "1'"1-<' out professionals think about their mvn 

the continuing ed.l1caltlon 1'It-I"I""1"<:' in a new light then it is possible 

they will playa key ill with other 

professionals such as courseware and 

educational technologists." 

bec:am;e a(~aneIllJlC librarians 

COChrarle,l 

a ill 

implies that 

ed.ulcatlon of others 

to be professionally eQl.llpt)ed. role. 

(l sUfmests that external courses I'11+P1"t:l,rl as the 

Oe\'elOipm,em should be supplemented by mentorm:g, a<:;uOln 1""<:'Iml""'" 

placements and Open and resource based me:tn()os 

permit the for traJlillIllg 

simultaneously. Informal moulding and d.e,relC)Dlflg 

should be seized a broader picture of 

org:ID1z:at1cm and one COIIID I)UH!S to it. 
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prc)te!;slcmals perceive that their Fanner and Campbell (1996) COIIlIIlent 

opportunities for career advancement are lImlltelQ, 

spe:ClallSe:a envirollIIlent is likely to develop Spe'Clal 

librarian working in a 

and competencies 

rel::ltlc,n to that envirollIIlent. This is true of l'l1h,,,, .... t" lIbI'an:ans n',.. ... Ir' ........ 

"1-'''''"' ......... '''' departments, They become attuned to the mt()nnaocm neeCLS 

spe:CltLc courses and become familiar with lIterature search 

environment. 

The irony of according to Fanner and 

Campbell (1996~ , the professional transferring into 

other fields of though, these skills are 

embedded in Subject librarians are 

responsible for collection development, with the academics 

""Ji',< ... u ..... UJ,.., materials for programmes of study '':If'f'{'\rf'l1ncr 

det.ernlllI1Jing relevant electronic sources of mtlornlaUlon. 

budgets and 

C11hIPf't librarians involves academic llal!;On, COLlectIon 

devrelopmlent, infonnation skills teaching and inquiry work. nlllCK (1996) 

comments that a conflict between the subJect role WhICh 

requires subject trnCtwlceage, runcnCliial role which requires relevant 

sources for subject. Hnwp,vp,r absorbed when 
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the s as it has 

do with J.U ..... J.lLLU available resources, L ............ UJ'U 

literacy skills, liaIsing academics with regard to new material that 

be all courses. IS a that 

do not allow for managenal skills as and 

develop. 

There are also changing ftmctions in subject librarians' work to 

Bluck (1996) will to more 

uu",",vu teclmology (IT) skills, a 

understanding of information of students staff, 

the to work creatively in subject based teams rather than in 

isolation. Morgan with Bluck when pomts out that 

decade and to a portfolio 

m to ,",v .. .u.I-' .. e]:TI.e~:::'I and support navigational 

skills." 1997:24). these 

widely and 

to users. 

Morgan (1997) the following as some the skills that an 
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Word 

seTVlces 

publishing, use of bibliographic sofuvare 

graphic packages, bulletin boards, dexterity with 

developing and mamtaining \Vorld Wide Web 

automated systems, IT trouble shooting 

systems. 

librarians sometimes assume that 

so may 

are B ..... ..u..u.,'f') in their current role. 

of customers should 

therr understanding of the educational 

with academic staff Collection development .., .. LA ......... ""'''' ... 

and budgeting skills. Information work to 

IT Inquiry work provides an to 

more about customer needs and ways of responding to 

VIews 

awareness 

a positive aspect to Farmer 

career prospects of subject libranans are 

,l"''-'''?'Y>'''''' needs should 

awareness can be 

a 

"'>1"'11",,1"\" in course planning, VIa course 

. requires good planning, f"A{'T\;:>.r<:lt1An 
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the academics. I-<i+""rot'n cooperation 

important for the sut)lelct librarian as 

other library as 

levelOprnlg a good ....... .,..,T"\r\rt with 

mentions quality service can depend on 

mt,erp'ers;onal skills used III communicating (1 

academic llbI'anans .:>uvu ....... ""'1>r'£',,,::, opportunities that 

exist n,r,nIHTn CI,os~~r "',.Hul"...:.h .. / v .... ["1-1I"· .... with colleagues in computing centers. 

She tnrlhpr suggests that the computer 

institution to work together m ad(1re~;srnlg every1hing 

designing svstenlS ensure access to the 

world mtlornlatlon available on the lI'l.t~~rt,h":.t, and from vel <)p lItg joint 

user education prc~gnumnes to t.~e de\'elc)plIlg institutional pOLICIes." 

....." "",U. 1995 :97). '" 
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nterpersonal skills are 

(1997) cornimerLts about 

useful for communicating with users. 1'-/1,., .... ,..,.".,., 

librarian user in which ,.,1-<".,.....1-'.,"'''' ..... ..,"L"i,'L''1. skills and a service oriented 

approach are pru'amlOUJ[}t rt"O"-::lrrllp"" of the involvement IT. This 

statement , .... ""1'">11,0" that IT alone ,.....,,""'",,+ provide etnclent user servIce 

there is a lack 
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Levy and U sherwood (1992: 139) suggest that interpersonal skills need to 

be defined democratically according to that particular organizational 

setting. They further comment that core communication skills which are 

applicable to many interactions can be identified. They mention that core 

skills which include non-verbal commlullcation, active listening skills and 

assertiveness are relevant to the library enviromnent. These core skills 

can be applied to a wide range of interactions in the areas of client 

relations, team work, management, supervision and self-management. 

Ta\::ing up professional activities such as professional reading, 

maintaining contact \\·1th other professionals a~d joiillng professional 

associations is part of professional development. Groups of professionals 

provide a forum for the exchange of ideas, a chance to meet colleagues to 

discuss common 1Jfoblems and give mutual support. Bluck (1996) states 

that personal development, where staff takes courses mainly for their own 

interest, is only indirectly related to work. This can lead to opportunities 

for development through publication or giving conference papers. 

Any traiillng that is undertaken should include its assessment. Assessment 

could be done before, during, and after traiillng. Bluck (1996) mentions 

that the trainer, supervisor, and the training officer are the stakeholders 

responsible for assessing traiillng. If there is higher productivity due to 
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the training acquired, it could be related total course 

demonstrating ""'"''''',..,,, of training. 

During the administration of training, a training plan might out 

be provided, it meet how it will be 

tmdertaken, the will be time 

Bluck (1996) suggests a trairung officer must maintain a 

detailed 

resources to support 

expendihrre. 

~~LUA;-, have 

further the 

into the 

budget. opportunities must 

The indicate 

implemented 

definite career path for an 

to 

and the of an organization. 

consideration the 

reflect must 

development 

results there is a 

The planning a career path '''''''.\...t.'') 

of 
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are ,....""r1'''''1"\ issues that must aesagnmg career 

y ........... ..,. Gerber and others (1987: 1 identified steps to an approach 

career management: 

1 : Match goals individual with of the org:anI2:atIcm 

STEP Link career development with 

with maJaagemc:::nt. 

human resource department 

STEP 3: career de\relopment with environmental trends and values. 

4: regular communication between the employer and 

5: employer's responsibility in ................ w. career ae'l/el()pnaenlt. 

relevance Issues m:eas to 

Gerber and others (1987) mentions that em'DlO·yee involves himself or 

a career planning "'"""',r,.... .. ''''' to detlemJlllle he or 

conllID~~nts that 

wants to 

do currently and in future. l"IAme (1 oblect of 

career planning is to IrnA'lllf what want and then accept or reject the 

options are 

Morris further CODllID(!nts self evaluatIon neells to place to 

dete:lID1lrre the that occur between strengths and weaknesses. 

could be of slgJl111(;an(;e ill.C1U(le e){pelrIeDlCeS technology in libraries, 
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management skills experience, skills and confidence in communicating to 

individuals and to groups. Gerber and others (1987) mention that job -

analysis would help towards indicating the personal requirements of a job 

and what the job entails. Job analysis would also assist in determining 

whether a specific employee is capable of doing a particular job. 

STEP 2: Link career development with human resource department and 

with management. 

Gerber and others assert that career development should fit in with the 

organization's management system to ensure that career development 

programmes do not clash with the organization's long tenn philosophy 

(Gerber and others, 1987: 177). Gerber and others further comment that top 

managers should support supervisors and management who direct career 

development programmes. In the UK in a survey done by Reed Personnel 

Services it was found that employees put a higher salary second to the 

chance of career progression in a list of the top five reasons why people 

change jobs (Pricket: 1998). 

STEP3: Link career development with environmental trends and values. 

Gerber and others (1987:177) point out that the whole process of career 

development needs to be redefined in tenns of future trends. Gerber and 

others suggest that an employee's skills should be comprehensively updated 
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every five years if he or she wants to remain ahead of teclmological 

developments. Lief (1997) mentions that the trend in the US is that of­

establishing career paths for part-time workers. He further mentions that 

businesses and temp agencies realize they must make jobs and career 

opportunities more attractive to get and keep these workers. The academic 

library could also benefit from similar ventures to create opportunities for 

freelancers in this profession. 

STEP 4: Have regular communication between the employer and the 

employees. 

Gerber and others (1987) suggest that all affected parties should 

communicate regularly on the drawing up of career development plans and 

should be kept up to date on the progress made on these plans. Affected 

parties could include affected employees, trade unions representatives, 

human resource,..departments, and heads of departments (HODs). Gerber 

and others further suggest that if there is no possibility for upward mobility 

in an employee's career rank, he or she should be assisted by the employer 

to find alternative employment. This kind of impediment should be avoided 

as it could lead to frustration and low morale resulting in low productivity. 

The "Hot tips" section (1998:12) ofthejoumalManagement, provides the 

following tips to managers to assist staff to continue on a successful career 

path: 
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.. Understand the prome:m 

.. Talk 

.. Isolate areas concern 

.. new and challenging options 

ChaIlges and challenging optl.ons 

Ke;assure the employee 

in touch 
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STEP 5: The emplover's responsibilities in effective career development for 

employees. 

178) assert that the s commitment to 

career devrelo'pm.ent should be evident in opportunities and 

proVIsIon means required by an out his or 

career dev;elopml~nt. Jeffords (1997) that managers can trnnur 

individual employees annual or quarterly 

pelITOJrmlIDc:e review which an obvious opportunity 

more about individual further menwcms 

manaE~ers will not wait for interviews to 

but or will use all Op~)ortunrtles VY.UlUVJl..., such 
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as engagements that occur on 

enc:ountelrs away from work. 

or ........ ".""u or during social 

designing is not a continuous 

53 

me:as'urt:ml~nt against environmental the mission 

""''"''''';:;'U of its policy must be staff 

PaJrtl(:lp:aWJn. LibraJrY management must be to new 

ideas brought by members concerning their career 

Adherence to the policy is important but the policy should be reVlevvea 

periodically to keep it up-to-date 

3.3 Summary 

discussion that training 

Imoolrtall1t for the new roles in the 

nec:essarv to develop and It emf!rgt~d from 

Prior to the 

........ UUJLAEl, a training need assessment 

identify latent pot:enltial equip identified staff with the 

might be lacking. The success 

the methods used to ...... ""' ... +A .. ,..,.., it 

individual. 

training need ass:es~,mjent oelperlos on 

from individual to 

t'eJ:101rm;anc:e appraisals have formal approach 

supplemented by communication ch~mnlels such as lunches, 

ide"ntit'ied as 

informal open door policies. Once an straining 
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has met his potential 

must be monitored evaluated. It is during this stage 

it could building 

( 1994:240) 

could 

warns Uf-'>,L,U.H .• '" L'11plementing training as a 

establishing Issues are 

should 

during the evaluation the success the 

The 

of 

follovving 

~~LA"!"'l needs of 

problem-prompted. 

of a problem before 

for 

\\'ould 

the 

1. Analysis of changes in the 

new response from the library~ 

served which required a 

of poorly pertormed; 

3. in libraI)' procedures and 

4. AnalYSIS by group and by individuals. 

To achieve proper training, its planning must ..... ·u v .......... '" both and 

discussion that 

directly related to changing roles of staff. more rapidly the roles 

54 
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change, the rrr£l."1'~'T' need for traJmng. ;)UDlect librarians 

traJllli11lg n1eecls have prn,PTrYPri as influenced use 

infonnation ChfUID.els the Internet. these groups are 

vULU'O.HO as a result of influence, herlCe 

r,-'>""'11,n needs. librarians' r,-,..,"Tl ..... n nleeclS would be 

pn~semact1on and teaching mfonnation teC:lIDOIClg}' skills, 

cOTIarntID1c:atlCm and l'n tP...,.\PTcr.n"l skills, leacien;l11p 

Library .... .., .... ..;?, ... .lu..;? have P1TlPTrfPri mIC)nnatlCJll te'ChnlOlOg\ skills, 

and 

leadership .;u'Uu..,. 

Various aplJroaCJleS vUI.UU be to 1ll11~lelneJrlt training 

out~;1Cle of the 11 hr'lr'lT identified: 

1. L'lduction tT''\''''''nrr' 

1 the job r,-","," 

4. training. 

COlnmlltmlent to training reflected by aIla.bllrty of a traullng 

officer. Without someone is accountable traJnmg it would 

!UV.lLlL'VL the success a training prc)gr::.nnme 
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Goulding '::>1'C'I<:>I.<.::> (1997) identified the of a training 

strategy. A traJ:runlg strategy would . a policy around This 

policy would when training are experienced. 

policy should an individual m concemmg establ1s11mg 

career paths. planning should always be done m consultation 

both the supervisor the employee to establ.1S11 Wlletl1(~r 

organization of the l"r "'"""" are It would a 

ULUJlS"'" to prevent a,1J career prc)gfleSS10n because of 

tralllmg" 
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MENTORING, COACHING AND EXCHANGES 

In discussing training, decided concentrate on 

mentoring, coaching and the use of exchanges because these were ........ J.u.UJ'f"> 

techniques the CALICO CaTJaclty Building Task 

Team as .... "", .. ",. potentially valuable within Cape em/ircmnlenlt 

Sykes ( COIDIIJlell1ts that professional development can also occur 

during mentoring. 1-;."'....,"""".,. and Campbell mention that rin ... ~ .... "'" 

me:ntonnJg, transferable can identified. Burrington (1995) 

meIltiolns that idea of mtrodlucllll,g mentC)riIlt,g as part 

long been around. 

given attention. ( 

only rec1entJly that it has been 

recent interest mentoring 

has 

within 

put down as the attractiveness using resources alneadlY held 

company and using experiences of existing managers to 

develop rather than paying for expensive training. It should noted 

though that "''''''''"'U''''''''''.UJ'f"> some in the of and labour. 

costs can be eliminated 1- ....... ,.,." ........ proper planning 

process.Matulovich (1996) suggests that at the beginning any 

mentoring programme organizational objectives should and 

means of meaSllnIlt,g the success of the prc)gr;amme decided. (1991) 

agrees that it is important to goals make widely Irnr.Uln 

plaJlnUl,g a meJ1toIin,g pro,grrulTIInle. 
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1"r.IIr.'-lnnn are the rh++ar,ant forms ofmentcmng (1998) 

• lnductIOn - it involves """'."t,-' .... r.O" new members, snc)n-[en~n purposes 

by eQlllv(ueIlt positions; 

• Issue - it is when a new corlcelJt or change is II" ltf()ClULCeCl in the 

organization's or culture; 

• Promotion of dlsad'/anltaf~ed groups it done when 

Ii""",oll' ...... staff from 

• Career development - it is done "",hen 

mIQQJle positions or mana)C!:enaeI1C 

are promoted 

IS an 

,1lTl, Tyr to 

Professional de\felClpm,ent - it is done mainly the UK. in order to 

a prc)teS:SIOnal dev'elo,pment rpn,r.rr for a librarian 

l:)uTI1llgt,on (l organizations a loose 

mentclrmg U;'hpl-P a new emlPl()Vc:e taken through various activities 

that the job .... u .... u.J. Berry (1998) melluo:ns a loo~;elv tonnaillsed format 
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used a new member the 

library, are an induction che:ckJlISt a list of rOlltrnles, 

procedures, intC)rmatlCm which are exr)ec"ted 

first 3 months the post. .... """",'"','"'" are orgam:l.ed for new 

pf()gr'ess monitored 1-1"?"Anrrh,-"nf' this T\o ... ",,,rI 
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suggests that workplace Bumngton (1 

introduced considerable and 

should be 

deal planning. says 

fundamental issues to be considered include: 

• wanted from 

• Who should be . ill 

It HO\~J partnership betvveen mentor and mentee should be a..'Tanged; 

It WlIether programme should open-ended or 

It 

It 

particular length time; 

skills to are or 

much time be 

of r ... ,'nrn keeping. 

that it is a latest 

concept of 

. skills therefore ensure a pool available to 

through ,""Vi"U..!,,", 

Time and cost of ~LLLLb programmes can prove to be too 

Mentoring can a 

by a 

vacancIes 

when 

way 

providing training. concept of includes b-riving support, 

monitoring, and 

activities. It is one many approaches that been 
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m development. Nankivell Shoolbred (1 r<'>fl'':Jrn mentoring 

as a tool 

self development~ 

• Staff 

It the 

Shoolbred (1997) COIr.u.rnent that the 

It Mentorillg is a process; 

e It can viewed differently the of the individual or 

benefit from process; 

It A..lthough just IS 

. '" Important; 

a spectrum formal 

In a project that was conceived Personnel, TrainIng Education 

Group of the iU~i\,)U (LA), and conducted by 

Information Research Training in the Faculty of 

Computing Infonnation in the University of Central 

it was concluded there are four essential elements of a successful 

relationship: 
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Partners on well together; 

III Mutual respect bel:wf~en pattllf~rs; 

III 

Commitment of time partners; 

is evolutionary in "-::It'n ... "" cOIltirme to develop beyond the 

hetherJly (1994) comments that during mentoring the learner is 

en(~ou.ra~~ed. to identify problems and solutions. f-1,'t'+h", ... comments that 

not only be concerned with helplnlg 1J .. ....,'u ..... ' ..... '" but 

also with developing and meeting lOnlgelr-(e~rm 

and goals. Matulovich that .:Iu.V'UJ.U peCIPle eXT:,ect 

promotion becam;e 

must be explained 

involvement in the mentoring prC)gnlffilme, it 

me~nt~~es will have to merit promotion and not 

automatically be entitled to promotional prospects. 

an -::IrT1f"'i"" Dunn (1989) explains how coc::>pers & Lybrand, an 

international firm of accountants, at .... £10111 ..... African branch, 

COInrnl1ttf~d. itself to an Affirmative Action Programnle (AAP) in an attempt 

to process of training and of young 

Chartered The programme was but it 

one of the most important COIlstltue:nts 

would be a me:nto:rshllp plroglraIIJlIlle of some kind. 

became an 
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ill previous sections ... "",,"UA",..., with 

a successful mentoring relationship, the 

are the commitment of partners staff to concept 

assistance in development mentors and 

for an 

also 

A pilot 

<.-UHJ..l~'" was run ill Johannesburg office of Coopers and Lybrand 

in! were as 

62 

and 13 new recruits in the 

these six were \Vhite seven were Black. 13 \vho 

\-vere clerks \vith two three service \vith the were 

mentoring programme goals and objectives are essential. The 

objectives course were: 

• To ensure that protege the opportunity to grow develop 

UU,L.t"-U.UUJJ.J in accmdance with his or her '"'n.T,"' .... n 

• To a structured mentorship 

• To develop 

success 

eqmp 

skills 

nrr,rt:>fT/" in skills through enO""" 

protege ill and 

workplace. 

would facilitate 

mentors included a three-day course 

with knowledge, skills, attitudes and structure to 
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. proteges. The PfC)tel1;es attended six onE~-mIV sessions at 

approximately two H,,,,·,,,lr!iu • ..-.t", .. '",<:)1 The illErllll,&LL 

I ~U.~~U.';)l 1988, was the presentatIons by the protegles 

the programme, in 

about 80 rV:lrmp.rco 

Most of the had never presentations hp.tr-rp. 

it was an for them. ovt~ml)er 1988 a follow-up 

session was held mentors, prc)te~~es, LO()pers and Lybrand 

consultants and a number of partners. strengths, weaKIleS,Ses 

future were at length. 

Dunn (1 concludes that the course assisted mtlegr:atIcm of their 

1 new r"'l"nn'rco into the their improved sel:t -c()ntlde:nce 

63 

n<;1'\i"1nO prullClpated ill programnle could 1"1p.~lrl" seen. He cornmlen1ts 

Tn o...,t ArC' an d T'\ "'f" 1',;, ,rr,;, C' that it was necessary 

for the proigramnle succe{~d it was eS5;entIal them 

some fonn of proj ect ensure that the mentor Iprotege relationship 

develops corltmues over time. recommends "'~lHW follow up 

seSSIOns. 

UUIL.1c;.Ll mentorship prc)gr:amme a series of mentorship 

progrruntn1es followed, all COJ][1posea the objectives or purpose of that 

particular prograIllllle. At 

mentorshlp programme was introduced. At the 

1 a fourth 

this article was 
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.. v'-,u'-"" .... an integral part 

of the finn's training progra:mm,e. PH)CeOUlre was 

.... H"<~...,t1 a two-day seminar together with the T'nt:>'nt,-, .. C' whom they are 

two-day course deals with the rel:at1CmS,mp n ... r,,, ... ,",, 

pH)tejges and how mentorship can assist in ae'velOpmg 

cornmltte:d p:;::OPle in the finn. At the end of the two-day 

proteges will work with one ........ ,,"""'''' .. 

a u ....... 'uv""J. of assignments are set for the OH)te!:!es 

complete. J::Se!51a~!S ..... .., .. fjLU,.., proteg<::s make use of the skills 

knowledge they the assignments u' 'VH.',""V 

discussions \\ith mentors on career ae~(el(Jprnellt and the opportunities the 

fmn can offer. 

During this process the protegl::S are eXl)ectea to conduct an 

1rltt"rtl1IP'JU with senior members who 

mcrease pel-sanal exposure and enhance COIIDClence. J::SUmIllgtcm (l 

mentC)ITl1lg is a labour extensive and 

calibre staff, but it can have tremendous berlents 

emplOlyei::S because if well planned it can 

eUectlve as welL It is seen as labour eXlenS,lVe 

consuming in that u ..... ""u TlTI"'TI-::lr<:lt'IArl and reviewing is put into 

an 
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In an article from library npl""'n~"{'tl of by 

mentoring discussed. and Genoni (1997) a model 

discussion recognises that u ... _u~'V' ...... IS ne(:es~;sar as a of continuing 

education especially for graduate librarians. According to and 

"-JI"",,UVJ.U mentoring has the following three characteristics: 

.. A two-way learning relationship which draws upon the knowledge 

wisdom of suitably experienced practitioners; 

.. A to fulfil two broad purposes of career development and 

psychosocial development with specific goals relationship 

being determined by the individuals involved; 

relationship which develops (Ritchie and Genoni, 1997:89). 

Ritchie and Genoni (1997:89) that mentoring is process 

which the functions and of mentoring are by group's 

leader and out a group environment. 

The Australian and Information Association (ALIA) organized a 

group mentoring programme order facilitate transition newly 

graduated librarians into profession (Ritchie and 1997:90). 

According to the of a as previously 

mentioned, it was necessary for L ".L.J.l.I" to the objectives of 

mentoring programme which were as follows: 
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.. To 'nT"r"71I"'IJ" O'PP()rUlIDltles for continuing professional development in 

.. To +..,,.,,,1, ... .., ... "" mt()mlatl.on, ideas and feedback in a 

supportive enVIronment; 

.. To encourage the application of 

practical issues and experiences~ 

in fonnal edllcat10n 

• To assist participants to develop and <:>"t'11""~1"" 

provide opportunities for participants to 

career I-Il(;4,H':>, 

peer support skills; 

leadership roles within 

• To mtI'odluce 1 \.Ldr. committees, groups and 

lnt()rrnatlCm abouf the pro,gramnle \-vas .... \.U(.l\.I,.,U pnor the end of the 

semester to graduating students from two estlern Australian 

library schools. This was done m secure 

the interested parties in accordance with 

me:ntcmrlg programnle - commitment 

::-se'Y'enteen new gradlllLtes attended the first meletmg. 

Another approach t"''''''<;)1"11c C,ipalClty OUllUlIlg 

Sykes (1996) is coa1cnmg. Ul1arrLbertam ( 

was mentioned by 

:3 0) aetlnes coaching as a 

66 
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on the job LLLL'J.LL~"b 

lerumlIlg Tl..-"1,,,r gmdarlce. It is of good management pra.cw;e 

bec:aw;e it is about helping, guiding, encouraging, 

1 ..... "·t'rnT1A'n" often 'n-n/"\r", cmlcnmg as a oe'"ellJplnellt ""~Tnl'1nJ because it IS 

nor~"""''''r! as requiring a considerable 1TH'O,,·tT'n,:o.n't of there are 

consequent fears about waste of resources, 

obvious U' lst,ll1c:e when a UT"lcctP. of resources might occur is when an 

employee is to an AV,"''''14,'''''O course no or nr1 ';>TTT' fT takes 

to IT'l1TlP'P on is going to the TH-"""I acquired 

knowledge to improve his nC"-+"''''''Y'\'~n''''A ill 

the or training room tails to applied 

the IT'l1TlP'" could not tmderstand trainina ... "',.,."'","",.; related e 

work. Coaching reverse this SlTIlatllon bec:am;e l~~annmg occurs on 

the job. Cl12lll1berlam 

and done constitutes learning. view needs 

emphasized during the of CmlCl1Jng. 

""".tor and (1988) comment that peCiple are int1uenced not only 

content but also context ill 'llTn1,r"1"I that lerul1lltlg takes 

f-IJ.U,,"''''', This would include the culture, values, facilities and life 

eX1=,em~ncles of LllaJmbelrlaill' (1997) lOen1:Ines 
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principles as a basis of coaching UL.llJU\.;U. as a 

• Most development at 

• a profatmd way another things~ 

""'H.4UV""'.L.LA.L.I'" can be used to pass on or skills, knowledge 

IJU'-""'.lH is dependent company climate and 

management style. 

facilitate the success a coachmg it to be 

top style devoid of 

insecurity, to share to 

'"'u ....... ,..,,, would necessary ....... u.u.." , S success. Chamberlain 

(l cornrnentsthat or creation a learnmg 

the provide the VUA..U""'.H in which 

development can flourish. A organisation is one in all 

employees are committed acquiring new competencies and are 

to develop other employees continuously. 

Coaching would make a . contribution in the of 

In Employment Equity (1998) is one of the tools 

intended to facilitate transformation in the workplace in South 
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act cannot operate in a vacuum hence the need approaches 

and (1988) point that several --c,.--- J competent 

from which 

Blacks III This IS still case today young 

Blacks are made to have employed not on but 

it is an action position. 

recommend a course which aims to produce thinking 

course to close the alienation Blacks from 

the aim should to develop to the 

Coaching would serve as an 

tool this fact that it is on job 

and if one young Black 

to sharpen thinking skills, it IS likely that will 

ULU. ..... -uJ..LS more the political 
. . 

SOClO-economiC 

problems. 

and s comments epitomize the situation 

where , thinking are undennined. Black South 
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unCaIIS are COIJlSC}IOUS about political and 

prC)Ole:ms of this "',....'11'1'1'1 .... ' as they made them through the 

that been sntqectec1 If the ec1UtCatl0n that .LHu.""n.":> 

had "'''''''',Qnu:.rl was adequate there may never have a 

courses or capacity VI..U.L'-J..Ll.1F, plrogJrarrtmes. In-house traJlll1I1lg further 

education would be . routine measures development. 

Chamberlain (1997) advises coaches can developed means of a 

workshop in which 'on-the-job' lea.,.rning createld. He "''''0'110<, that bv 

wo:rknlgm C02lCn(~S can principles of 

develop a process for implementing cmlcl1mg writhin own 

situation. vvorkshops trarnee coaches could also develop 

and COIJ~etem:;les nec:ess,ary them to 

emph,lsl'S should on skills development. Plans be Qe~"eH)pe:Q 

cmlcnmg OPt)orturlrtles sought diligently and 

skills pra(::tIc(~c1 all the Coaching can be applied in a variety 

situations including manaf~emlent and <'".,.,," ..... ,,"', ........ ' c1e'l/el()pnaentt. 

Campbell (1996) also mention that transferable could 

be .... l"""UU..l~""U through exc:haJl1ge:s. li~":>"UYUV'i":> could engage m 

exchange prc)gr.ammes, they could save economically while OeI1lemmg m 



Univ
ers

ity
 of

 C
ap

e T
ow

n

skills and exposure to different and better experiences. Allen (1989) 

reports that Black South African entrepreneurs received a major boost 

with the annOtllCement of an exciting new exchange programme, 
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whereby promising business people were given an opportunity to travel to 

the United States to make new contacts and gain experience and 

knowledge. The aim of the programme was to give the recipients a crucial 

business advantage tlmNing from their ne\\' American connections, and to 

provide a support programme which would help expand and develop their 

bushless back home. 

Opportunities like exchange programme could benefit everyone in the 

library structure whether they are held locally or internationally because 

exposure to different environment and methods of operation would 

contribute in enskilling staff tremendously. Stanley and Cooper (1997) 

initiated their own exchange progra..lJllI1e by swapping their jobs for mn.e 

months. They perceive that the exchange programme was a professionally 

rewarding experience which allowed them to bring back new ideas and 

points of view to their institutions. 

What is clear from the different approaches is that capacit.y building can 

be implemented in any working enviromnent. Ewing (t996) in her study 

discovered that some organizations' aim for capacity building was the 
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transfer of skills and information. She further says that the impact of 

building capacity might be better communications, greater understanding 

of teamwork, improved objectivity, raised awareness, increased 

confidence - all aspects that are largely intangible and difficult to 

measure. With carefully selected measuring objectives attached to services 

to measure certain outcomes, it is not impossible to measure these aspects. 

Ewing (1996) observes that sometimes only the beneficiaries themselves 

can measure the impact perhaps after months or even years. Many people 

think that if you train people for a day, it will change everything. Ewing 

further observes that people who benefit from capacity building already 

have capacity, they know what they want to do but do not know how to do 

it faster, easier, more efficiently. 

4.1 Summary 

The literature that was used in this study was mainly from the UK, US, 

and Australia as the issue of capacity building had long been studied there 

although the circumstances under which it occurred might differ from the 

South African situation. Examples from a South African context were 

used though they mainly came from a business background. The literature 

review dates back from the 80' s as the concept of capacity building started 

to receive wider attention then. 
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This .u ....... ' ............. ...., rl"'l.111"1'U has unpacked t!1"'l.ll"r!l1 of most important ISSllles 

about capacity building. It re\realeo that academic librarians' 

changed due to the opportunities created by technology. Technology 

is not making ov1""nl"'1" the aC8l0eltlllC l1blranan 7 but it demands new 

skills Icnl')wlel1lp-e to make library worker rernalfl a of 

information service. therefore there 

should be programmes put in 

behind. 

so that the aC2l0eltlllC .uv .............. .,UJ are 

newly Imlpiemented ~"r~tf"m 

cataloguer in designing information 

role of 

r>r>"" .. rI·'nr< to 

Harris (1994) failure use cataloguers ...... ,"'" .. ;;,u of information 

retrieval systenlS has led to inconsistency, redundancy, 

information in some dat:ab.ases. It this reason that in implementing 

the new system for CALICO, cataloguers, refC~relt1Ce librarians, subject 

librarians and role nlalvelrs involved in user interface were involved 

in the laying out tables. 

Staff reduction at technical \.' ... r"'I" .... ~ has been as drastic as Johnson 

(1991) had preOlCleo oec:aw;;e cataloguers are still essential in 
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traditional tasks and their input V"","'VU1'-' more cruciaL Their input IS 

crucial in ensuring concise data ... ""r ..... "'·.''''1 

pvr\prt'lCP in capturing relevant u· liOllIUlhcln 

best 

speClDcatlOn of data tables. 

It dedlucC::d from literature re\riew that a 

de1:enrurLe what needs are to be met. 

ne~~as ',n'" "'~'H' should 

ne(~dS analysIs can 

m tmcLmg areas where work perfonnance 

The h+"" ...... t,,, .. "" rp'IJ'IP,,{XT reveals that properly-planned peJr1oJt1I1:mc:e 

assessment can pertonnance areas such as 

communication ":>'''Ail'':>, tecnni:110glCal skills del1Cl1enc:y 

11 .... ",.., ... " mobility and lack communication chamn1els, 

competency. The review empn,lS1~c:es 

needs of prc):tes;slOnal 

of distinguishing 

para-professional as well as 

staff iIfthe library. Appraisal seSSlOl1S or commmrication 

network:;:: could be used to distinguish UV<H "'''d< .-.0,:.,;<, of the different 

the .u",,~u..:> analysis has been done it .;:>HVUJ.U the 

needs are would be the place UTh", ... ", it is del:errll1fled what 

approach would identified need a 

A training neelJS a~;Se~;S11llent nel:;essruy to detennine what training is 

nec:essarv if is to tralnmlg needs assessement could 
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reveal the career path an ,nr1Hl'"I""" 

rh,. .......... '" training would detennine 

skills acqUIred -

capability. 

htQr"~I1"''''' review suggests that rfl1r,nn- the .,...1,.".,., ........... ('1" of career paths the 

snoUlO rernrun with developing the individual 

ImlplH~S that while developing 

maintenance of ...,....,..;,,-,uuu., services and the future growth 

gro\vth of the 

should not . also suggests that mamagelrs (","All'I'"I allow 

training that en(~Onlp,lSS(;S individual's present 

development. Formal aplprOiacJlleS tra.Jlmrl,g and development 

suggested in the review as 

or l::Suslllless 

reVIew highlights some h..,T"T'IorC' to ~"':"M1Tl,n- perceived by manaF~ers 

through 

effect 

senous 

perceived by workers. could be overcome 

approaches to the perceived 

h<:lrnpr Barriers to career are much more 

tra.Jllllflg because they are by the policy 

of the ...... '"'.,., .... , ... lIte:rature revlew could 

prepare the "",.,.." ..... 1,.' ... ,,","" by introducing career development str,tte~~es ill 

case an opportunity mobility arises. 
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,nr'".." assistants ,",VI.,!.J.U ....... ,' ........ by trallTIJ1],g them for new 

as performing 1,-/-or ... 1-nro. searches on various databases that 

.,..,. ... "" .... ""£1 for them advanced rnt<mnatlCm s~rstems. 

creation flatter StnlCtureS or teams allow car)able 

library an to claim OWneI"Sll):P and accOlmtability 

when in a position responsibility. in their 

development and t..~eir responsibilities. 

literature review suggests 

aC~310wl~!dgement of their 

omnIA."O'''" appreciate 

ma.'1agers .:>UV\.llU 

more opportunities employees 

reVlew rp'trp~l", subject HV .......... " ... u .... that there no upward 
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mOblll1ty in the 

not understand that 

are £1A, .. ,,..,. It suggests that <'l1h101"t-librarians 

tasks they are rlA.," ..... contain elements of 

mana~~emlent as as an element ofrnt;Ol1JlatLon technology. It could be 

'-'''"', .................. from the through mana:gmg library services 

develop . tmderstanding educational corlte;,<~t. 

collection development ell11lan(~e their ",lh,o.l"1- bibliographic 

bw1g~~trnlg ...... ""-'u ..... Through information work they develop their tea.Clling 

and IT ........... ", ..... IS an ............ \Ari ...... t discovery 

it could rnn,THf',lT<" to III .... llT ... "'Y't activities. 
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It p1Tl1"'r(T~>rl from training should ,,'J.> ""i\.H.i'" 

support staff and peI1namelnt 1 ramrrlg should be assessed to ensure 

that it addressed 

officer or any 

necessary that a training 

traJill111lg should be responsible for 

aSS~~SSlIlg trammg. As~;ess;ment ..,i.V .... " ...... ",hoth,,,1'" the training 

Df()Vl(lea is related to productivity. It ""''Y1,a .. ,..(~""f'1 that a trallllIClg plan must 

1"'1""'11'"1" T"P"""_" all the details concernii'lg 

I"' 10')1'"1", indicate what resources would 

the objectives of capacity VUJ.,H .... JcUF" trm,mn,g "'iHJUJl .... be 

ill such a 

The literature 

for LlJose 

it accommoldat(~s equal Op~)ortunrtles pract1(;es. 

TP\,rp::Il<;; that certain approaches could be 

exhlbIt a Kef~nness to learn not ne(;eS!;anll~ ill 

a formal CtJ!1t.';!;v:t" .L '-,UJ ....... aplJroacl1es include mentoring, coaching and 

exchange programmes, All involve learning on 

a specified purpose. proper planning 

consultation between the pmilclp,Ltmg lIldl'Vldual,S. nractIc:aJ exmnples 

approaches from the and they 

replicated in an academic library SlUlatlon. 

Some of Vle\VS avl .... roC'C't:l.rI by different authors ill reVIew 

C0I1Cel:11lIlg new of aCa,deIllJ'IC librarians created by ad'\!anCeS ill 
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technology are already being experienced at CALICO. There are 

professional posts such as systems librarian, subject librarian, faculty 

librarian, transactions librarian, information librarian. These posts contain 

responsibilities that are more advanced than those of the traditional 

librarian. 

In CALICO the capability of staff to handle such roles depends on how 

well resourced and advanced the institution is and how skilled the staff 

members are. Issues such as what skill staff have acquired have an impact 

in determining competency. The purpose of this present study is to 

establish to what extent the staff members of the two HDls in the 

CALICO grouping are skilled and what skills profile could be used in the 

academic library setting to determine the extent of competency required in 

an academic librarian. 

According to the literature review, there are stressors that are often 

experienced in the library that inhibit the performance of workers. In the 

CALICO environment many of these stressors are addressed through 

courses that are organized by the institutions themselves. Some of the 

courses are time management, stress management, communication skills, 

computer skills, and presentation skills. The importance of these courses 

could be emphasized by library management and they could also 
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staff members to attend by putting in 

appraisal1'r ITf':T"\llf':'\.V' 

breaks, 

confusion about training. Library 

ne(;d.s during sessions such as 

U'-L'VLL"H. ... communication sessions such as lunch 

79 
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CHAPTERS 

THE TRAINING SURVEY 

5.1 Conduct 

Various methods of conducting a su.,''"\'ey were considered. They consisted 

of personal interviewL.lJg, observation and inspection, abstraction, postal 

questionnaires, and self administered questionnaires. 

Personal interviewing 

According to Willemse (1994: 1 0) this type of survey approach is used 

vvhere the source of information is people and the data can be found by 

asking certain questions du.ring an interview. The information is obtain.ed 

verbally. 

TIns technique ha~ the following advantages: 

Immediate feedback and a high rate of cooperation from interviewees; 

• Intervie\vs are fairly accurate because the interview can explain 

questions that are not understood; 

• Difficulty with one question does not result in the loss of answers to all 

of them; 

The respondent does not know what other questions are coming when 

he answers one, so the answer is not influenced by coming questions; 

• Spontaneous answers can be obtained; 
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• 

• 

• 

the interviewer a lot .-,h,"'\,,1" Face-to-face contact can 

Interviews may also be COIldulcteld telephone. 

disadvantages: 

It ""V~"'\"" .... ,C'nrp. because ,'T ltPlr\n/"'U1Pr<::: to be trained and paid; 

SarnpJle SIze IS often restricted by costs; 

lntl~rv1P''\IIJp.r may influence the res:pond;~nt s answers; 

It may 

people; 

um:lCUllI to 

Respondents 

information. 

lnT~"r(Tlpnl was used for 

a convenient 

to consider replies or up 

seIlllor managers of 1JwC and 

LltJ,rarles. It was chosen because it allowed the interviewer to o"~"'\I":,,,n 

more the purpose of It 

eXl)a11ld on more 

enGLOle:uilieresPollde:nts 

a qm~st1orut1alre would have 

This tecii:nl1(::tue was in this survey to the Chief Librarian 

Pentech and ... ..., ... u,.., Director at UWC. It was Chosen to give the 

interviewer an ODl)OrturJLltv explain the to them 

and to help the understand . Information 

81 

policies and spC)flti:meious answers about could be 

obt:am(~d efficiently. The constraints could 

was one interviewer only two interviewees. 
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Abstraction 

technique r","ll","C on eXl:ra(;tlIllg irlf01:nultlcm from documents as a 

source of mtorrnaltlO]tl." 1 of this technique can 

thus the adminstrative capacity and effectiveness the 

method has the following advantages; 

costs involved are very low because secondary 

This method centers on providing historical data. 

These are the disadvantages of abstraction: 

Data unreliable; 

out 

cer1tam limlitaltioI1S on 

a different purpose and 

appropriate the current investigation. 

method was used in the literature review to obtain car·rvnr1", .. ·" 

Information from the CALICO CSTD (Committee of 

Development) was not used because it was collected for a dlttenent 

purpose from the current study. 



Univ
ers

ity
 of

 C
ap

e T
ow

n

83 

method is used if the t'lr'"f""t~>rI g,eOl4fa'phlcal area or HUJ,HU' ..... 

"..0" .... ,.." ... ,-1"',"+" is large, A selt-a;ddl-eSlsed nre:nalld e11ve:lOIIe should 'l'UI~'I.l" 

" 11lc;1,n;:;.c;,1994:ll). 

ao'varLta~2;es of tills techmque: 

Questionnaires can distributed widely and 

The respondent can ,",VL'-.LI-"'''''''' the questionnaire own 

• Interview bias is eWlIllIlated; 

• 

• 

• 

• 

to COl1SHler oplillClns, consult recorOlS. 

Questionnaires'can be sent out to update the data. 

tOllOWlll2: are the disadvantages I-IV'Hu.! questionnaires: 

resP011se rate can be very low ..... u"""" 

Ob1:lgatlon to reply; 

no ('>r.1"1t'f"J"\1 over how 

The answers entIrelv the resporlOellt 

an incentive or a 

• There is no spcmt,melry: 

Knowledge of what qm~stH)nS are to come later may mtJluellCe answers 

to earlier ones; 
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a respOrlC1eJot has a difficulty with a am~snon, 

Misunderstanding of questions can not 

Only straightforward qm:stH)nS can 

Postal qm~stI~:mIllarrles are am1CUll{ 

This method was not rol","\<,,,,.1"1 b(~cause tT}r,n-",t geographical area was 

small and 

limit 

number "''''''1"\l''\l"rlt:l,ntC' "vas small. There was 

cO]upletlon of the survey which tins method could 

a 

method was not used, it ",,..,,,..,t ... ,T'l<' J"A ....... , .... ont" 

rp'If~\!:;!nJ to "'" .. ".,.'" method used in this study. 

'-""'J.., ........ questionm(rre with answer categ()n~~s are 

administered questionnaire. qm~st].ornoalre is usually 

presented by an interviewer or by someone m an such as 

84 

a teacher or receptionist. is explained and then 

the respondent left alone 

plcJl<eC1 up 

cornolete the questionnaire, which will be 

rouowmQ: are aa'varlta!;eS of closed questions: 

eXlell(lea writing~ 
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• costs; 

Easy process. 

These are disadvantages of closed questions: 

• Loss of spontaneous response; 

in answer categories; 

Sometimes too crude as a means of exploring complex 

May respondents. 

technique was chosen because it requires little time and no extended 

writing. It was chosen because it easy to process. Specific 

information was required so design the questions prompted 

respondents It was found less Jlu ...... JlJl ............ 'uu.F-, an 

people had to reveal the that they Bias would be 

U ...... "" ..... as the IJV'.''''''''''JlJlL would not have to make assumptions about 

what the interviewer wants. It was also the H.,,",U""'UV'U of a 

new computer in both libraries and a busy staff 

to themselves for interviews whereas a questionnaire was ........ "' ... "'L to 

accommodate. 

There were 10 factual questions designed as to facilitate easy 

completion adherence to the literature survey findings. A question 

about the gender respondent was included but, the analysis, 
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answers to this question were discounted because the majority of 

respondents were """A.LA""',"" and it was not a discriminator as a 

means of 

A pilot survey was done at Pentech with two members at each 

the pilot unclear and ambiguous questions were 

identified restructured. At staff retrenchments were ~~~"£I'-> 

and motivation were low. 

negatively as some positions were eliminated from to 

questionnaires were distributed through acting Director at 

UWC on his recommendation. In library it was a period of staff 

retrenchments was at a very unstable period in 

s careers. A poor u .... ,.":''''' rate might have resulted from reluctance 

of staff to participate in this survey. Out of staff members only 20 staff 

members participated but only 13 responses were received. 

UWC Bookstack Senior Subject 

attendant 
assistant · library 

Male 1 

6 2 4 

At Pentech the questionnaires were distributed by Heads of 

.. ,u. ..... <A .... '" (HODs) on recommendation Chief Librarian. 

was done to staff to cooperate to ensure a reliable of 
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collection. Out of 28 members including 2 temporary staff members 

and one at a 

A 

literature 

was employed 

the 

library worker to possess 

and verify 

the 

of Issues by the 

skills necessary 

building. It was '-''-''''~",,","'''''''''' to 

present IS ill 

to literature 

stage is '-~vJ. .• "" .. n with 

of that we already says who 

are qualified \\ri11 be able claim a of techmcal expertise and 

hopes to 

organizational and promotional skills. was illlderstood that indi\ridual 

settings would a 

levels different people. 

R7 
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This questionnaire was about finding where a person was in terms of his 

skills and what was likely to influence that in the immediate future. It was 

also about having a chance to consider privately how one rates one's 

present position, how one might like to improve it, and how one can work 

with staff development or appraisal system and with one's employer to 

achieve some of their joint aims. This was by determining what skills the 

respondents had so as to enhance them and equip them with those that 

were needed. It was hoped that this could be used as a standard for 

measuring the capacity of staff from HDls and in any academic library 

where a similar situation as CALICO would occur. 

5.2 Analvsis of results 

The filll results are tabulated in appendix 2. 

1. l'v1eans bv which respondents are informed about training opportmrities. 

At Pentech 50% of respondents in the professionals category indicated 

that they receive information bye-mail and others the supervisor informs 

them. The respondents in the category of paraprofessionals also receive 

this information mostly bye-mail. The bookstack attendants rely on 

information received from their supervisors. At UWC respondents in the 

categories of professionals and paraprofessionals rely on the supervisor 

for information about training opportunities. The respondent in the 
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bookstack attendants depends on colleagues for T'l1'1"'.1""I'Yl 

about training opportunities. 

finding .u.', '~L_~' """H',",,_U much use is made 

there is no gets 

UWC's scenario is different, in that the supervisor plays a 'or role in 

this information 

1S could be u...,....,uu.,,, 

or hierarchical 

is no indication that 

are problems with 

only the 

facility 

facility 

information about .".. .... , .... ,,., It also <:}r\.,."""",,-,,, IS no 

communication training opportunities 

attendants. This also demonstrates less commitment by 

~-L& .... ,uu..~'"'.LA.~""H to the 

,. 

The results indicate ""VJ.HIJ'"~''''' literacy is a 

positions of the respondents. In both institutions 

aware that automation ....... i" ......... computer literacy. 

skills training is 

finding 

an expectation 

respondents of 

Goulding's (1997) view that most library 

technology users v'"'''"'u. ..... ".., the heavy use of 

ill all the 

respondent is 

of the 

and 

creates 

information 

applications. 
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is a great followed 

courses respondents in the categories of professionals and 

par·apr'otesSH)nalS at Pentech. Hands-on trallnrr:tg e~;DeC:Iall courses 

IS an ess,enltIai according to Watson (1 which could the 

reason it is preferred Respondents in category 

bookstack at tIllS . prefer courses. 

par:apn)tess1011als and boc,kstack 

am::nCLan·ts -nra+."r h:a,;.'1cts-cm fT''',,.,' .... ,.., Professionals nro,+<>r courses. 

[\1(;:llt()illLg and cmlcllmg also features LUHIJHF, the nfe:terred training 

rY\Q,1"hr,,1C' for reSPOIlOents In I.n V.U", •• hUV<.<"""'oJ and par"ap:rotlesslOrtals 

categ(me:s. Tills -n"-O'+O"-S:>rlf'O coaclling mentorillg su~!ge:sts a 

structure closer supervision and guidance 

All the ..-oc ..... ('\1"\C"." mout tr""'n11'1,rr methods r..,.O'+"'.,."'rlr'o are time related 

job situation In each librlliY'. Hook~;ta(:k attendants at 

Pentech and professionals at prefer short courses because 

time during others would ratJrrer undergo harlds-on 

cannot be from their jobs. 

It is specific skills a PfC)SpectlVe employer looks for when one applies 

a TIns implies skills that one possesses 

competency. 
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uu.,,,,,"" most of the respondents in institutions indicated that computer 

l1te:rac:y is an aso!ect of jobs, it expected computer skills VY"" ... BU. 

feature among courses attended. 

At Perltec:h 80% the respondents in pr()te~;slcmals c:atejgoIY indicated 

that attended a computer skills course, whilst 100% UWC's 

respondents in the professionals cate,gc)nc~s had attc~ncled a cornnulter skills 

course. finding intersting: half professionals at UWC indicated 

that they were uncertain was an aspect of their 

job but paradoxically, are also the most skilled in terms of computer 

llteI'acy This d.ernOIllstn:ltes the Imt>ort:am;e doing training needs analysis 

to determine whether the training provided is necessary useful. 

good that all UWC's .. " .. "nru .. rla.ntC' in category of professionals are 

computer literate, because the reason mentioned by Val:1OlIS aluthors 

lIbrarles have TYlir\u;::>,rI tc)wards automating their essential """.,.0.,-.,,,",,, Pentech 

must, ideally, ensure that all professional staff ""a"'an,,,,, C()mlJutc~r skills 

Pentech 66% of respOIldents pru"aplrotiessionlals category have 

attended computer skills training while 87% the respOlldents the 

paraprofessionals categ(JI-y at have attended. again 

demonstrates importance placed on computer skills trallnirlg UWC 
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and the somewhat less ne:on)us attltudLe ,..I"'"... •• er it Penltec.h. These 

responses also support what Goulding ..... ..., .. ,,' .......... ..., (1997) 

people are somewhat pushed jobs unprepared. 

the category of bookstack attendants 

cornOlLter skills courses while the res'pOrlOell1t 

am~naea. Although we cannot conclusively 

boc)J(s;tac:J( al:terlOants at UWC are all computer .1. .......... ' .... , ..... ''-'. 

demonstration of what and Watson (1998) call attentU)ll to: 

not 

a 

importance 

increased number 

a way of extending 

worth. 

across all LIS H,,,,, .. lra .. ,,, bl~cause 

access HT.t·h .... LIS. This can be viewed as 

leading to a greater sense of self-

and Usherwood (1992) and authors who mentioned that 

iJ'"' •. L1"'c .......... skills are an important tool provision. At both 

PerlteC:h and UWC it appears as if training has not 

rnll,~n attention. Only 20% of in the 

prc)te~;slcmals category at Pentech have attended 

respondents this category have attended at 

professionals 'Tn,,,,,.''''' liasing with academics, markf~tmlg 

the 

of 

and and colleagues. 19r1or:mg traimirlg III 

interpersonal demonstrate a lack of commitment to 

quality service "'1"'1''\'''£'''''\'" 

92 
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No respondent in the categ()ry 

interpersonal skills trallmrlg 

paraprofessionals has attended 

of respondents in 

this category have attended at uwe. PaI'aplrot~esslOnlals are often required 

93 

to perform professional tasks as retcerelr1Ce lnn!"T'U1P\J"" handling of 

internal and external queries as mentioned by 

training is required for jobs. 

training at both sides is a supposition 

Bookstack find themselves doing referrals and also 

helping users to location of materials required. It would as~ast 

quality service books tack attendants were given training on 

interpersonal skills to in quality service provision 

throughout the LIS. At category of 

books tack attendants have on mtjerpersonlll training while none 

the respondents in this category seem to 

be no satndard criteria set about ....... ,.."",01 ... "1''''' 1T't;:: ........ "'"rC'l"'\,n.,1 trallmrlg m 

very important and it was recommended by 

done when a new employee joins the LIS. 

where LIS. is where the employee 

introduced to responsibilities in the LIS and to the broader 

picture of the institution. and counter duties are often 
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included cempulsery inductien training. Kesp<)fldlents 

prefessienals inductien at Pentech censtitute 30% 

these attended library routines ceunter duties trallmrlg 

censtitute 50%. It seems as mere emphasis was put en the jeb hand 

by ... nln ..... trallmrlg en library ceunter duties than pUlttml,g 

breader perspective threugh mductIOn """",nn-, ... At uwe respendents in 

the 'Of prefessienals indicated that they never attended 

v"""un"", and ""''''' .... u.' ...... duties training. inductien training 'Or library 

implicatien that they feund 'Own way areund the library svstenl1. 

One preblem may be that training this net made regularly 

available 'Offered spasmedicall y. 

the parapr'OtesSl()na.1s c(lteg;ery t"erlte(:h whe a[[enat:~a 

inductien trallfiulg ceunt 50% and these whe attended and 

cOlmtt!r duties ceunt fere 1 At 'Of respendents in the 

par'aplretlesslOn,als categery attended library and ceunter duties training 

and ne inductien training was attended. 11h"'<:i1""\l as well shews mere 

inclinatien tAn,a",/1" T'\'r"".T1r11nn- training hand, than teVl/ar(is 

giving a breader perspective the tasks 

At Pentech 50% 'Of the respendents in the beekstack attendants cate,gc)ry 

attended library and ceunter nene had indicated 

attending At uwe the respendents in the be(JKstack 

94 
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mdlcated am~nomg neither induction traJmlTIlg nor attendants categ(JIY 

library and cOlmter \.J.u~n.,,"'" 

motivation, nrrnrl,"nntr mldw~t1CIll trammg 

..... u. •. ~'-'..., for group would have l1eJlpeld. 

IDultiskilling and providing 

tea(~h1rlg library and counter 

Le£lderSllt'p skills have been identified by (l Cochrane 

(l as particularly important when creatlIlg teams and '~u."~"'" 

org:aru:zatlonls. At PerlteC:l1 only 20% of the resp011dents m 

v ... ""..,...,,,-,uu.,.., category have indicated that they had attended leade]~s11lP 

skills tranllllg 

"'...,1-,,,.,.,.... ...... , had attended. 

skills training is dernOllSU"ate:d 

At Pentech 66% 

paraprofessionals category 

respondents in the prc)te~;Sl(maJs 

l1br'am~s no cornrnltm.ent to lea(iers.l11p 

paraprofessionals category 

none of the respondents in 

mdlcated att:enclln,:;. At Pentech more 

resp0110ems in the paraprofessionals categ()ry are ....... ...,,."0./"1 in leadership 

respondents in the professionals . It seems as 

more prepared for introducing team-Da~;eo CN-111''h'Tt:>C 

aCC:OIILIllCldalte limited upward mobility structures than 

Respondents bOClkstack am:~nO,illtS category mmcau~u that 

they have not att(encled lea(1er~;111p trallI11IJtg course at both Pentech 



Univ
ers

ity
 of

 C
ap

e T
ow

n

UWC. This could be due to the obsession of the library profession with 

matters of professionalism, or it could be in compliance with the staff 

development policy of these Libraries in terms of the extent to which 

training must match the job involved. In the light of the discussion about 

flatter organizations, books tack attendants should not be exempted from 

leadership courses. An attendant problem seem to be that the existing 

policies are not clearly explained to staff. 

In the discussion by Sykes (1996) and Cochrane (1997) it emerged that 

team building skills are essential for proper implementation of flatter 

organization and subject teams. At Pentech 40% of the respondents in the 

category of professionals have been trained in team building and none of 

the respondents in the category of professionals at UWC received training 

in team building. 

Respondents in the category of paraprofessionals who attended a team 

building course count for 50% at Pentech whilst none reported attendance 

among the UWC group. There is lack of commitment to teamwork at 

UWC even among respondents in the paraprofessionals category. 

Respondents in the bookstack attendants group at both Pentech and UWC 

have indicated that they have been to any team building course. 

If there is a skill that is going to be required in librarians of today that has 

been mentioned more often in the discussions, it is teaching. Librarians 

96 
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have ,rlonht ... ,orl to be most suitable to take on 

teal~lmlg did not Library 

School. one to be able to teach or one should at least acquire 

pre:serltatlOn skills. At Pentech reS]JOndents m professionals 

o-rr,"l"\ have attended presentation none in this group 

UWC have attended. None m Tv ... 'c,.,.,..,rAt'O<""'A'''.., 

bO()kstaC:k attendants presentation skins tr..",n''t1iI'T 

at either Pentech or reveals a lack of cOlIlIT'..itment to 

developing training roles. 

Bunge (1992) ignoring interpersonal rel:at1()llshlp's, 

lack of .... Hi·"""..,..,,,' madequacies in supervISIon 

career as major stressors in 

CO]lortlOJls are evi~ent in both libraries hence for .;) ... ,_""" 

'-'HI.,",,,,;,,,, 30% ofrespOJldents ill professionals 

attended stress mana~~emlent tralllllnlg while at UWC no 

att~!lldan(;e of this course respondents in the 

same category. At both no respondents in the 

paraprofessionals category 

Bunge (1992) has su~:ges:ted 

catered 

autonomy WOllia 

management courses. 

neeils of support 

"''''''''T''I(T from repetitive jobs and 
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At Pentech 50% of the respondents in the bookstack attendants category 

have attended stress management training while none of this group at 

UWC have attended. At Pentech an a'wareness is demonstrated by 

allowing people domg repetitive jobs, and those at the inter:tace with 

users, to attend stress management courses. 

9R 

Supervision skills are essential if the LIS is considerillg introducing flatter 

stnlctures as Sykes (1996) and Cochrane (1997) suggested. For each 

team there would be a leader who would be responsible for supervising. 

Only 20% of respondents in the professionals category at Pentech had 

attended supervision skills training courses and 75% of respondents in the 

same group at mvc had attended. UWC's respondents m the 

professionals category appear more prepared than Pentech' s respondents 

in the professionaliS category for subject teams and flatter organisations 

,"vith regards to supervision, though they lack leadership skills. 

No respondents in the paraprofessionals category at either Pentech or at 

UWC had attended supervision skills training. It is for this group that 

Sykes (1996) has suggested team based structures to accommodate lack 

of upward mobility. It seems as if, in both libraries, management have not 

considered introducing team based struchrres which would obviously 

required supervision skills training. 
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Perltec:h 50% of the respOllde:nts ill bookstack attendants caH~gOlry 

amenClea supervision skills courses and none of the 

respOllaems in this group had attended seems strange that 

respondents in the bookstack attendants categ~Jrv at Pentech are sent on 

supefVlslOn traJlIllIJlg courses reslPondenlts ill library 

assistants categ<Jry are IS an Illcom;lst1enc:y in how training 

occurs ill 

There are certain issues rpO'~rrllnO' health (Ll1d traming 

considered in the J.."-"'l.:H<.U" ..... (1997) melltlOnea healtll 

cornpillan(~e with Occupational ...... "" .... "."'. and ,.,TOrl:r Act of 1983 in South 

wO'rkers need to be made aware about C'.lT"'"' Issues at work. 

peIltec:n 10% of respondents in the J.. ..... ..",J..vJ..<.U.., catt~gOlry had am~na.anI 

,,<"\+ohr trainmg while none respOlldents III the same 

group had arre:nm:a UWC. No reslPondenlts III paraprofessionals 

category had anende:d course at either Perltec:h or 

Respondents categ(Jrv of bookstack attendants 

course were 50% t'erltec:n and none at U\VC. a of 

commitment to health "'"~Ii->"r issues at both institutions. 
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5. Means of training needs assessment 

.-.-n1'\rA''lf'h used to assess training needs 

are met is very important because it estab,[lslles 

C01TIlllltrnellt to training needs. Appraisa1 sessions 

Kinnell (1 Goulding and Kerslake ( 1997) and 

assessmg tralllllTIlg needs and how they as a means 

could be With 'l1'\'I'~r'l·,,,.-.1 it is 

been met. At Uo .. ,f-,.,."h alPpr'alsals 

respondents in the prc)te:;Sl(malS c:ategOIl' 

training and they are on 

measure whether set goals have 

on 10% of the 

they must go on 

resP0I10ents in the 

paraprofessionals or bookstack am~nc[allits c;ate,g0I1es 

respondents indicated that appraisal sessions are not as a measure 

a hl1c'h,r,rr tr"''1'11'1'1t>" ne(;os at alL A set up training scfleOUle 

ac(;or,dm~g to the respondents in t'Je professionals grcmp 

...... "' ........ ""'.LU ...... when they should attend training 

m U\VC cater for their ovvn tr..", ... ,r\,,.,. 

suggests a a Df(mt:~r trammg needs assessment prc)gr,amme at 

Pentech a cornmltment to traullllg at U\VC, 

The supervisor plays a mawr m me'etlIlg trammg ne(~as for the 

respondents in the paraprofessionals rrrl'.l1-n both Penltech and UWC. 
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5. Means of training needs assessment 

The approach used to assess training needs and how the LIS ascertain 

that they are met is vel)' important because it establishes the level of 

commitment to meeting training needs. Appraisal sessions have been 

suggested by Line and Kinnell (1993 ), Goulding and Kerslake (1997) and 

Jeffords (1997) as a means of assessing training needs and how they 

could be met. With appraisal it is easy to measure whether set goals have 

been met. At Pentech appraisals have been used on 10% of the 

respondents in the professionals category to establish if they must go on 

training and they are not used on either the respondents in the 

paraprofessionals or bookstack attendants categories. At mvc the 

respondents indicated that appraisal sessions are not used as a measure of 

establishing training needs at all. A set up training schedule plays a 

central role accordmg to the respondents in the professionals group at 

Pentech to determine when they should attend training while respondents 

in the professionals group at UWC cater for their O\vn training. This 

suggests a lack of a proper training needs assessment programme at 

Pentech and a lack of commitment to staff training at UWc. 

The supervisor plays a major role in meeting training needs for the 

respondents in the paraprofessionals group at both Pentech and UWC. 
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A.s:;es,smlent of training needs not formally take place bec:am;e 

on his ovvn ,'ro +""" ........ 

PeIltec:h 50% of the respondents in bo()kstack attendants categ()ry 

follow a schedule and 50% attend courses in 

their ovvn that most attended "vere done 

without and more as a means empowenng 

\Vhat emerges discussion is uses vanous 

approaches to . results in as to what is 

the proper method assessmg 1-r'O>'!1'Hn,()" needs. Though the """"""""[/1 

a UH"IV> role in tacllItatrrlg trammg the respondents m 

categ()nt~s of paraprofessionals bookstack attendants 

respOIldents in the-professionals training into their own 

alleviate this problem (1998) have 

sug;ges;tect a 

activities. 

UJLU.UJ.t;;, officer who oversee or coordinate training 

.I.' ... LHH . ...,H (1993) melltlO:nea that the LIS must 

itself in relation to 1-r,.",-n'11,rr Curry and 

(1998) suggested auocat~~ct training times. demonstrate 

commitment to quality service. 
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6. Means of enhancing career development 

Roodt (1997) commented that during self-evaluation one could assess the 

mode most suitable for one's learning. \\Then respondents were asked 

which approaches to learning would enhance their careers, short courses 

and job exchange featured on average across the respondents in the 

category of bookstack attendants, paraprofessionals and professionals at 

Pentech. At U\VC the scenario is different in that a mentor, a coacher and 

short courses are in great demand among the respondents. Short courses 

emerge as a common need in both libra.ries therefore the LIS should make 

ill'1 effort to put in place strategies for allowh'1g short courses to take 

place. Curry and Watson (1998) have described staff development and 

training needs according to two main categories: those which relate to the 

use of IT and those which are needed to support staff faced with changing 

roles. 

Respondents in the professionals category at Pentech require mostly short 

courses, regular training and job exchange while at UWC the respondents 

in this group require mostly a mentor, a coacher and short courses. The 

needs of respondents in the professionals group at Pentech are inclined 

towards those which relate to the use of IT while the needs of 

respondents in the same group at UWC are inclined towards those which 
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are neeaea to support with cmmgmg 

retrenchments that were u . .L" .. .J.UF, place. 

ne[w(~en 660/0 and respondents in paJ'ap'roi,esslOrlals category 

Pentech require \w::;~UQ.l. training, courses, PfOIIIlOlllU][l, skills and 

enhance career development. are 

some of the approaches to rr'>.n1n,...,. were Fanner and 

Campbell (1 Goulding and ( 1997), (1 and 

and cht:l,,"ulI"\r.ri (1992). At most trai.n.L.'1g ne;;dS of respondents in 

the paJ'ap:rot(~ss:Lonal ,..·.,t"',n-"' ..... , are a coacher, ...... c.ni-' ...... and short courses. 

For respOllaents in the p3.1mprotessaOTlals 

ne\~ds are relalted to and support, U\VC the same 

reqwn::ment for respOIldents m the 

prc)te~;sl()llals sategory repeated for paI·aPleott~SSllon;a1s. 

Pentech respollde:nts m bo()kstack attendants categ()ry mostly 

short courses, professional qm111tlca1tlOIlS and job exC;haJlge 

enhance careers, while group at UWC IS more need 

!ITCIUDS. this 1'11"0.,..11 ..... 0 reveals a 

need for nnVllard mobility and eXtlenence. 

as flatter org;3.l1lZatlon and subj terums, as suggested 

Sykes (1 alleviate VV.l' .... .u. .... Respondents m the 
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bo()ks,taC:k attendants in both hh1"'",n,:>c atti~ncled some 

courses, theretiore it could 

Campbell's sugges1tlOn 

should be eSHlDllsne:o so as 

to explore Fanner and 

traJne'WOl~k of generic and transferable 

skills in other roles, 

l-<-::,y-norC to training could hamper career de'v'elIDplnelo.t stalmare the 

an organization. At Pentech 50% respolo.de:nts ill 

prc)te~;sl(mals category report a lack of time for trrunmg, '1.111"'11("1"\ could 

ilmLlta:tlOIls as to who can go on training that was ",,,,,...11,,, ... l1ll1CeO to 

reported by 40% respOlldents ill category. . could 

reason for ,U', L'-.. '''',"UJI..LJ,F> short courses. At lJ\VC 

104 

respondents in the prc)te~;sl(mals C::ltegOI'V also report a lack of time which 

could be the reason on tra.JlIl1Illg dlIDlllg own time. They had 

illalcalea a need courses. M,ma.gelne11t should vigorously 

pursue establishing more short courses to needs; Goulding and 

(1997) mention externalt.... ...... "'t ... 1"'I,U,L'.nJ'b and II' l-hlom;e t.... ... 'n' .... ,....- as means 

",t' Y"Orn,f'\Ufn 0' barnelrs to training. 

Most reSl)Ondents 

limitations as 

the paraprofessionals cat(~golry at PeIltec:l1 "'<'T"\f'\rt 

can on traInmg. They had indicated ",,,,,..11,,,1" 

they need regular trallIl1Illg cO;;lclImg therefore management should 
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explore the various methods identified Kerslake (1 

par;apn)tes,s1011als at lJWC tor 

indicated that they lack 

reqUIre 

management. Strategies 

considered. 

opportunity training. 

_v ... u ........ ''-', ttlen:!tOl~e short courses done 

mentoring and cOi:1Chmg should be 

105 

Pentech the respOlldents m hAf"\V<,1"",,,'v- al:terlOants have 

mdJcat(~d that is no opportunity for trmnmg. was menWJllt:u 

"".., ... 1,,,,,.,. they explore training f"\T'''nf"\'I'+""",tH~C' 'vvithin 

They demonstrated a tor 

ad'/an,cennenlt: therefore L~e barriers are exr:)eTIlencmg could be 

related to gaining prc)tes:slOnal '"I .... ~ .. U .. J''"'"l.VU,...,. At respondent 

the can~gQ])r bookstack attendants "'01"\,,,...-1-<, lack of for tr'>'", .... , rr m 

the \valrkT)la(~e Even courses the respondent attc:!ncled are OW:SlCle 

courses heard colleagues. IS no stralteglc plan put by 

library upgrade this QTOllD in both hh""'lMt:.C Communication 

management to match structures con"""" be established that woUld 

of individual Obl,eCtlves of the orgamzat],on. Line 

Kinnell (1 have observed that a human resource 

highlights skills both 
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8. Attendance of courses that are not work-related 

Respondents at UWC and are skills that they have are 

beconringredundantas has been observed by 

Cochrane 997). (1 also mentioned that courses 

libraries for own could be beneficial to work 

This the staff at UWC and Pentech 

allowed courses are not job related. Most ill 

professionals cat~~g01Y at Pentech and UWC agree that they should 

(1999) themselves beyond 

Identliled new roles for the LIS professionals 

aware of the need to enskill themselves new market, a 

mel100nea by Farmer and Campbell (1996). 

Most respondents in the strongly agree at both 

Pentech and UW.C that skills beyond their job 

descriptions. This response by the hierarchical 

role played by the supervisor is also a 

demonstration of what library assistants are 

bec;ommg involved to be professional roles. This, 

trrulDlIllg and development takes. A for a 

training ~1"I~11'UC'1C' plrograrrl.IDe would reveal what the goals of 
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and performance reviews 

would evaluate progress. 

At both Penltecn the respondents m bookstack attendants 

category that to be enskilled hpu(,'I'nrl . job 

has observed ",<>rl",::..," jobs which are descriptions . ....." ...... '~h..., 

repetitive, lmc:naJJen:gm:g ........ ....,U,_LL'f') m UH"'U-I.'-"Hf') . ..LLU .::llllJlJ.U.L,U.U\..IH r''''''''t" m 

work underload. This -nrc,,,,,,,,.,t" <:'".-.,.<" reveals 

rorn,,,"'" Plrott~SSllon,al qualifications courses. 

J.JV.LH~ a ne~;as analysis could TP'i)'P'l1 . goals more fully to 

career path. 

survey that a extent respondents 

both Pentech do not use aPl:iraJ~;als as a form of assessmg 

training needs, it would difficult to whether they are 

adequately enskilled in job without At Pentech the 

reS1PoncSes from the protes;slOIlals ....... ""'1"\ 

strcmgrV disagreeing but 60% are certain that 

agreemg 

are adequately 

ens:Jalled to 30% who dlSl::tgn;e for their jobs. 

the courses that they had attend<::d could be 

they have enou£n 

reSl)0ll!3e could be 

used as a benchmark of how.., .......... "" ..... are. At 
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vary from uncertain to .strongly disagreeing with no respondent who 

displays an affinnation of competence. This also implies that the standard 

that was used for assessing was the courses that were attended by this 

group. At Pentech a groundwork for establishing a framework of 

transferable skilled which could be used in other roles as suggested has 

been established; this is line with the suggestion of Farmer and Campbell 

(1996). 

At Pentech respondents in the paraprofessionals category agree that they 

are adequately enslGlled because they had attended most of the job related 

courses. At UWC 50% of the respondents in this group responded in the 

negative; this result, taken with the expressed need for mentors and coaches 

may indicate 'demotivation. Pentech's respondents in the paraprofessionals 

group are more satisfied with their level of skills that respondents in the 

same group at U}VC. 

Pentech's respondents in the bookstack attendants group revealed that they 

are adequately enskilled: they take opportunities available outside of the 

library to train themselves. At UWC respondents in this category are 

uncertain about their skills although they had attended computer skills 

training. This highlights the need for training needs assessment and analysis 

to ascertain whether it is training that is required to increase performance. 
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10. Opportunity for advancement 

"''''TI''\'''T and others (1987) connnent 

create opportunities 

employers must evaluate 

task of the employer to 

aClv'anc:em,ent. Katlttmm (1995) also mentiones 

it 

orientation and appropnate 

109 

reward system of a prc,res:slOnal career span in the light that 

are PTn,,,,"TIT1THl" m library. Only 20% of respondents in the protes:slOIlals 

"n.H''"'''"'U agreed that there is a possibility 

reSl)ondents in this category at UWC dls:1gn~e 

advancement. This reSpO]llSe agrees 

IS an 

tanner and 

(1996) observation career aCl'\i'an(~emlent is linllited. At UWC 

there is lack of exposure to tr3.llIlUJlg opportunities while at Pentech the bleak 

prospects for advancement can by introducing flatter 

organizational was by Burrington (1 

as an approach that '-'VU.lU used for encouraging to exn~nd 

to 1"'ITP'1"'I-::II1"P vacanCIes. 

respondents in the paraprofessionals catt~go]ry dJlsagree 

that are opportunities for advancement. group that had 

menw)ne:Q that promotion could entlan(~e career development. Siggins 

'-'-""'''-'-U'JLLHJ in assigning staff resources (1992) suggests that there must 

and innovation so as to develop use .:In..J..JJl.;). Sykes' (1996) 

bast~d structures could diffuse bleak suggestion of introducing 

prospects mobility. ACI=lUl~)1tl()ll formal 
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qualifications could also improve 

competing for jobs. 

respondents in paraprofessionals grcmp reSPOlrIde:Cl 

is no opportunity for advancement in their jobs. 

have not attended many courses 

training. Acquisition of skills would motivate 

. advancement; am)rallsal sessions would highlight 

their traIIllng neelds 

llO 

At Pentech 50%) resp011Clents ill 

disagree that there is an OP1Dorturutv 

to their lack of '1 \'U'&'.U."'.LVU.UVJ,J.J or 

DO(lKstacK attendants category 

aCli/ancernerlt. TIns could be due 

<'1-r1I1f't-nT"" that stifles mobility. 

Transferable skills could so that they could be 

used in other role&- lJWC 100% of resp011Cle:nts ill 

aU(:;nClan'ts group disagree that there is an ODlJortunlltv 

reS'porlCle]1t had attended only a "'V~.uIJ\""LVL course 

bookstack 

advancement. 

pencepltlon rmght be due to lack of skills, job Clls:satlstalctlcm 

ill organization. 

At both 111;:r[,·2""'1,'.e .... C', IIlanag(:;m,ent must consider creatlIlg more reSDOflsltnllt 

for fITClllD ill subject teams and flatter structures. both 

institutions reSpOl:10e:nts ill bo()kstac:k attendants category mentioned 
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that they time to on training, th.::>r.::>t;r.r.::> aPlJroacl1es as 

mell1t01lllg "',.,.. ........ be used to contribute to skills 

development. The mention exchange by this group del1110n.stnltes 

feeling a 

and mvc has that without 

commumcation channels between supervisors and it is 

to meet of both and There be 

up appraisal would 

a for revisiting and oftlle as \-vas 

communicated when an em'plO:yee cornm.enc;ed employment. This would 

done match the library with those of individuaL It 

would necessary an mauctlon programme individuals 

understand where contribution in the whole organisation. 

It also emerged the <',. .... ,,""'" that there no coordination with regards 

cOInmumcatlon of training OPt)ortLUJ.m .. tI,I~S .... At Pentech rhf+", ... ""nt ways 

communication are used while, UWC, the C'l1r'''' ..... NC'/'yr IS res:ponslble for 

cOInmum.catmg traJlillIllg OPP()rUnu1tles A person H'h.r\C'o responsibility is 

library staff training is necessary. 

would eliminate the "<:> • .,1"\",,, h,.,rnorC' 

availability a Training JT'L['.'c£~r \ 

are eX1Jerlen.ce(1. 
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could also match 

outcomes are to take place e. hands on 

computer or mentonng to that demand 

responsibility and accOlmtability. The Officer would with 

the session to discuss the 

how it could 

Many respondents at Pentech vanous courses. 

situation tl"lArr' , A"-' as they use the skills 

ill other tasks. . could in.crease their competency. 

Whereas at respondents indIcate that they have been deprived of 

training nT\,n,UTI contributed to demotivation. rrony 

is that, the in which skills been acquired IS higher 

uwc Pemech. 

it was revealed in study know what they want and 

they ~,"",'~~ the ways that are for their to place. 

survey showed that though some people have attended various 

would approaches such as coaching and 

to supplement the rrO:l1n.n have already 

It also ""rn""reY"",.., that staff that are at a lower level a 

plateau when opportunities for advancement are non- existent; in the 
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same way that professional staff seek challenging tasks as they advance in 

their jobs. Most respondents at Pentech have indicated that they believe 

they are adequately enskilled in their jobs and that their skill level is a 

satisfactory indication of the competence they have. This response does not 

indicate that their level of competence is satisfactory but demonstrates that 

their level of comfort in their jobs is high. UWC respondents are not as 

assertive as Pentech's respondents. They seem to believe that other skills 

such as mentoring and coaching in addition to computer skills are necessary 

to enhancing their jobs. 

The bleak prospects of mobility that are experienced at these libraries are 

not skills related, otherwise Pentech respondents would be confident of 

upward mobility. It seems as if the barriers to advancement are caused by 

rigid structures that do not cater for acquired skills and competencies. This 

is shown by the buge demand in both libraries for going to courses that are 

not job related. There is an awareness that multi skilling will be an 

advantage to them when competing for jobs. 

The survey has revealed that most Pentech respondents have job related 

skills and UWC respondents lack most of the job related skills though they 

are more computer literate than Pentech respondents. Pentech respondents 

qualify for competency if the standard of measurement is the skills they 
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to look at the new skills that are expected from the academic librarian of 

today. Their management needs to look at the different issues raised in the 

literature review regarding providing job satisfaction for paraprofessionals 

when mobility prospects are bleak. UWC management need to perform a 

thorough needs analysis and needs assessment to increase staff 

competencies. All these recommendation could be achieved when a policy 

encompassing these issues is formulated for the library. 

This survey reveals that it cannot be definitely concluded that staff from 

HDls lack or do not lack skills without conducting the same survey with 

staff from HAIs. It has also emerged that even within the HDls,skills 

attainment varies from institution to institution and from individual to 

individual depending on the availability of resources, the library's 

commitment to training and the individual's commitment to empowerment. 

5.3 Interview with the directors 

An interview was conducted with the Chief Librarian of Pentech and the 

Director ofUWC. For the purpose of consistency the Chief Librarian will 

be called a Director in this discussion. The interviews were conducted at 

different venues and on different days. The interviews were held during the 

same period that the surveys were being conducted, therefore the questions 

in the interview were not related to the answers received from the 
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questionnaires. 

According to the Director ofUWC, LIS staff take the initiative to attend 

courses that have been organized by the institution's Human Resources 

(HR) department The survey, on the contrary, shows that staff at UW C are 

informed by their supervisors about training opportunities. At Pentech, there 

is a system of transparency where training opportunities are made known to 

staff through the HOD, e-mail or published in the campus newsletter. This 

response is consistent with what was revealed in the survey: that there are 

various means used for communicating training opportunities at Pentech. 

However this results in confusion as to who is responsible for this task as it 

seemed that the respondents do not know. 

Whetherly (1994,) says many LIS have a training officer whose job is to 

concentrate on the training function in the organisation. The Directors of 

Pentech and UWC indicated that their libraries do not have training officers. 

Through the HODs liaising with the HR department at Pentech, the library 

gets to know about training<6pportunities available for all staff. It then 

becomes the responsibility of the HODs to consult with staff 
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about the availability of these training opportunities and arrange the training 

schedule within the department. The institution's HR department arranges 

the courses. The same applies at UWC where the HR department arranges 

courses for all staff in the University. Unlike Pentech, UWC's training 

occurs on adhoc basis where staff indicate to their HOD if they want to 

attend. 

Another aspect on the issue of a training officer is the existence of CALICO 

Committe of Staff Training and Developmet (CSTD). It is a committee 

responsible for training issues in CALICO. The Committee recently 

conducted a survey of training needs of staff members in CALI CO. The 

Directors believe that certain aspects of training needs are in the process of 

being taken care of. At the time of this survey those needs had not been 

met. 

CALICO had also accepted recommendations on formulating guidelines 

towards developing a capacity building policy into its framework with the 

intention to "level the playing fields" among the five libraries. The CALICO 

Capacity Building Task Team Recommendations include the employment of 

a Training Officer for CALICO libraries. Both Directors support and are 

committed to these CALICO initiatives. These recommendations have not 

been implemented yet. 
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own tral~ll1Illg policies thOtlgh 

they follow the strategic objectives 

Pentech Director mentioned that, tllCmgn 

the Technikon's policy 

own obllec1tlVt~S regarding staff development. Whetherly ( 1 

a traJlIlln:g policy for a hhrn .... ' mOllcaIes a I"A ............ 'tn-."" .... t 

to trr," ..... '11'.-r tr..",n,r,n policy 

commitment 

According to the 

training which is not . 

accommodated, bec:au:;e 

these libraries could establ1sn 

and frequency of training. 

t'enltecn, a member who wants to go on 

UTAll I " develop career would be 

would greatly 

motivate those who are interested m T'\n,eC',1C,nn are 

necessarily involved in those jobs. The Director COIDIlJlelllted. an 

are accommodated. At a dItterent .... "'1.,.'" IS r.lnTV:lTI"'nt· 

which are judged not to be related to the job of an will 

SUDDorted. and an applicant would have to 

courses per'SOIlaU and apply for annual leave. This could reason 

why respondents in 

training ... I.U1HF, 

be non-job rel~3.tela. 

own 

category at this library do 

courses that they are attending could 
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It is !:Irn"'le::-r and '-'''''-'UfJ'J'-'U (l observation 

prc)te~;slOln has made HV-' ...... ',I,.U-<..:> realise that 

changes in the 

adapt to the new ' 

learning new or applying traldltIomll skills in new 

context. This view of wamulg to learn new is widened by 

118 

number of respOIld.e:nts who want to em;kIlled m areas those 

in their current 

The budget all()cated. to comes out of the If' IStltutllonal budget for 

staff at Pentech, acquire part the HODs 

consult ext,enslveJly with subordinates to \vhat kind 

u .... JCI...I..l.L,)", or courses to attend, 'information is then 

forwarded to the staff development section the department 

Urrect()f at Perltec:h mlamlta111ed. that staff is aware of the traJlIl1Illg blldglet 

as library on the principle transparency nThe::-re::-

consult vvith sut'orc1m::ltes The that some respOIlde:nts 

expenence llmllta1tlOIlS as to who can on tr':>'!'M1" IT 

The Pentech COInmlenlted. adhoc trallIl1Illg are 

dlsCotrral~ed because of the involved re12:ardlmg substitute workers 

case of those who would away from long n,01"'1rV1C 

.... UJ.ll~F, examination comment that there is a traJlIllIlg 

schedule that IS confirm this for 
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respondents. SulbstantlVe motlV:3.tIcm IS 1'13""11":''; from those who want t6 

eXl)enlSlv'e courses e.g. 11BA. uwc , is no training 

budlget specifically library, but all traJlIll11lg Issues are U ....... ' ...... H ...... by 

their institution's 

On ",hot-h,o. .. the library planned approaches 

coaching exchange, the UlJrector at Pentech confinned the eXlstell1Ce 

of work sna,QO'WInlg for r-,:.rlr':>lTl positions systenls librarian or 

mentoring 
. . 
ill semor 1.-"."nu,.Iu~ bookstack 

attendants by subject librarians. 1\/1.0 • ...,1-,." .......... IS in loose form in this 

Library hence respondents who chose it as one 

means to enlllan(~e is a lack undl~rst(;mdlllg by 

UV'..IU.l this approach. Tertiary bdllCa1]On Linkages IJrr.'l13r-' (TELP) at 

!Jo.,.,t-"",-h fucilitateS' "-'A\.,Ua..I,lr:,"-' pn)gr;am:mes. They are not specific 

cover all ill Pentech 

proposal that exchange progranlIDes be 1'1' 'r-r..,.,..,r~r"'~13,; into the 

tralll11l1lg framework. 

Camp bell (1996) comment it is gen.erall,) re:cog;ms~~d 

within infonnation that have a range of gellerlC 

skins that be usefully to They reCIOlTIlnerld 

that skills can identified, and acc:re(lltc:d 
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by mentoring, secondments and continuing education. At UWC 

mentoring and secondments approaches have not been implemented yet. 
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Another inconsistency fmmd concerns the timing of training. At Pentech 

there is no allocated tinle for training even \Nithin departments. Since 

some respondents had pointed out that there is pressure at work and some 

pointed to staff shortage it can be concluded that the size of this library 

does not allow staff to attend training at the same time. Morrow (1996) 

suggests the need for designated, regular, training time because such a 

system will allow a large munber of library staff to meet at the same tilne, 

either together or in groups, and so helps to emphasize the team nature of 

work witilln the library. 

The results at Pentech have shown that a number of respondents are keen 

on the establishment of exchange programmes. Morrow (1996) supports 

tlns vie'vv when he says staff exchanges can be a successful form of staff 

development at both library assistant and senior staff level. From the 

respondents' perspective it would perhaps expose tllem to a different 

view of how they see tlleir training needs. At UWC respondents highly 

regard mentoring and the use of coachers among those approaches that 

could enhance tlleir career development. Though the Director at UWC 

mentioned that a senior staff member takes the responsibility of training a 
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new staff member, the results showed that the senior library assistants 

have attended very few courses besides computer skills. 

12] 

A number of staff at both libraries are uncertain about their opportunities 

for advancement. One of the potential benefits of traL.~ng is to achieve 

skills and job satisfaction. Job satisfaction breeds a growth in self-esteem. 

A capacity building framework should contain an element of specifying 

the objectives of the library, and Morrow says, help foster an 

understanding by each member of staff of their role within the library, 

their relationship to L~e library and institution as a whole and the other 

staff withL."'1 it. Mentorillg would assist in providing staff with skills that 

they 'would use to meet the objectives of the library and the institution 

resulting in a higher self esteem and job satisfaction. 

Burrington (1995) mentions that mentoring can be considered as being 

composed of a general concept of succession planning, in which staff are 

encouraged to extend their skills and therefore ensure a pool of talent 

available to fill vacancies through competition. Farmer and Campbell 

(1996) advise that it is necessary to establish a framework of the generic 

and transferable skills that information professionals could employ in 

other roles. This framework would in turn help them to pursue more 
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fl1'l"pr<~p career " ............ r..,.-t" .... " +, at' and to LU .... ULlJ. ~ areas 

IS necessary for transfer roles. 



Univ
ers

ity
 of

 C
ap

e T
ow

n

3. 

123 

The survey and the survey done at Pentech 

conclusion that there should be a policy that IS fonnulated 

in academic It is apparent that proper 

to 

building 

are 

......... u .. u.< for building policy 

academic library to nr"""<->1nT it from being just one of aspects of 

development hll the mstitution. The guidelines are issues that 

study contribute capacity building: 

1. library should have a staff development policy. 

2.Capacity .... U ...... UAI-l should included in staff development policy 

library and there should commitment to 

and encourage 

should be an induction gramnle which ensures that each new 

member whether or full-time, is well non·,"' ........... o'" about 

..... " ... uu. ... F, policy. 
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4. There should be a trallI11Iltg "" ....... ",:.,.. whether a member or 

external, who would see it a net~d.s as~;es:~ml~nt IS caIned. out 

periodically. 

5. +-r"l"nn'1,tl" officer should responsible o..-."nT'",.-.tl" that part-time and 

COllS1~;teI1t with the needs of tralnmlg needs are 

users. 

a 6. The mtl~oduct[on 

highly reco.mmeIld.ed.. 

7. The training prCigT2mlIJneS '::;UVUIU ".LV'·"""<"" enough to respond to 

'training the trainer' .:l.uVUlU 

pos:slbly to broaden and develop the skills 

IS 

9. Approaches melrlt0I1ng coaching, seconctmemts and J'e ,b-~~xcJb.anges 

should be planne:d so can explored nlll,pnio.'!~'r an ""''I""\'''I,....r+l1T1l1h, 

arises for them 
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10. The library C'.-.rI,n.rY dedicate part of o\vn training budget to Cat)acltv 

building show commitment to budget should accomlTIoclate 

resources would be rprtn1r~~rl ,",,'eLl LLIF, trallIlllltg to facilitate the 

use of the obtained in training. 

I I 
1. j • tralmmlg should capacity 

V"'~~""""'Eo policy. 

creati on of a that could be to put staff Uiv.lHV'''' 

in different roles, in case reach a "plateau' '"'u .... """, should be 

encouraged 

13. The library create guidelines on how to establish and mana~~e 

schemes to sUJ:)port lfLdnlJdtlals thr,rlllr"h £" ........ t,."n,rlllC' ae,,reH)prnerlt. 

is a proposal of what cap'acl1ty building policy should be based on 

""n,,,,,;. guidelines and on study by Curry 

1. Tlte purpose: 

necessity of 

bringing all staff to same of helprng them aCQ11l1re 
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and knowledge . career development It should explore 

available to np\/PIClrI skills according 

to enable them to .... "' ... +,....,... ...... . duties effectively 

2. The aims 

b) 

To: 

all staff ,",u.u.",,,, 

their skills to meetlIlg 

whole institution. 

gam an acc:eptan(~e 

are part of the on~anlsatlOln, contributing 

aims and towards 

awareness of new 

I"'r""'ltp an opportunity for each membier of staff to realise . 

an u.rrthreatening without the to COIJllPete 

d) show ..... ...,' ..... "5 commitment to development of and 

s commitment to me1etrnlg library's ,...h1''''1''1rn!~>c 

e) evaluate all trrulIDI1lg programmes so as to promote good practices or 

correct ml:s1lllld.erst~mdlm~~s. 

I".-"' ..... hr ..... a trruIDIJlg plrOgJramme which will be COIJ1Posed. following: 
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Make a training available whether staff members or 

\..IUI, .. U"-L", of the library responsible training H"'''', ...... ." 

u.J.A.F,UiE: training meeting training and 

trallll1IJlg progrmmnes ........ , .. ', ...... 

capacity building. 

management oversee the whole 

raIll1IJlg pJrogranllm;s should 1· ... l/'"'nrnr,\T'':l't,::. the followmg: 

t1"Tf11irIO hours 

The trend now is to allocate a "vay SImIlar serV1ce 

providing bm;m(;~SS(~S commented 

library marlagers aligning themselves more with business Pf2lctlces to 

'-'Li'vVL quality ;.: ... '\/1(· ..... 

Induction trainingjor new staff 

will alleviate of some missing information aD()ut 

how training opportunities are disseminated am(:mg staff and 

pn'Vlleges concemmg development. should 

stITLctured and detailed to job specifications introduction to 

the institution as a whole. A certain ,.."' ..... 1"\1"1 must be allocated 

to 



Univ
ers

ity
 of

 C
ap

e T
ow

n

128 

3. related training 

eX1JeI1ISnre because 

cn,mgmg ~'V""U.U'-JHJ!..., 1 and cI"\t+nr", .. ", It is therefore necessary that it should 

tT""'"'14,('T should be composed be as ""_""1"'1-",,,, as possible. 

following t",,,trlT'C" 

• All training • .u",.~ ..... "" hands-on seSSIOns; 

• Access short courses ..:>uu·u.J. ..... be made available~ 

• Refresher sessions C'nn,H'I1 be accommodated rh' .... '...,,..,. training hours 

especially when a new c .... ,,·t"', ...... is being introduced; 

• staff should ".ITT<>.,..,,.., trrumnlg seSSIOns. 

ne,:;essary to ensure de'vel'OPlneJnt in the 

workshops 

• Management tralilll[1g~ 

• Affiliation to ........ /".1-"'CC1 bodies; 

• The use of ap~)raJsa1 nn<".,...,.T1""; to an opportunity to "'v .. '\..,...""~c 

explore their' training needs. 
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The library must commit to allocating a !-'Vjl U'I.J'H 

development funds oJl-''''''-'J..LJ,''' ........ y to capacity building. This would probably 

both library manag~em.ent 

the T rai..'ling Officer. 

6.4 Conclusion 

If an academic a car)ac][t'I building nn.,I"" in its staff 

tevielo'pment prcIgrlllIlJme as reC:OIIlmlencled in the above discussion, 

commg HDGs would be less ..... u.u.u.~,.u .. '"'~ by ne"'.' roles that 

emergrng to tecnnlJlOgIcal advances. existence a policy 

"Tnnlrl ensure quality serVIce provision of the 

that raises 

educational 

commg 

those 

by 

to 

competence 

apparent that skills which have been 

should be in order 

the need exchange programmes 

It also to how 

Historically Advantaged Institutions compare 

'-'lIr,',",,, hpTr.rp it can assumed that there 

IS a insufficiency <..LlH'JHF, staff lillIs. 
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This 

themselves m 

teachers etc. 

estabilstlllllent of a training nrr\rrT'':>rrI'rn", 

aca.aeIIDC llDJ~aneS, which will incorporate capacity 

areas 

study 

would encourage staff to develop 

lIblrarlanshllp such as trainers, consultants, 

training needs 

assessment should be done pell0Cl1C,Hl t-r<:>1r'1'''''.{'T 'u''"''''''-t.:> change 

according to the effects of global cl1angt~S m V""'''''''''.l'U.1L 
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APPE~'DIX 1 

Distribution 

Bookstack attendants 4 

SUibJect librarians 3 3 

department 4 3 
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2 

1. do you get training ill library? 

Paraprofessional 
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a ne~::essar"V aspect in work that I 

PcNlcCli .J, r. l' .,... " ,1 . 
L 

1 

al 
D Library 1" C' .1 

"' 
Head of T 

librarian Ut::jJi:11 tll!t::ll 

t 
l' 3 15 .) LI v 1101 )' 

i 2 , 'L::;,'''''''' 

lJ' 11.\;;1 Lalli 

"" 
-c;;r 

r< 

.:HIVll1'9Y -;;;;:I' 

'otal 3 18 ! 

librarian 
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3.What kind training do you prefer? 

PENTECH 

Hands-on training 

Short courses 

Mentoring 

Coaching 

UWC 

Hands-on training 

courses 

Bookstack 

attendant 

1 

1 

1 

1 

2 

2 

6 

Bookstack 
attendant 

1 2 

2 

139 

Professional 

Librarian Subject Head of 

department 

2 2 1 

1 1 

1 

1 

4 

Professional 

• Senior library . Subject 

2 

2 

1 

1 

4 
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4. mdicate cm::ll11tg arOlmd letters that represent courses that 
you smce ",t<:>,rhncr your f'llT"'AT'tjob. 

A n f' . ,1 n (' ,1 LI::LH .L ru <1pl J. 1 

D Library " r Head of T IUHll1<:lll 
"L ~J 

U"'fJ'U UUIVlll 

lmvl pvl ;,vw:u skiUs 1 1 i 3 
Library 1 cOllnter 9 
duties 
y 

T ::>lHp 

Comnuter 3 , 

Team • ~ 1 .1' 3 2 2 7 
n 2 1 3 1: 1 

Stress 1 2 1 4 
SUPIV; "131Ull skills 1 - 3 
Health and safety 1 1 2 

• Other . 1 1 1 5 8 1 

Total 5 .2 7 15 19 
I 

uwc Attendant . Paraprofessional Professional 

counter, 

[3 
I 
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5. do you go on training? 

uwc 

librarian 
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6. \Vbich of the following would greatly enhance your career 
development? 

II PENTECH 1 Attendant Paraprofessionai 1 
I l ' 1 

Professional 

1..J.2 

I L-' I 
I I Bookstack I Lib.rary 1 Librarian I Subject I Head of I T 
I I attendant 1 assistant I I librarian I department r 

I A coacher I 11 11 11 1 r 3 

rShort-c-ou-r-se-s-----+-----+1-3------+-1-3----+I-l---1-11----+-1 -9~ 

1 Professional qualifications I 1 1 I 3 1 

I P . I " i I 1 
I romotIon [ .J I I 

i Regular training I 4 II! 1 

I IT skill s I 3 I 1 ·3 
.3 

! Communication skills I 3 i 2 
I Affiliation to a career I 1 

l~~ I 

Other 

Total 

luwC 
I 

I 

I 
I 
I 

I 

I A mentor 

A coacher 

Short courses 

Professional qualifications 

Promotion 

Regular training 

I IT skills 

I Job exchange 
I 

I Communication skills 
I 

3 

1 Attendant 
I 
I 
I 

: 21 
1 

I Bookstack 
I attendant 

I 

, I 

I 1 
I -
I 

Affiliation to a career group 

Other 

Total 1 

I 

i 1" 
I .J 

I 1 

17 

Paraprofessional 

Library 
assistant 

2 

2 

1 

6 

I Sepjor library 
I • 
1 aSSIstant 

I 1 
I 

2 

i 

i 

! 

1 
i 1 
13 
I 
I 1 
I 1 

I 1 

Professional 

Subject 
librarian 

2 

i4 

i5 

17 
1 10 
I 

,.-, 
r.J 

I 
I 1 

I Total 

I 
14 
I . 

I 
I I 

1

13 

I 
I 
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7. Are there any barriers to are aware 

Attendant 

uwc Professional 
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""vt""..,t do you that you snoulC '''UJ'''''' to attend 

courses are related to your job? 

Attendant Professional 

I 1 
I 

1 6 4 
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1.+5 

-
9. To extent do you that you are adequately enskilled in your 

job? 

r 

L 

I-

t 
! 

'. 
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1-1.6 

10. extent do you that IS an for 
promotion in your job') 

r 
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QUESTIONNAIRE 

purpose of tIns questionnaire to garner information ",1-".,.,,10 tralll11IJlg of 
11 hT'-::IT"{{ staff. It fonns part a U1.,-. .. li""> 

IntorrnatlOn disclosed on this 
1(;""1'1t,1"'<""",.... the respondent will 

1. informed about 
library? 

A. 
B. my C'llT\PM;l1C'f"'\T rrltOIms me 
C. my vV<1."'''''F,U\oj me 
D.bycampusne'Nsiettt;r 

other (please C1">O,(',1"" 

remain anonymous. Information 
d.lS,clo:sed under a..TlY CITIcurnstan(~es. 

traJJl1TIlg opportunities that are 

2. Computer training is a aspect in the work that I 
agree 

ctT-r," rrl" disagree 

3. \A/hat of training do 
A. on traJ,runlg 
B. attending courses 
C . .,.......orltr .... nrr - a 1nrl'''''' staff member wClrkJmg closely with a senior 

me:mb,er over a C'rI",,,,t'10ti period to mobility. 
D. an staff member on the job trallnrnlg 

facilitate lerumrrlg under guidance. 
other (please below) 
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4. Please indicate by circling around the letters that represent all the 
courses that you attended since starting your current job. 

A. interpersonal skills 
B. libra...ry routines and counter duties. 
C. induction training 
D. leadership skills 
E. computer skills 
F. team building 
G. presentation skills 
H. stress management 
I. supervision skills 
1. health and safety 
K. others (please specify below) 

5. When do you go on training? 
A. after my appraisal session 
B. when my supervisor tells me to go 
C. there is a training schedule that is followed in the library 
D. during my own time 

'- -
E. other (please specify below) 

6. W111ch of the following would greatly enhance your career 
development? Please circle all the applicable ones. 

A. a mentor - the person who will be responsible for mentoring 
B. a coacher - the person who will be responsible for coaching 
C. professional qualifications 
D. short courses 
E. promotion 
F. re gular training 
G. IT skills 
H. job exchange - working in a similar job in another institution 
1. communication skills 
J. affiliation to a career group e.g. Library assistants cOlmnittee 
K. other (please specify below) 
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7. there any ,..,..-, .. .,..,"", .. " to your training that you are aware of? 
aPlJl1c:aOJle ones. 

no 
no opportunity 

C. as to who can on t-r'>""1T'In-

D. no budget 
E. other specify below) 

what you agree that 
training courses ULl,S'-H develop 
related to your cUITeIltjob? 
strongly agree 

disagree 

should <~ I In,,, 

career 

149 

on 

9. extent do you you are adt~quately enskilled in your 

A . ..;>U''-'Ui;;''J. 

B. 
C. 1 H'''~ '" rI-" 'r1 

strongly OlsagJree 

10. To what that is an opportunity promotion 
lTI your current 

",N"r,n O',,! disagree 
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Please answer the following question for statistical purposes. 

Please tick -.J in the relevant box: 

1. GENDER 

Male J 

'"'\ P"ST'T'TO'" T L. V 111 l~ 

Female = 

150 

Libra!)! assistant ~' Senior libra!)1 assistant_ Book stack attendant _ 

Assistant librarian C Librarian [ Sernor librariall = 
Subject librarian '- Head of department _ 

TERMSOFENWLOYMENT 

Full-time = Part-time = 




