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As of April, 1976, Ch’e/ WICHE Library Program name was
changed from Continuing Education and Library Resources
Program to WILCO ~ Western Interstate Library Coordinating
Orgamzatwn. .
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The production of this document would not have been possible
without the dedication of many individuals to the mission of improving
library services and job satisfaction through continuipg education of
library staffs in the Western States, The Western Interstate Commission
for Higher Education (WICHE) has served as an organizational yehicle for
pulling togathér resources (people, materials, and funds) designed to
meet some of the continuing educetion needs of library staffs through-
out the West, The state libraries of Alaska, Arizona, California, Idaho,
Montana, Nevada, Oregon, South Dakota, Waskington, and Wyoming have pro-
* vided not only fynds but esséntial guidance and institutjonal support ¢
for this program. The Institute staff, consultants, and evaluator have
all made contributions above and beyond the basic requirements, The °
work of the participants - as evidenced by. the staff development model$
.contained herein - has provided a "first wave" of staff development ‘
programs in western libraries. USOE's policy of funding experimental
training activities of this type has been an essential aid without which
this program would not have been possible. ¢ '

. . . T
- "To continué the thrust of this Institute, the WICHE 1ibrary program,
now called WILCO (Western Interstate Library Coordinating Orgamization),

is dedicated to .emphasizing the.dual mission of (1) development of equitable

resource sharing and networking activities and (2) providing training pro-
. grams and continuing education activities needed, to assist in the pro-
vision of library services of excellence'through the West. We are pleased
to have 'had the opportunity of offering this Institute and look forward
ta continuing to be of service to the libraries of the West.
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FINAL REPORT OF THE WICHE/USOE INSTITUTE
FOR TRAINING IN STAFF DEVELOPMENT

1975-76 . B
- PART I NARRATIVE REPORT BY BARBARA CONROY, "ASSOCIATE *

. . ~ CINSTITUTE DIRECTOR
; . Lo . . " .

" ABSTRACT
This Institute was a 1earning/application sequence
which demonsttated and .guiided Instithte participants 'in the
necessary elements for pl ning a'shccessful 3taff develop-
" ment training program in a Xibrary, fibrary system, or state
ltbrary agency The intent was not only -to initiate or
- ' T strengthen staff‘deve]opment programs in the. part1c1nat1ng
) librartes, systems or agencies, but also to build a: net-
work of training and development people in Western. ]1brar1es, '
: _ . who can extend the ijmpact of this Institue: far beyond the
J \ part1c1pants mos t 1mmed1ate1y and directly affected as par-
ticipants. The Institute itself wds an example of a program
of training activities. It developed a variety of tra1ning
tools and techn1ques useful for participants ‘to adopt and
‘ “use 1in the1r owWn- programs. It arrayed-a wﬂde range of
o - va]uab]e staff deve]opment resources for immediate and
' c»future participant ‘use. Funding for the Instltute program
. came from HEA Title II B (U. S, _Office of Education) and .
for Continuing Education.
(now WILCO - | Nestern Inter-

¢

€,




implementing a new management style, shifting decision-making responsi-
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STATEMENT OF NEED

: .t ) .

|
The discovery and management of personnel resources is important I
for 1ibraries of all types. Certainiy for the presc:t:—ana‘perhaps for the" |
future, the people who work in libraries make up a key and irreplaceable
component of what is necessary to 'deliver 11brary services. weii designed
and capably implemented staff development programs can be expected to |
improve overall iibrary effectiveness as well as to strengthen the - //(J

capabiiities of the individual staff members.
. Few 1ibrary agm;nistrators or librarjans have knowledge of or

.\éxperience with personne{ training and deveiopment " They are often keenly

aware of the need for stéff development, but are bew11dered .by the complexity
of designing and imp}ementing a program of st&ff training Formal iibrary
education rarely inciudes the why s and how{: of the process of staff
development. Few. opportunities exist to lea n,t@eSe skills other than
by trial and error experiences. '
" Staff deveiopment programs -- organizationaiiy focused learning’ ]
activities designed to improve organizationai effectiveness by increasing o]
the competence of the staff -- can be centered on improving skills, 9
broadeniftg knowledge, changing attitudes. A staff development program can
enable staff to incorporate new‘technoiogy into a present job, fove’ into
administrative responsibilities, which require new skills, understand and

4

. respond .to professionai and sociétai changes.

Staff development programs can .improve overall library effective-
ness as well as strengthen the capabilities of the individuals involved.
Such programs can be used to initiate organizationai change such as

bilities, initiating substantive new programs or examining the basic

. structure of the organization and planning its modification..

R

Sound staff deveiopment requires time, energy,and resources. The,

results are.often substantial -- usually well worth the,inVestment As

more libraries institute or revitalize staff development efforts, and as
personne1 becomes more knowledgeable and proficient in staff deVeiopment

L2

efforts, 1ibrary services will be improved and the beneficiary will be BN
the users of those services, However, am effective staff deveiopment - {uﬂu;
program must be,carefuiiy and realistically planned, {mplemented and ’
* evaluated. The NICHE/USQE Institute for Training in Staff Development ¢
’ . . ,.2- P \ v
. 7 ., B \; ‘ . v
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was based on this need for effective std{f'géveiopment programs in .
more. Tibraries in the West..- . . E L

- L e R PURPOSE > o '#
- . . ‘ r] . v‘, J . -' : :_._'
~ The Institute was intended to increase the conmitment and the )
~ ability. of western iibraries to effectively train and utiiize personne]
"resources responsib]e for developing and imp]ementing Tibrary services.
The ob;ectives of.- the- 4nstitute were:. :
1 ' " 1."To incréasé the number and {mprove the qua]ity of estab]ished
t ,staff development programs with 1ibraries, iibrary systems, A
+  and state library agencies, iny the West. P 7.
, A .
.o 2 To estabtish that the staff deveiopment function is essentiai
. " to build and maintain an efficieft and effective delivery
RPN " system for 1ibrary services ‘ I
3. To deve]op the nucleus of a western regional network of iibrary
training and deve]opment personnel to assure that inservice
staff deve]opment efforts, once planned, can be sustained and
that. new train‘ing programs can be generated.and Shared. . L )
4. To increase the possibility for influencing iibrarv systems and,” .
" agencies not directly involved. in this Institute to create new - /
staff development programs or to utilize tested. components from .
n the models deveioped and disseminated by participants of this ' ;
. . Institute. - ‘
5. »To address the specific and unique needs of ethnic minorities
" and women in staff development programs o
The intent of tﬁe Institute was to develop specific competencies N f{r
in participants. Those competencies included e -
- how to pian and conduct d needs, assessment which yields infor-
mation about training needs of staff members, particu]ar]y
. the- unique needs of ethg‘i’c minorities and women, ¢
- how to interpret and evdluate, the needs assessmént information
N to determine feaSibiiity, to evdlve priorities, and to make
decisions concerning the focus Of an inservice training program,
- how to formulate program objectives on the basis of the needs 1;, )

#

, I discovered 4n the assessment process, " IR ,Jﬁiq'*i

" % * . . . !
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=17 o how to articulate the value of staff development in hts/her

utechniques -~ all focused on the subject of staff development for library

'Portland dUring April, 1976. Between each of ‘these training events, the'i_

" ment resourcesc 'K flow chart which i1lustrates the timing and sequence of

7

.- . how-to design a program of learning activ1ties to accomplish
‘the formulated obJectives, R : (
3 = -how to planp fgr evaluating the training program, .

......

} library, system, or agency, \
- how to Iritidte and sustain contact wﬁth qther partic1pants for
| sharing ideas and resources, for solving problemsqior for_generat-
- ing new. prqgrams : E—— -
"« - how to develop and maintain an awareness of the principles of
affirmative action and to view staff development efforts 11 B ;'i' AT

[

relation to affirmative aotion programs. o T . i

» 2, a
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{ o 4 o7 INSTITUTE PROGRAM '

) Four training activities were held'during the“vear-long Institute.‘
Each training activity was an intense and tightly scheduled composite of
skilled instructiaonal teams, supportive materials and varied ‘educational” = v
personnel. Interim.periods between each of these activities provided the
opportunity for participants to apply thejr'learnings in their home
organizations. - .

The trainipg events included a Mini- Horkshop on Needs Assessment

‘on June 28th in San Francisco; a Basics Norkshop held November 4-7 in ‘

-

Boulder;" and two regional Problem-Solving Clinics held in Benver and |

Institute staff kept in frequent contact with participants to distribute
useful materials, to conduct an on-going needs assessment process, to
gather evaluative information and to share information about staff develOp- Yo

Institute activities and functions is presented in Appendix A-4. *

’ As originally planned, each participant wodld apply needs assess-
ment techniques within his/her organization foltowing the Mini-ﬂorkshop )
The results from this process would provide ‘the basis for each participant -

fto ﬁeve]op a program of staff dedelopment which Would be designed during \,;"";‘3&;
*and after the Basics WOrkshop * Problems gncountéred by ‘participants L _ . e

program design ahd implementation would then provide the specific fdcus ' .
of the fOllow-up Problen-Solving Clinics. . : 'l o *:t.'_ =

$ hH - L.
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“.., . Throughout.the Institute program, the Institutéiitself sought
to offer and defonstrate an example which participants, if they so ,
chose, could adapt until they.were more sure of their own abilities .
to generate more innovat¥ve approaches. This approach led to tne develop-
ment of several tools which are able to be adapted in other situations

4 : - where'staff dewelopment programs for library personnel need to be

' initiated or strengthened Appenipx B includes those tools that were'
provided to_all participants in printed form.. As a result of ‘the
Institute, twenty-four participaﬁts “contributed their plans for the o -
Staff Development Model Book Twenty -one of these models are reproduced f5
. 1n Appendix 8 which is also available as a separate publication avail- ™
'~ gble at cost from WICHE: ”‘ , S B

~

“

Participants s : < L

The'criteria for participant selection included: present or
potential respon51b1l1ty for staff development, administrativé‘endorse-,_
. ment and support from the organization, stated wiTlingness to, commit
,.' - time and effort t0 the Institute, plus representing a range of locale
' and type of ins on. Each.of these criteria was translated into
a question on the application form to prov1de information upon which
could be made. .2. A :
The method of, participant selection followed an nstitutional
pattern of. requesting nominees from each state library agzney,in the
WICHE and Library Program area. For this Institute, ten nomiﬁees were
equested. As the nominee names were received each person was sent
_ matarials describing the Institute, an application blank and a cover »
letter inviting the person to apply. Eighty applicants -- almost all ,t\m>;
of whom were first-rank applicants in relation to the stated criteria -~
responded from the 102 total number of nominees submitted by 13 states, g
In addition, participants from three states b0rdering the WICHE area
. ' were invited as non-stipended’parti\\pants. , SRR )
' _ Forty-two participaﬁts and tuﬁgig\ternates from a total of 13
states were originally selected for the Institute., These partiéipants
nepresented key institutions and staff development responsibilities in
their states. Prior to, or directly after the Mini-NorkshOp, several
‘ '~participant changes were made, Four participahts drOpped their

R S
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participant staths. The two original a]ternates were added to’ the roster as .
well as one‘add1t1ona] alternate selected later. Two participants ﬂére rep]aced
within their own, state or ordanization with comparable'?ndiv1dua1s. Following
the Basics WOrkshop, two participants changed JObS and dropped further partlci-

- pation in training activities..” .- ,

Part1c1pants from the states in the WICHE area or-the L1brary Program

" area received stipends for the training days they attended, Fhose from outside

that area were ngt stipended.s Partial transportation costs (one rouhd trip ‘
airfare per state) for part1c1pants from the WICHE area states were supportad by ‘
the WICHE Library Program for the Basics Workshop on]y. A]]ocation of those

A -
1> AR

funds within each state was determined by the state agency. Participants or
the organizations emp]oying them agreed to assume financial re pons1b1]ity for
the comrunications (correspondence and phore - ca]]s) which they 1n1t1ated and
for the1r Institute re]ated transportat1on. ‘ )

« re
"

£

Instructional Teams

Teams of training and resource people were formed for each training
event based on the indicated needs. Members of each of the four teams were ~
involved in the p]anning -and evaluation processes as well as for the
instructional processes and subject content of the Mini-Workshop, Basics
Workshop or C]inic for which they were responsible. Although a great deal
of planning preceded each training event, on-site planning and design
modification also involved them directly.

Team selection was done by the Associate Institute Director with 5
jreview from the Institute Director. Three primary criteria were involved
fn the selection of staff: B '

- practical knowledge from haying done staff deve}opment

programs with library personne], . .

- theoretical background with training and deve]opment

” work, \or with organizational behavior or with specia]ized

facets sﬁch as affirmative.action or evaluation, and the
- abi]ity to plany and implement using a variety of instructional
techniques. S
A complete list of- facu]ty and resource persons and brief descriptions of

their responsibi]ities can be found in Appendix A-3.

7
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L //_ ‘ . Materials ! ) \ DR

\ " A variety of basic materiais on staff development was suppiied
to each participant throughout the Institute. Early in the Institute, ‘
.each participant was provided with a seven- page abstract of the Institute
proposal and copies of Conroy's Staff Development and Continui;g Education
Programs for Library Personnei and Sheldon¥s Planning and Evaiuatigg
Library Training Programs. Logistics sheets describing the living and

1earn1ng situation for each tra1n1ng event was suppiied to each participant

LA ke heip with necessary personai planning. o . +

- Following the Mini-workshoﬁ,.Leonard s Assessment of Training

, Needs was distributed. A model of the Needs Assessment Survey Instrument .
. Was distributed for discussion purposes during the Mini-workshop and a
revised copy, incorporating suggestions from the partic1pants and the
training staff, was sent following the event. This instrument is re-
produced in Appendix B-3. In addition, several handout materiais‘were
supplied ‘during and foiiowing the Mini worksﬁop The Mini-NorkshoP
was audio-taped using both ree1 to~ree1 and cassette recorders. However,
nefther produced a satisfactory recording, aithough participants who
wished were sent the best possible copy.

In conjunction with the Basics Workshop, several handout

R T

‘ "materials were distributed including the ALA Affirmative Action Packet

and the program planning help reproduced in Appendix B-5. An on-site
1ibrary,bf fifty titles relevant to training and development was
"dtspfhyed and available during the Basics Workshop for participants to’
examine and .note. Several audio-visual presentations were avaiiabie
at the Basics Workshop and both Clipics as types of learning package§ T .
to review. | . '
Prior to the Clinics, all Institute participants were&ijited
to be inyoived in the Delphi sequence as another method of a needg R
assessment which would prepare the instructional teams for the Clinics.
The package of Delphi instruments are reproduced in Appendix B-4.
Each Clinic period scheduled timé for participants to share printed and
. audio-visual materials and ideas with one another as well as for '

« participant-resource person dialogue. Following the Clinic series,

a Final .text was sent to each participant: Chabotar, Evaluation .
Guidelines for Training Programs. . . f(rrng
‘ ‘7- R ‘\: 'l 4
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Facilities

The Mini-Workshop was held just prior to the ALA Annual Conference
in Sap Francisco. Tﬁe one-half day session was held in a meeting room at
.the San Francisco Public Library. T%e four-day Basics Workshop was held
at sthe College Inn Conference Center, a live-in 1earn1ng‘fac111ty in
Boulder, Colorado, not far from the Institute off1Ces Both Clinics were
held in aiPport hotel facilities for the1r two-day sess1ons Arrangements
for the Mtni-Workshop and the Ciinics scughf to Hﬂ?hmTZE participant T~
11v1ng expense and yet provide adequate 1earh1ng facilities. Cooperative
Tocal arrangement people assisted with prov1d1ng necessary space and equip-
ment in each site. Considerable audio-visual equipment was obtained and .

used for the Basics Workshop and the Clinics.

A\

A}
3

&k
! INSTITUTE MANAGEMENT

The Institute office was located in the Continuing Education aﬁd'
Library Resources Program at the Western Interstate Coimission for Higher
*ducation 1nﬂBou1der, Colorado, which provided office support, seryvices
and facilities. Unavoidably, three moves wére required during the program
year. ’ ’ .

Institute staff included: .1) Maryann Duggan served as Institute
Director and was responsible for providing overall guidance and direction
as well as périodic review of activities, for assuring congruency betweén
this and other Library Program activities and for informing the Westerh
Council on Continuiing Education and Library Resources regularly on

_ }nst1tute progress. 2) Barbara Conroy was the Associate Institute’ Diréctor

ébd was directly responsible for the operation of the Institute program,
{ts instructional design, most of its communications, the majority of
Institute decisions, and eacﬁ of the products developed throughout and
conE1ud1ng the Institute. 3) Barbara Jones served as the ev§1uator
throughout the program fotlowing the Mini-Workshop. Her contributions

&% observer and consultant were invaluable, supplementing the ab111ty

of the fnstitute staff and the trajning teams to intorporate most necessary
modifications early. Her final gié]uation report is found on pages 9-22
and the evaluation instruments dre in Appendix A-6. 4) The ha1f—t1mg

-

: 1

-
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secretarial and assistant functions were filled by two individuals --

)

Flora Bovis from June through October and Ann Peckham from November,
1975 through June, 1976. Responsibilities of th1§ position 1nc1uded
the usual secretar1a1 duties plus the ahility to commun1cate and he]p
coordinate numéipus individuals, such as participants, staff, and
instructional teams. ' y - .

The Institute Advisory Teah consisting of four participants,
served as a3v1sors in the planning, implementation and evaluation
segments of the project. They ass1sted with the Institute's needs
assessment pnocess; served as 11a1son between staff and part1c1pants
during the.training events and elicited feedback for prégram evaluation.
They were selected by the Associate Institute Director on the basis of
representation of geography, type of library, and ba]anced sek ratio.

The team met with Institute staff members prior to the Basics Workshop
and prior to the Clinic series. -

Commun1cat1ons was a particularly strong point in the Institute
.program.” A 1ist of communications with participants, administrators,
state 11B?ar1ans Western Coyncil members and training teams is listed
chronologically in Appendix A-5. In addition to receiving the training
materials, participants were kept up- -to-date with Institute activities
and planning with a series of three Progress Reports which were also sent
to the administrators and the state librarians. Feedback Reports were >
supplied by the evaluator following the Basics Workshop and the Clinics.

A Staff Development Information Exchange was initiated in Jamuary and its
three issues from then until the enqkof the project informed parfﬁcqunts.
about what other participants were doing, new and useful training tools
and resources for learnifg packages.

Each of the;@ﬁ{:stitute publications was supp]f‘ﬁ'to participibts,
to their administrators and to the state librarians. Inquiries from
outside those institutions and states directly 1nvo1ved were supplied
with available materials and information. Packets of informatioq were
also supplied to members of each training team prﬁ&r to_and fo]]owing

_each training event. Conference calls and interviews done by "instructional
teams prior te each Clinic provided p1ann1ng and coordinative funﬁtions as
well as current information upon.whicﬁ the teams for each event could base

their plaming. = . .




: . INSTITUTE EVALUATION

-

. The Instityte evaluation process was an dctive and invaluable
~ Part the progzzzg\\lée background and experience of the eveluator

» r natural a%id sound E;}tique of design, paterials and ‘the pro-
cess of eac training.activity. Feedback information was relayed to 0
participants and instructional staff gbrgughodt the ing activities.
In addjtion,\Printed Feedback Reports were supplied to participants,, .'
their administrators and their state librarians fo]]owiqg the Basics Work-
shop and the Clinics. In-depth observations and feedback were.channeled
to the Instftutq staff following the Basic No§kshop and each Clinic.
These procedures prbvided useful formative evaluation data considered in
making subsequent Institute decisions. The sumative evaluation report

follows. . )
.
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PART 11 EVALUATION REPORT BY BARBARA S. JONES, EVALUAiEB

INTRODUCTION ‘ \\
The Institute evalu accepted the year-long a§ ignment as an
unusual opportunity to learn more about a) libraries and 1i rariané}
b) problems of staff development in libraries and library systems; and
c) the intricacies of evaluatiop, both as a process,gnd as the preparation
of a summative final report. She was not disappoinféd; she feels her
learning and growth in all three aspects probably outdid anyone(e]se's.
Although there were fence-sitting moments, when she was\ neither
an insider nor an outsider, she quickly became a full-fledged insider,
caught up in Institute problems and trying to contribufe to the sojutions.
Insiders lack objectivity. But outsiders have difficulty finding out
what's going on. This Institute evaluator was encouraged to improve
the program rather than prove or approve anything.\ The majority of -
participants who were queried on the subject indicated that the evaluator's
not being a librarian was a help rather than"a hindrance. ‘

EVALUATION DESIGN AND METHODS N

The over-all design evolved from studying the Ingtitute proposa],
other program evaluations, books and articles on evaluatien, and as a
product of numerous discussions with Institute staff., The pne11m1nary
design was modified after further discussions with the Associate Director
_ and became firm after approval by the Institute Advisory Team (IAT).

Because of the nebulous and often ambiguous qualities of “staff
development” and "adult education" and because the Institute's goaTs and
objectives were pre-determined in the writing of the initial proposal, the
evaluatdr sought help from the Associate Director and the IAT ir a)
clarifying and working toward sharing the meanings inherent in the word-
ing of the goals and objectivegy b) prioritizing among 10 possible
objectives; and c) operationalizing the objectives into all possible
measurable outcomes. The Associate Director and the IAT, at a fall meet-
ing in Salt Lake City, followed the evaluator's suggested épproach in a
taped discussion which produced the focus the outside evaluator had
previously lacked. (See Appendix A-7 for questions and method designed

by the evaluator.) 16
-1




After the completion of the goal setting and prioritizing (which
occurred between the Mini Workshop and the Basics Workshop) there were two
principal phases in the evaluation design: feedback and outcomes or
product measurement.

feedback phase. From the Basics Workshop through the Problem-
So]ving Clinics, the evaluator was part of the feedback loop, channeling
1nform§t10n to staff and participants (and others on.the Institute mailing
1ists). (See Appendix A-6 for the Feedback Reports.) The information fed
back not only included evaluation data gathefed but also on the role of
evaluation as an integral part of staff development. By explaining to
participants the, procedures and problems encountered, the evaluator could
also serve as a teachér of -and a resource for the process of evaluation in
staff development. The staff continually encouraged the evaluator not only
to- report back data and impressions but also to offer recommendations and
suggestions, raise questions and stimulate discussions with the.partjcipants
as well as with staff and instructional teams.

Qutcome or product measurement. Evafuatiye responses were
continually sought from participants, 1nstruct16na1 teams and staff, but
were predictably ﬁiﬁf‘tc Qrf the three principal traiping‘activities and
an over-all evaldatAon(at Jthe end of the Institute. This report brings
these data together. As a further aid in sorting out and weighing -~
participants' reacfﬁons, the evaluator prepared a comprehensive participant
profile, both as a group and as individuals. The group -profile revealed

N
~

there were:
24 women and 17 men, 1 minority, 2 physically handisapped, 3 veterans
16 aged between.25;35;:16 between 35-45; 6 between555a§5} o

and 1 over 55, — - ‘

Participants were also grouped by the evaluator 1Bto three

categories according to their self-indicated levels of competence ang

experience. Although no participant indicated that he/she had either a

high level or no competence, the individuals were sorted into Group A, the

least competent and experienced, B, the average or middle.range, and Group

C, the most competent »and experienced.* 0f the 41 original participants,

* The sorting was based on the participant's answers to the following two questions:‘ “On this
continuum, indicate your assessment of your present competenge to design and implement staff
development programs” and "On this continuum, indicate the amount of experfence you have had in
planning and implerenting staff development programs.” Numbers selected for both questions were
added and became the individual's score. The possible range of scores from 2 to 14 was adjusted
to eliminate the unused extremes. Thus, the people with the lowest scores (4 to 6) were designated
most experienced, the highest score (13) the least experienced, and the balance in the middle

were rated as average. .
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there were 3‘A, 32 B, and 6 C ridentifications. (Two people -- both B's

--\later dropp
s Evaludtion methods used included:
A. Questionnaires, post meeting reactions
B. Interviews A1l participants identified as either A or
C were individually interviewed; all B's were either
interviewed individually or in a group discussion. The
same patterned questions were asked in all interviews,
which occurred at ejther the Basics Workshop or the.
"Problem-Solving €linics. The group interview was taped

for 1a~ter reference. Interviews were, also conducted
. with staff, the IAT, and instructional teams.

C. Observat1on detailed notes

D. Process ana1y51s This included not only learning
activities but also planning and evaluation discussions

among staff. -
E. Group critiques with instructional team members and
Institute staff -
F.  Conversations
G. Mail and telephone contacts with perticipants and staff
Although the variety of methods used was' very time-consuming,
it provided the evaluator with @ more comprehensive picture and internal
validity check. |

EVALUATION FINDINGS®

Did the Institute make a difference? Synthesizing all data
gathered, and based on the final models produced and what the participants
said they learned, it is conclusive that the Institute did make a positive
difference and 1mproved the understanding and competence of the majority
of participants. The 31 participants who returned the final evaluation
form, (79.4% of the 39 people whd completed the progrem) rated the
Institute as follows: ‘ o v

18 . o
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Scale Number of participants
Very helpful 1 ’ 3
" 2 12
; 3 ! 6
Somewhat useful ‘ 4 4 \
5 5
6 B
No help 7 0

This indicates that 67% of those responding felt-the Institute was more ,’/
than "somewhat useful." One can't help but wonder whether this percentage
would have been higher or lower if the non-responding participants had
returned the -final evaluation form. .
It was expected that the Institute would be perceived as having
the most benefit to the least skilled and least experienced. Using the
A-B-C classification according to self-indicated competence and experience
at the beginning of the Institute, however, it is interesting to note that
the 6 C's (most experienced) rated the Institute this way:
Scale Number of participants
Very helpful \ 1
\ X o -~

4

o

Somewhat uSefuf

AN

N o B W N
OO W —wO NP

/)\ NO hel p

&
4

In other words, the most experienced showed a diversity of response with

a s1ight majority rating the program "somewhat useful" or lower.  Only

two of the three A's (least experienced) returned the final form. Their
" rating were a 3 and a 4 ("Somewhat useful" and s1ightly better.)

_ Other evidence of the Institute's-impact came from particiZgnts'
comments during evaluation interviews, on the. Post-Basics Workshop
evaluation form and the final evaluation form.. It is not feasible to list
all such comments but the following were selected as both typical and
representative of the range of answers: ' '

<14«
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During interviews. "Anything I do in staff development will be
as a result of the Institute." "The Institute has opened new vistas;

I'm excited about new ground even though I haven't accomplished much."
"My goal to involve more people and make the staff aware of staff
development has been met because of the Institute.”

Post-Basics Workshop. Five people indicated the Institute had —
he]pedd;gem begin a program; ;\&fve named é%e des1gn and implementation
of a needs assessment as their principal gain from the Institute; and
two people said the Institute had caused them to reevaluate what they
“had been planning and to make changes. "Have held a half-day session
and am planning a series." "Gave me motivation to include a new staff
development p]ank in our objectives." "Have done more th1nk1ng about
alternative methods and about evaluation.'

Final evaluation form. I gained ideas which will help me work
staff development into the fabric of our library." “The Institute '
served as a catalyst in the creation of a staff development plan for our .
library; we now have a written plan, a staff development committée, and’

a firm intention to implement." "I learned a lot beyond staff develop-
ment that can be applied to my everyday activities and job." "1 had
1ittle knowledge of staff development beforg participating in the
Instifﬁte{\ Now I'm sympathetic to the concept, think I know how to
proceed, and am-anxious to see the results."

Did the Ingtitute reach its goals and objectives? Here the
indicators are less)konclusive. Because the Institute aimed at plant-
ing seeds thazfyefe to bear fruit later, it is too soon to'try‘to '
measure whethef the Institute reached its goal of increasing the-
commitment and the ability of western libraries to effectively train ”“
and utilize personnel resources responsible for developing and imple-
menting libfary services (or the ultimate Institute goal of improving
1ibrary services),

It is also too soon to talk ‘about reaching objectives. The )
most effective way to determine if goals and objectives were actually °
" met would be through a follow-up evaluation which would gather evidence
from others in the participants' back-home situation after ifdicated ..
plans have been 1mﬁ1emented. (See Section VIII for recommehded procedures,f

S 216 | .
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Although we cannot measure achievement in a final sense, at this
time we can measure individual progress toward achieyement as reported in
the previous comments. We can also measure the participants' perceptions

“of what progress the Institute, as a whole, made toward its objectives.

Participants were asked twice (at thq Bas1cs Workshop’ at the
Prob]em-So]ving Clinics) to evafuate the Institute's progress toward all
five Institute objectives. They were given 3 continuum from 1 to 7, with
1 standing for "little progress“ dnd 7- for "a lot of progress." For easy
reference, the‘five Institute object1ves afe listed .below in abbreviated
form. Here are the results:

PROGRESS TOWARD INSTITUTE OBJECTIVES: |
dbjective 1: increase Hbrary staff development programs
Basics Workshop: = Hean response: 4.0 Range: "2 - 7
_Problem-Solving Clinfcs: E o .
Denver:* Range: 3 -7
Portland: .  Mean respohse: 4.3 Range: 1-6

Objective 2: establish staff development function as essential to library
dejivery systems: o

‘Basics Workshop: Mean response 4.3 . Range: 1 -7

Problen-Solving Clinics: o

_ Denver:* | o _ Range: .4 -7

. . Portland; Mean response: 3.8 . Range: 1 -7~

Objective 3: develop network of staff develo _gnent personnel

Basics Workshop: Mean response: - 4.9 Range: 2 - 7 -

Problem-Solving Clinics: o -
Denver:* . . Range: 3 -7
Portland: Msan response: 3.8  Range: 2 <6

Objective 4: -expand network beyond Institute participants

Basics Workshop:. Mean response 3.7 Range: 1 -7

‘g

Probtem-Solving Clinics: ' . . l;_:
—  Denver:* _ , . Range: 3-7 ¢

Portland: Hein response 2.6 Range: 1 -6 °
Objective 5: address n!eds of women and minorities '
Basics Workshop: Mean. Fesponse: 4.9 Range. 1- 7

' Pmb'lefn*So'lving Clinies: . . ) . T .
Denver:t .~ .« ' fRange: 1-6 . T
Port!and. " Mean response. 1.9 " Range: 1 -_4 I . :

.“ean responses “could not be figured for the Denver Clintc because not a11
;lrticipants ranked all objectives, and numbers were too small for meaning-

ul percentages.‘
21
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‘ Tie-wide diversity of perception is clearly indicated in th;

‘above chart, particularly in ?hg rggggvb},answers. After the Basics

ko}kshqﬁ, the grbup apparently felt that ‘progress had been made (but

~ not in any_dripa;i;'amouqtj on four of thg five ijectTVes.. Only
ebjective 4 fé]1 below the average progress mark. After the Problem-

Solving Clin%cs, however, éhe mean responﬁes were lower and the ranges

" Rarrower. . - e | oA :

. “In summary, the ranges of responses showed that %fme partici-

pants apparently ?é]tithellnstitﬁhulwas making a lot of progress toward

_ its objectives ﬁhi]e‘others felt there was little progpggg Accogding to

‘the responses of those ét%ending the Portland Clinic, oﬁ]y objectivé‘]

was given above average progress and progress toward all other objectives

was perceived to have slowed considerably. ‘ e

The most telling result of the Institute's effectiveness in ~
progress toward its objectives may be found in Appendix C which includes
the individual models of staff development plans and programs. ,TWenty-
four modeis were, submitted (by 61% of the 39 participants comg}%ting the
_program); three were rejected because they did not meet spec ications.

" The quality of the models, as well as the scope and depth,‘pZivide
testimony that tangible progress was made toward several Institute
objectives, but primarily number 4. "

One final word on objectives. The evaluator asked the Institute
Director in an interview followinj the Basics Workshop, what her expec—\‘>
tations for the program were. She described the ripple effect and noted
. ‘thatsthe first ring (the Institute) must he the strongest. Her comment
was, "If one-third of the participants (13) do something in staff
development as a result of the Institute, and if those programs reach
200 iibrary staff members, I'11 be satisfied." If the models submitted
can be used as, one potential 1ﬁﬂicator, the Iqstitute Director's .

.. expectations were.met.

. o MAJOR STRENGTHS
A. Communication between staff and participants There was
copious material -- progness’reports, newsletters, carrespondence,
feedback reports,. Delphi forms and evaluation questionné1ré§. ANl
aspecﬁé of the Instit@té-were carefully and clearly de]ineqted.
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What was’to come and‘nhat‘was expected from participants were spelied odt

In some Cases probiems OCCurrEd because there was almost too much material
. and its bulk prompted oVersight Two participants complained about in-
adequate turn- -aroynd time allowed betwéen receipt and return deadlines.

B. °Coordination Con51dering that a]l Institute staff were part-
time, with other major responsibilities, and a]] resource people were
brought in for only two or three day assignments the level of cbordination
was—remarkable. Credit belongs to the Associate Director, who seemed to
have a handle on everything, and to two fine secrétaries who provided
answers and day to day continuity.

C. Level of staff competence All staff and resource personnel
were highly competent professionals with a strong commitment to do the best
possible job to serve the participants' needs. The evaluator has seldom
worked with a group of people who were so open to ideas, suggestions and
criticisms and were so willing to make instant adaptations when necessary.
In addition, the four members of the Institute Advisory Tea served two
important functions: 1) feedback and suggestions on training design and
implementation; and 2) liaison between.staff-and participants.

D. Resource material At all activities and through the mail,
participants had access to a wide variety of well selected materials and
bibliographies. o

L]

"% MAJOR WEAKNESSES
A. Widely divergent needs, skills and cormitment of the partici-
éggt_ This apparently resulted from a selection process in which state
officials nominated people and the screening of applicants was affected by
geographic and other representation as well as the app]icant s,heed and
desire for the training. The Institute material spelled out the criteria
i to be used for nomination (see page § in the narrative report) but there
may have been people noaminated who did not meet the criteria.’ One partici-
pant listed the selection process; "whi ch appeared to be political” as the
least effective aspect of the Institute Some participants.did not see'the
" Institute as relevant to their needs others felt no commitment to carrying
" out a plan or prdducing a model. awhat s more, the instructional teams and
the staff constantly had to struggle to meet differing‘perceptions and
wide]y varying heeds for subject scope and depth

]
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"'Tﬁis problem was particularly apparent at the Bas{cs Workshop,
the oniy activity in which all 41 participants tobk part. The total
group was too diverse and too unwieldy for effective group decision-
making. Several participants commente& on evaluation forms that the
Basics Workshop group should have been d1v1ded by dimensions of more
or less experience and more or less committed to doing. the work. The
_highly expe{\\nced were bored because they felt the material was aimed
itoo low; the less exper1enced were sometimes lost because they lacked
def1n1t1ons a grasp of the Instityte s purpose, and clear goals.

B. Program désign not flexible enough to meet'divergent needs
The Institute proposal included both goals and means, or specified
. activities, by which the goals were to be achieved. Over-all results
might have been more positive if the staff had been able to design the
training means after becoming acquainted with the participants and
conducting a problem census based on real needs of real people réther
than projected needs (even though these were based on highly educated
guesses and much specific information from'and about the participants.)
This problem was somewhat counteracted by the use of the Delphi to pin-
point needs, telephone calls from resource people, and by the Problem-
Salving Clinics which provided opportunities for 1nd1v1dua1 attention.
But these occurred after the Mini-Workshop and the Basics Workshop,
which suffered from trying to be all things to all people.

Fourteen participants complained about some aspect of the
Basics Morkshbp. It was too large a group; too loosely structured; too
theoretical; and did not provide for varying levels of knowledge. The
staff made valiant efforts to engage the participants in the planning
process but met with strong,resistance. Had the Basics Workshop design
been more flexible, it might have been possible to better meet both the
participants’ expectations and their divergent staff development needs.
The comment was made in person and on evaluation forms that "the staff
'keeps asking our opinions but they aren't listening to us when we say
we don't want t6 make that decision."”
D C. Inter-staff communication Although communication and
coordination-were generally e ent, there, were some troublesome
spots caused by the facts that all staff were part-time, no one person

had all the information, and secretarial staff changes occuyred at a
N ( ‘»
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crucial time in the Inst?tute schedule. 'MaQy communications had to be——

sent over long distances and channeled through many different people, with
«inevitable changes and losses in translation. Two eishgles of problems:

1) a resource person at a ﬁ;BBlem-Solving Clinic had received the im-

pression that being the "team leader” meant on]y-the'person who initiated

the conference call among the group of resource people; she found out on

arrival that much more was expected from a team leader; 2) the role of

the IAT was not clear at the Problem-Solving Clinics and, as a result,

this resource was not as effect1ve1y used as it had been at the Basics

Workshop. ‘

EVALUATION OF SPECIFIC ACTIVITIES

A. Mini Workshop As the opening activity, ihis workshop prévided
an important basis which was well received by some. In general, it was
attended by too few (22) Qﬁd tdo few participants or staff realized its
importance to the over-all Institute and to the development of a n?Qgs
assessment. The tape, which was supposed to update those who did not

. dttend, was of poor quality and did not get around to everyone before
the Basics Workshop. Commentg” from participants were mixed: "It provided

no workable tools and put everyone behind at the Basics worksho? "1t J

-

showed the importance of needs assessment and staff deve]upment "Learned
some good -beckniques and ideas.’ ' 2 \\\\ '

B. Basics Workshop Despite the comp]aints about ‘the Basics
Norkshoﬁ discussed earlier, there wery 50 comments reporting improved
competencies. Most often mentioned were goals and objectives analysis
(8), developing plan cohponents (8), and evaluation (5). . In general,
the open-ended discussions in which the staff tried to involve the learners
in the educational planniﬂg, caused frustrations and a sense of time-
wastinq Only one participant mentioned 1 w?iting that he riw?gnized
that the method was part of the message, but this rea]ization as
mentioned by others in 1nd1v1dua1 interviews.

C. Problem- Solving Clinics This was considered the most
successful aspect of the Institute by at least seven people who attended
a Clinic. The individual interviews with resource people and the
opportunity to work in smaller groups were well received. Group size

_continued to be a problem, however. The original plan to have three .

R0
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clinics of approximately the same size had to be abandoned when one
announced clinic site and date did not attract enough people. As a
~result, the Denver Clinic was "too small (8), to conduct a variety of
activities and the Port1and”C1inic was too large (21), for the intensive,
specialized attention many participants had hoped for., u

For the purpose of verification the evaluator attempted to
call all of the 8 people who indicated ahead of time that they did not
"p]an to attend a Problem-Solving Clinic. (Two others who planned to
attend did not arrive.) The six people she reached gave lack of travel
funds (3), schedu1e conflicts (2}, and changed jobs (2), as the
,principal reasons. One person had not understood two trips were necessary
and one said she had planned to go to the Clinic that was gance]]ed but
wou]dn t make the effort to go to one of the others cause the Basics
Workshop (except for after hours sessions) had not JS:n helpful.
P e

e EVALUATION OF EVALUATION DESIGN AND METHODS

For fear of leaving out something that might later be perceived
to be important, the eva1uator tried to cover too-much. Much valuable
data is available for study and many interesting correlations could be
made -- but "they will have to be studied by someone else at some other
time. : .

The evaluator. was, pleased with the Tong 1ist of measurable
outcomes deve1oped in cooperatfon with the Associate Director and the
IAT at their Salt Lake City meeting. Unfortunately, most of thesz
outcomes.were not measureable within the Institute time frame and N
resources. , ,
Hindsight reveals that it wou]d have been better to se]ect " op
a few measyreable outcomes and deve]op them in depth. The smattering
approach is interesting bud not as valid for, research purposes. There
is also less risk of 1rritating your study population if there are fewer
and shorter instruments The eva]uatpr would also recommend, if possible, :
that future evaluators, be a part of the goal and objective formulations ’
and even the proposa1iwriting in order” to have a more ‘complete under-
standing of expectations and what kigds of evaluations are most.needed
and most ‘feasibte. ’

\. . "2] - \ ' ) (.
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Evaluation was seen by instructional teams, sta;f and participants
"g.;n integral and important part of the Institute and of the participants'
learning. Time to fill in forms and discuss evaluat1on problems was built in
to the design. These factors made the assignment easier and more comfortable.
Another weakness in the evaluation process was the reliance bn what
would inev1tab1y be incomplete returns for the over-all evaluation. Although
the return rate was more than sufficient to be valid (79.4%), those who neg-
lected to return‘the form are a disturbing unknown. Had they’all responded
either positively or negatively, the results might have been signiftcantly
different. ) ’
Gnehblace where more complete participant data might have he]ped
the staff-and resource people better develop .a flexible plan that cou]d
have accommodated thepw1de diversity among participants' skills and needs
was before the Basics Workshop. Two problems occurred. Many partic1pant§
had not returned the initial profile survey and the tabulation was delay 4
until all forms cou]d be obtained at registrat1on. But the more serious

had not yet grasped the importance of her role as an 1ntegra1 part of t
process. If she had, she would have recognized the need for and provi
as much information as was available to the staff sqthat it could hav
been used earlier in proéram‘p]anning.

; _ j

RF OMMENDATION FOR FOLLOW-UP EVALUATIOM

As has been stated previously, the real test of whether the Institut
made a difference to its participants, their colleagues or their clients, and
whether the Institute achieved all or part of its objectives must come at a /
later date when plans have had time for development and implementation. Only

“the first ripple has been felt so far.
A later, in-depth study shou]d be of real benefit to both USOE and

WICHE (and the State Libraries and other system involved). The fol]owing ‘
recommendations include suggestions made by Instiitute participants.




- PLAN FOR FOLLOW-UP EVALUATION  °

= - Begin six months later (Jaguary, 1977) .

Plan to report within one year (July, ¥977)

'A. Contact Institute participants =

‘1. Get details of staff developmeént plans and -
programs.; including evaIuatio;nénQ~cfitiques

Get copies of plans, models used \
Get copies of budgets covering staff development
for previous as well as curfent_year )
Survey partic1pants on later perceptions of :
institute's use and 1anuence,nas well as’ ‘

-

NG 3.

competencies they wished the Institute, ad
helped them acquire.
Ask for samples of "networking" wheﬂe peopie
. " . other than participants have been invgived
Design other questions to elicit data on

/N N

4

V.

. ? ’specific Institute obJectives and measureable
o " outcomes (see Page 3).
............. Minimal Plan_to Here ' _ _ - .l _____ ...
7. Get suggestions for others to survey (such as
adminiggrators coIIeagues staff, tibrary users)
, . 8. Get suggestions on'what questions t? ask these
3 a " other people. ‘
\. B. Contact administggtcﬁs of Institute participants
. 7‘_ \Y : - 1. Ask if Institute made a differtncé in competence,
' - understanding, attitude.of Institute participant.
: 2. Ask for specific examplés of sﬁaff deveiopment
r oD/ . * prograns, plans. .. SR .
‘ ) ' . 3. Ask for recommendations on how another Institute
‘e . could be improved. | ’
" . A Ask for suggestiens on who else to survey ..
v vt S _23-
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C. Gontact representative individuafg suggestéd by

v participants and admintstrators.

' 1. Survey for percejved changes jn partfcipantsf
competence, improved relations and 1library
seryice and increased staff development activity.

2, Ask\for'suggest$ons on other people who might .

" have relevant informatioﬂ.

3. Survey additional sources.

, Method : - [ ‘
{ Most of this plan could Bg'implemented;by mail with'fq]]ow-up
) ¢ telephone calls. The data would be more accurate and complete, however,
if stte visits could be made and personal interviews conducted for at
least a cross-seciion sample. _
As a final step, the draft report should be circulated to

Instjtute participants and their administrators for reactions and K
suggestions. - ’ ) o
L]
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PART 111 CONCLUSIONS, IMPLICATIONS AND RECGMHENDATIONS BY BARBARA CONROY

Although the Institute staff felt general satisfaction at the
degree of success apparently achieved through the Institute, an in-depth
discussion at the close of the project identified and exp}ored the major

" fact6rs which qualified the measure of success accamplished. This section
of the Final Report briefly describes these factors -- outlining the situa-
tion, identifying the possiblescauses and presenting alternasives which
might have provided remedies. Thus,.this section pryvides not only an

" analysis odf this experience but also caveats and re:Ehmendatidns useful
to others who might wish to adapt or adopt or further %his Institute.

‘The wide diversit} of Qarticipants. ”Tﬁroughou:Q‘he Institute
the participant group présgnted an unusually wide\range'of dfversé interdst,
ability, and commitment. This fact impacted the educational design and
effectivenss, particularly since the instructional teams and Institute
staff were attemptiné to meet the'neéas of mogj%bartiéipant§\ Written
and oral Institute communication was also affected as it became apparent
that some participants evidenced a consistent quick grasp of information
and others showed an equally consistent lack of understanding, interest or

motivation. Participant response to needs assessment and evaluatibn pro-
cesses revealed the diversity as did participant utilization of available

resources. , . £

" Several possible causes of this situation can be identified. A
major cause was the participant setection procedure used:\ The initial
se]ectiod of nominees was made ‘hy the state library 'agency in each state.
Wijth two;e%cébtions, a se1f;sg1ection process was,_ then 1nL1ted from those
n 1nated ﬁndividualsuﬁad a final gelection from among thosy, responding
n mineesf as made by the Institute staff. The nomi&at?ons handled by -

" edch staf ageﬁcyAmgy haye serveq to nominate logigél nrganizational
choices g'ther than highly interested .individuals and may_have been on)/,
the basis,of additional or conflfcting criteria from those designated by
tge Ins R ute.} At the time, %his meahs of selection seemed to be the ‘
m?st sagyffacfory Qne in view of tﬁq s@ahdgrd institutional policies of the
grantee and the late notification of the grant award which created a

difficu)? time bind at %he beginning of the Instityte, In the long

. . oy \ .
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-than would have been ordinarily expected in such an

run, this choice may haye been expedient rather than effective in identifying
those individuals most interested in making full use of the Institute
program. It may have bought political and institutional support for the
Institute at the price of including learners with high interest and moti-
vation to be involved.

Other causes can also be identified for creating greater diversity

Q\institute. The dif-

ferences in skills and understanding of professional concerns varies from
state to state and this Institute included most of the western states,
not all of which evidence active leadership and participation at the state
level.» The semantic difficulties and heightened conceptua] differences
point to another possible cause for participant d1vers1ty~wr the lack of-a
commog.ground of understanding in librarianship about what staff develop-
ment is and just how it should be implemented.

The lack of adequate flexibility in program design. The original
program design did not anticipate this diversitj‘ An assumption was
made and held that this group was more know]eqieable and able than was

true, as well as that the designation of "RaTt cipant" implied commitment.

Throughodt the Institute, each training acti
strong content emphasis in a minimum amount of time. There was little e
focus on developing participant consc1ousness of process -- the process
of learning, the process of sharlng, the process of ision making.
For highly motivated and self-directed learners wi;h some interest and -/)
background, the design may have been .apporpriate, but with a group of such
diverse nature, some, people were evidently bypassed. . N

Major strengths sought through this design were the learning/:
applying sequence, the interim reinforcement thr8ughout the Institute,
the utilization of a large number of practioner/instructors. These
strengths were diffused by the logistical and financial Bifficu]ties in-
curred by the participants in bringing the participant group together
over such a wide geographic area, by the low involvement of some partici-
pants ;Rb were not strongly motivaﬁéd or comnitted to the Institute ob-
jectives and by the wide range of diverse interests and abilities even
within the area of staff develppment. '

The initial training activity, a half-day Mini-Workshop hoped
to capitalize on expected participant travel to the American Library

,? ' o -26-
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Association conference in San Francisco, ~Only 22 participants attended.
Bue to the lack of full attendance and adequate time, the Mini-Workshop
was a weak start for the program, which intensified the difficulties
caused by the diversity of the group. Autio;tapes were an attempt to
help non-attendees “catch up" but the quality of the tdpes was poor
and their circulation 1imited, Although a- brief orientation to the
Institute purpose, schedule and expectations took  place, no time was

. taken-to get an in- depth reading on the participants as a group" The

1nitia1 basic assumption a6out part1C1pant interest, ability and ommit-
ment continued to influence Institute communication and decision-m king

. The wide range of participant interest, ability, and commityent .,
was not\seen until the Basics Workshop, which consisted of four‘deyS‘of
training .five months after the Mini-Workshop. The Cl1
real attempt to respond to the diverse and individual feeds of the parti-
cipants. The effectiveness at that point was hampe\;d by participant \
registration which indicated the feasibility of on]y\two of the three ‘
CI\piCS‘Qriginain planned, Registration was 1ight For the first Clinic \\
and heavy for the second. This limited the participa \1nterchange for
the former and 11mited avai]abiIity of personalized help\from instructional -

team members for the latter. -
An earlier and more thorough acquaintance of the Ins itute staff

with the participant group would have provided a reading of tneir diver-
sity that was not supp]ied through applications, correspondence, “and
written materials. Thet reading might have prompted selecting more.qr’
different instructional staff, increasing thé length of time spent at\the
Basics Workshop, toncentrating Iéarning about basic processes, as we]I
as the content of what is essentiaﬂ to have for staff development.
Inadequate inter-staff bommunication‘ The decision to sub:§:ntract
the Institute was based on the lack of in- house capability to implement
Institute program and the projectEd time and skills ‘requirements of
Institute. One consequencé of this decision was the extra time an
eqergy needad to assure desired and nec&s5ary 1inkages yith the Prograp’
Director. Meshing travel scheduIes, the ebb and f]ow of Institute work-"
1¢ad, changes in vital secretariaI staff, in addition to the need to meet ' \
program needs as well as Institute needs inCreased'the time needed for

cs were the first

v

c0mmunications and decision—making Init481 decisions were often a]tered \

™ f
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bylater information, but not fully communicated to those who needed the
information. Careful communication was required, but was often confounded
by the difficulties of meshing staf} schedules so that timely decisions -
could be made and communicated. Utilization of regu]ar Continuing Educa-
tion and Library Resources Program personne] would have provided more

on- s1te availability, Consistent support staff would have added to on-
site strength and accessibility, as well as providing a sound base df

task assignment and basic understanding throughoyt the Institute.

Recommendations

.. The final products of the Institute participants and staff (see
Appendices A-C) and the evaluation data (see Part II) 1nd1qate that a
great deal did get accomplished as a result of the Inst1tute‘ Several ,
follow-through actions are recommended to strengthen and back-up. fhese
accomplishments with this Institute group:
® Continued acceﬁs to problem-solving help f&k those R
imptementing models :-- perhaps through resource people
~-or matérials in response to participant-identified
needs. : .
‘0 Development of 1oc§J staff development talent bgnks
at the state level, which could supply communications
and/or consultant help..
e Continue the pub]icati%n of the Staff Development
| Inforimation Exchange as a communication vehicle among
participants and beyond that group.. .
o Implement the Evaluation fbllow-up recommended by the
) Institute Evaluator. T
Other ideas may occur to participants themseives or to readers of this
Final Report,. Initiative and_ implementation are encouraged.
For others seeking to develop a similar learning sequence for
achieving similar objectives, the following recommendations should be )
) serious]y considered as adaptations to the model of the Institute T
described in this report. These recommendations are based on the Tearn{ngs .
of the Institute staff and the evaluation findings: . ' -
& Select participants on the level of ipdividual commit-
. ment and ‘motivation, as well as organizational relevance
L A and need, -
-28-
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. e Gxtend the periqd of the Institute to two years if a
'similar learning/application sequence is to be in~
cluded,. . '

® Assure that the Mini-Workshop includes an initial orienta-
tiqn and sharing of expectation, an emphasis on- pro~
- cess, as well as content, pfobab]y over a two-day period.
® Prolong the@asics Workshop to a full week with more time
T, spent on individual action plan development and one-to-one
consulting during the week, z
¢ Spread the Praoblem-Solving Clinic over’a three- or four- \\
\l month period and base the Clinics on needs 1dent1f1ed

earlier and more clearly,

¢ In addition to da11y living stipends, include travel stipend
) for each activity for each participant.
These recommendations are suggested on the basis of what was learned in thys
partitd]ar expefience with these particular individuals and may not be
applicable to another group, another time, and another place. But, they
need to be seriously considered before successful rgplication could be
expected, , . \
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Library-Media Education.
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Missoula, MT 59801 .
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ANALYSIS OF PARTICIPANTS AND THE TYPE OF ORGANIZATION FROM WHICH THEY COME

D N OO T B W N
...‘...

Total No. Sté‘te
of Participant® Agenty  Public. Academic _ School
nomaske |1 ] 1
. ‘ Arizona 3‘ | '] 2
California 3 " 1 1
Colorado 3 ! 7 1 1 1
Idaho 4 2 2 '
Kansas - 2 ~ 2 -
Montana 4 1 2 1 1
Nev?da, " 4 1 2 1
Oregon -5 3 2 Y
10. South Dakota 4 1 2 1
11. Washington 5 1 3 1
12. Wyoming 2 1 1 —
40 7 18 13 -] 3
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WICHE/USOE . INSTITUTE FOR TRAINING ‘IN STAFF DEVELOPHENT y TN

4

/ NSTITUTE STAFF©

Maryann Duggan, Institute Director, was responsible for the overall
conduct of the Institute, providing guidance and consultation to.
assure congruence with other wICHE_Library Program components, function-
ing at the level of policy-making apd priority-setting rather than
impTementation During 1975-1976, Ms. Duggan was Director of the -
" WICHE Continuing Education and Library Resources Program

R

i , v
Barbara Conroy,tAssoc1ate Institute Director, was responsible for the
coordination and jmplementation of the Institute, designing and

, supervising the communication links, coordirating faculty and staff .
p]anning, and providing 1iaison between participants, staff, evaluator
and the libraryvcommunity. Ms. €onroy is a free-lance educationaT
consultant with home/office in Tabernash, CoTorado. -

,‘,, . /

Ann Peckham, Secretary, was responsible for correSpondenc% record-
keeping and general office functions, as well as editing he Staff
Development Irnformation Exchange newsietter, and acting as local
coordinator for the Denwik and Boquen training functions.

(Ms Peckham was preceded by Ms. Flora Bovis—who served the
Institute from June to October, 1975)”' .
) . ’

Barbara Jones, EvaTuator, was respopsible for the evaluation pTah all

feedback reports, the final evaluation report and the formative

evaluation process throughout the Institute. Ms. Jones is Director,

Affirmative Action Program and Associate Professor of Communications, . -
University of,Coiorado Boulder.

A'*************;**** \ \
\
FACULTY AND RESOURCE PERSONS SERVING THE TRAINING \\ =

ACTIVITIES OF THE WICHE/USOE INSTITUTE FOR TRAINING. IN STAFF DEVELOPMENT

Mini- Norkshop, June 28, 1975, San Francisco, California’

 Dr. Lawrence A11en,’Professor, College of Library Science University of .

These individual€ were responsible for preparing and presenting infor-
gation about how to conduct.needs assessment.

/
4

Kentucky Lexington, Kehtucky.

Ms. Barbara Weaver, Regional Administrator, Centra1 ‘Massachusetts

Regional Library System, Worcester, Massachusetts.

/ Y, 2
o / 37
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Basics worksh p, Noyember 4-7, 1975 Boulder, Co]orado

APPENDIX A-2

- These 1nd1v1duais were respon51b1e for the Works focus on the funda-
mental principles of training and development progfams, specific
techniques and materials and integration of affirmatjve action principles.
In addition, they were available to work in & coach-gonsuitant role with
Institute participants t :

) Albert Mershaii Dean of Academic Sefvices, Eastern Michigan University,
’ f Ypsilanti, Michigan

3 Theodore Martin“firmative Action Officer, Community College of Denver,
' “Denver, Colorado.

/ Brooke Sheldon, Doctoral Student, School of Library and Information
; Science, University of Pjttsburgh, Pittsburgh Pennsy]vania

Barbara Weaver, Region Administrator, Central Massachusetts Regional
Library System, Worcegter, Massachusetts.

Problem-So nic, Aprii 8 9, 1976, Denver, Coiorado

A -

These individuals were responsib]e for the Probl olving Clinic which
focused on individual attention to staff deve1op concerns

Carolyn A. Snyder, Personnel Librarian, Indiana University,Libraries,
Indiana University, B]oomington Indiana. )

Travis E. Tyer, Senior Consultant, Iilinois State Library, Springfie]d
ITTinois . . -

Joyce Veenstra, Assistant Personnei Librarian, Co]umbia Univer51ty
Libraries," But]er Library, New. YOrk New York. d )

Prob]em-Soiving Ciinic, April 19—20 1976, Port]and Oregon

‘These individuals weré responsib]e for the Prob]em-Soiving Clinic which
focused on individuaY attention to staff deve]opment concerns.

Audry Ko]b WSACL., S;aff Hashington State. Library, Oiympia washington :
B. J. Mitchel], Asgociate Director, Caiifornia State University Library,
Northﬁridge, Califbrnfa

Roger Parent Librarian, Mercantile Library, New York New York.

) ‘Brooke Sheldon, BOstorai Student, School of Library and Information Science,
y Uhiversity of/Pittsburgh Pittsburgh Pennsylivania. "

~ 4123 | S ~:\\ .
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APPENDIX A-3 »

WESTERN COUNCJL FOR THE WICHE CONTINUING EDUCATION
# AND LIBRARY RESOURCES PROGRAM

The Council serves as the "board" for the WICHE Continuing

. Education and Library Resources Program, setting policies,
approving budgets, recommending action, evaluating performance,
and reviewing staffing. Members of the Western Council co-,
funded the WICHE/USOE Institute for Training in Staff
Development and served in a general advisory capacity ,after
having approved the objectives and intent of this Institute
Regular reports were made to the Western Council on’the
progress, problems, and priarities of the Institute.

*Mr Richard B. Engen, Director, Division of State Libraries, Alaska
State Library, State Capitol Building, Pouch G, Juneau,,Alaska 99801

*Mrs. Marguerite B. Cooley, Director, Department of Library and o
Archives, State Capitol Building, Phoenix, Arizona 85007 ,'//

~._*Mrs.. Ethel Crockett, State Librarian, California State Library,, Box
2037, Sacramento California . 95809

*Ms. Helen M. Mi]]er Staté Librarian, Idaho State Library, 325 W. State
Street, Boise, Idaho 83702 :

. *Mrs. Alma Jacobs, State Librarian Montana State L1brary, 930 East Lynda]e R
s .. . Avenue, Helena, Montana 59601 ; )\-
yj . > .
‘ *Mr. Joseph J. Anderson, State Librarian, Nevada State Library, Larson
P City, Nevada 89701
g; . *Ms. Eloise Ebert State Librarian, Y:egon State Library, Salem, Oregon
: 97310

*Mr. H. Vince Anderson, Director South Dakota State Library Commission,
322 South Fort Street Pierre, South Dakota 57501 .

*Mr. Roderick Swartz State Librarian Washington State Library. Olympia,
Nashington 98504

i
s It

Mr William H. Willtams, State Librarian, Supreme Court & State Library y

J Bui]ding. Cheyenne, Hydhing 82002 . : Sy
/v L. . . ‘ //'
‘ ) . ' /} - i
. —

/ < . r
. " / .
*Current members of the Western Council for the WICHE Continuing Education
and Library Resources ‘Pragram . e
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c \ ‘ APPENDIX A-5
NICHE/USOE INSTITUTE FOR TRAINING IN STAFF DEVELOPMENT
Institute Commun1cat1on

$A

1975 .t

May - .Letters to st%te librarians requesting their’
, mominatians for individuals to be considered for
///applicents.

///4, Informational and invitational letter inciuding
\ e - _application and needs assessment form sent to all
\ o7 ' “nominated individuals.

* June \ Notification of selected applicants, their admin-
LN \ - istrators and state 11bra1,pns

. . N " \Informationalkma111ng on the Mini-Workshop on Needs
Assessment -- faculty, site, time.

e '~ \  Informational mailing and invitation to OE Regional
N Program Officers including Mini-Workshop plans and -
'\ Institute 1ist of participants. Similar mailings’

“sent to state librarians and participants’

/////,// ' administrators .

Materials distributed at Mini- Horkshop Suymmary of
. general methods of need determinatien, Nee?s Assess-
Ny : ' ~ ment Survey Instrument, Formulating ObJect ves.

July~-August Post Mini-Workshop mailing to participants including
-~ : ’ three books: Leonard, Conrqy, Sheldon; participant
$ . 1ist, ‘Reviséd Needs Assessment Survey Instrument,
~ " Staff Development Bibliography; Progress Report #1.

P Distribution of Mini-Workshop audio tapes. .

!
Auﬁﬁst Final selection and preparation of Basics Workshop
' faculty with needs assessment data on participants,
informational material on program.

.. September Correspondence'leading to Institute Advisory Team
VA - meeting to review workshop design and p]an their
/ communication with participants. )

October . Infdrmationa] material -- arrangements faculty, schedule
-- to all participants, admipistrators, state librarians
and Office of Education. Letter to participants included

) request for them to bring; needs assessment information,

| . . _ draft objectives, personal learning goals and supportive

//4, ‘ ! materials, surveys, etc., plus the suggestion for them

*

-41-
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October
(cont'd)

v,
N

. November

N

December
]

(

1976
January
)

‘February

June

for approval.:

to contact their affirmative action officer.
Mailing included the Workshop Way of Learning.

Evaluator sent separate cover letter and
initial form.

Correspondence and conference call used for.
final planning of Bagics Workshop faculty.

Handout materials proyided at the Basics Workshop:
ALA Affirmative Action Informational kit, Action
planning handout. f -

Post-Workshop mailing included Rrogress Report

#2 and Feedback Report #1 (from the evaluator) with
cover letters to participants which urged keeping

a log and requested contributed items for the first
issue of the Staff Development Information Exchange.

Final participant 1ist mailed with the cover letters.
Exp1anétory material about the Delphi method together

with Delphi Round #1 mailed to participants and
state librarians. d : ]

Letter to administrators enqour&ﬁing continued interest.

e
+

S

Staff Development Information Exchange”iééue #1 and.
Delphi Round # 2 with cover 1ettgr:/ T

Delphi Round # 3 with cover 1g§ter

Mailifig to convene Institute Advisory Team pre-Clinic
meeting. ,

Staff Development Information Exchange issue #2 mailed

with:Library Affirmative Action Planning Guidelines (ALA).

Informational ma111n? about the clinics -~ dates and
sites, resource people, registration card and sample
model. - : e

i ; .
Phone interviews dong by resource people with each
registered participant. Conference calls to finalize
staff planning fQ{”Elinics. ' /

)

Progress Report #B/and the final book for ‘participants.

Models reviéwed, edited, returned to original author

Y

Distribution o /Fina1 Report and Modef Book with cover

letter to Offjce of Education, state librarians,

- administrators and participants (accompanied by certi-

ficate of completion .of Institute).

Y
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ATTACHHENT
Institute Feedqack Report #1

Barbara Jones

e 4

Responses from original questionnaire:

participants' profile (as reported)
Minority: _1  Physically handicapped: _2 Veteran: _3
Men: 17  HWomen: 24

Age: 25-35: 16  35-45: 16  45-55: 6  Over 55: 1
S

Some ideas gleaned from individual and group interviews:

"What do you think of the Institute at this point?“
Interesting approach to learnfng. . .Good possibi]ities for change. . .Feeling

good about it. . .It has been good for me, though not what 1 expected. . .
Hope to influence staff t0ward change. . .Wonder where it's going. . .Needs

assessment at San Francjsco was not adequate. . .Frustrated because I didn't
b

understayd about the homework I should have done. . .Too narrow, . Mint
~N

Workshop tapes didn't tell me what I should be doing. . Group/reinforcement
has helped. . .I expected a model I cou]d bufld on. . .First workshep I've

been in where small. group §essiqns were useful,

»

Some resbonses from‘Basics Norkshop Questionnaire:

1. "What were your expectatjons for the Basics Horkshop (BW)?"
/ Predictably, most peop]e expected to learn the techniques of training

and staff development and to develop a program based on needs'assess~

ment. There were other expgttations, hdwever, ranging from "to learn"

to "to be fired yp and 1earﬁ all.! ’

2.' "How well were these expectations met?"

Most people wrote something like "very well," “well," "pretty well,”

and "beyond expectations.” A few put "partially," “poorly,”

B

b

"rot at all," and one said "can't say yet.*

. .
. . - 4 s s
K 43 o "
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"What competenciés did the BW help you improve?" »
Most frequently mentioned.were goal and objectives analysis, . |
developing plan components and eve1uation. '
4. On the question asking for an estimation of progress tj&ard the
ftve Institute goals, there was a wide range of answers (from a
1ittle to a lot) on all five obéectives. It appears that peopIe
‘ thought the most progress was made on Objectives #3 (develop western
regional network) and #5 (meet needs of minorities andjwomen).
5. Most of the people who responded to the questions about aecess
to the-staff and opportunities to participate checked either “"excellent"
or "good." ) § ,
6. Thirty-eight people answered "yes" that they were able to make contact with

(or strengthen reIationships with) co11eagues and three answered "no."

o

7. but two peopIe indicated they would atte another workshop like

///’ the BW; one said "no" and one said "don t know “

i
8. The two questions asking about HICHE s role brought many difﬁerent ///f///
responses but the following were the most frequentIy given: Catalyst

for 1mprov§o resource sharing. . .coordinating network1n§ activities., . .

consuItants\ advisory. . provide resource .persons and materials. . .

distribute ‘nf rmation on the field, perhaps in a newsIetter.
9. A1l but one pers

fe1t more qualified to p1an and implement a Staff.. .
Development Trainin Program’after the BN,

. ,"/ . 3
expect, some sessfons judged most heTpful by some turned up on the . , :\
least helpful 1ist of others. ' |

49 3 O ' O ¢ .
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P.0. Dra ir P. Boulder, Colorado 80302 « (303) 4927310, .
' ‘ \

Western Interstate Library Coordinating Organization N

’ Woestern Interstats Commission for Higher Education
——— an equal OPDOrtuMIty employer —

- —— -~

May 18, 1976

Y, T0: Participant#, hICHE/USOE INSTITUTE FOR TRAINING IN STAFF DEVELOPMENT

FROM: Barbara S. Jones, Institute Evaluator

i
H

SUBJECT: Feedback Report #2 \j} /

Al particiﬁants at the Problem-Solving C11n¢d§~(30 people) were
given a brief Post Basics Workshop questionnaire on w ch to report later
thOughts or developpients. In addition, Post Basics Nzrkshop forms were mailed
to tﬂe 11 people who did-not attend a Clinic; only oq of these forms was

reCﬁ.ved in time be ingluded here. ,

' Fo‘]ow Ag js a summary of the responses:

N P Looling\?ack at the Basics Workshop last November,\have you éhanged / '
| : yqur estimate of iits. value? ) (e /////
\ ; Denver: \ Yesy 3 No: 3 Not sure: 3 ;J v
/ . ' portland: No: 16 Not sure:' 5 \
,,‘ Mai1: | Nor 1 ‘\

{ " s ’

Typical comments: "Don't remember what my original estimate was but T

tﬁ1nk {t was pretty high so I haven't changed it much." "My consciousness

. has been raised." "Now that we are really into a program I see more
opportunities for direct application.”

2. Have you experienced any changes in perceptions or attitudes about the
Basfcs Workshop? .

Denver: Yes: 3 No: 3 Not sure: 3 o
‘ Portland: Yes: 5 No: 14 Not sure: 2 /
" Mafl: No: 1

!

Typical comments: "“Time has mellowed me, plus I have pefceived that
Certain problems came about from sources other than originally thought."”

-45- ;
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Page. 2-
) I had hoped for more than I got." "I worider how épp?icable it was to .
.. our smaller libraries.” “I'm more positive and-optimistic and better
able to apply principles.” .
E '3, wWhat effect did the Basics Workshop have on your Staff Development

Program?
J‘

Typical comments: "Prompted me to get busy; caused me to pay grea1 r

3?"

: -attention to the need for evaluation "More practical, yse o st

. meetings.” “Increased my awareness dnd thus shanged ,Any{ roath ) '
Affirmative Action." “Increased 'recognition o \;hg’%mpn. ce ofis aff
development and the complexities involved.” “Have Held Hoe\half-day.
session and in process: of planning-a series.” "Egg procgss extremely
-helpful." "Caused formulation and administration of Aassessment,//‘
instrument." "Made me less impatient with our progress.” “More thought

to evaluation.” "Made me aware of the things we weren't doing."

How mény contacts with other Institute pa

rtic?panis have yoﬁ had since
the Basics Workshop? ’ .

/,
1

]

7-15

Denver:

s
Portland:
Mail:

Reflecting back on the Basics Workshop now

, what do you wish had bee
- done differently or better? 7

Typ¥cal comments: “I wish there had been more informative presentations.
that presented information compactly; the large discussion sessions were
frustrating." "More specific focus." "More pre-canference contact and.
‘evaluation." - "More actual teaching in the sense of having us work and

be evaluated." "A smaller group would have allowed more- individual
participatfon.” "I wish this had been based on 2 real need as expressed
by me rather than by WICHE." "More orientation for the participants;

I expected more individual attention on developing a_specific plan for
Wy library.® "I %ould 1ike to have participated jn a walk-through of a
successful staff development program, using-actual dafaf“

. A

A

., N8/
y=5

Yoo e
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P.0. Drawer P, Boulder, Colorade 80302 - (303) 492-7310

Western Imterstate Library Coordinating Organization

-

Western Interststs Commission for Highsr Education
80 equa! opportunity empioye

/

TO: Participants, WICHE/USOE INSTITUTE FOR TRAI“ING IN STAFF DEVELOPMENT
FROM: Barbara S. Jones, Instit?ﬁé Evaluator \
SUBJECT: Feedback Report #3 }

/ o
" Here are some of the responses from the evaluat1on§'of the Problem-Solving
Clinfcs. Thirty people completed questionnaires, at least in part. ’

1. What competepcies did the P-SC heip you improve?

The most often mentioned at the Denver Clinic were planning techniques,
need for involvement of others and help in group processes. Top ranked
at the Portiand Ciinic were techniques for change and evaluation,
planning, communication and group interaction.

¢

2. . Do you feel more qualified to plan and impiement a Staff Development
Training Program? .,

At Denver there were 7 yes and 0 no answers. At Portland, 15 sa's s
and 5 said ne. . . .

3.‘ flow effective was the P-SC training design or format?

"At\Denver 2 said excellent and 6 said good. At Portland the;e were
10 good, -8 fair and 3 poor.

. . 4. How would you evaluatel your access to staff members?’ ‘

At Denver, 2 said excdllent,. 4 said good and 2 said fair. At Portland
there were 8 excelleny, 10 good, 2 fair‘and 1 poor. .

5. How would you evaluatg your opportunities to participate?

At Denver 5 said excdllent and 3 said good. At Portland, 14 said
-excellent, 4 said gopd and 3 said fair.

6. What was qone; if a ythingﬂ which caused you to be less resistant,
. more open and receptive ‘to the Clinic? , i

’( A} . N .
* Some people felt they had been open and receptive all along. The
most frequently mgntioned aspect-at Denver was the smaller siZe.
¢ ! .

.7‘¢ ; 4 5 2 « | | | | ) r
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1

This aspect was also-mentioned favorably at Port1£nd but some people fe
that the Portland Clinic was still too large a group. Other aspects thit
were menrtioned more, than once by the Portland participants: open atmo§phere;
attitude of staff; more contact with resource people; time passed and /.
expectations ]gwerea; and they came better prepared. R

7. People at bdth C1{hics felt. the most progress had been made on Obfective.

#2 (To establish that the staff development function is esseptial to
build and maintain_an efficiént and, effective delivery system for library

services) and the least progress on #5 (To address the specific and unique
needs -of ethnic minoritiés and women in staff development programs. )

. S
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PRELIMINARY DRAFT -- EV:LUATION PLAN
{ HICHE/USOE INSTYTUTE FOR LIBRA Y STAFF DEVELOPMENT

|
f ] , s
.
! ¢
L4 .
‘ - N

| | PHASES OF EVALUATION -- THE "WHAT" TOEVALUATE . -
‘ LHASE 1"  Background information

Design of program . .
MiniWorksho o
Needs assessment

PHASE II Basics Workshop
. Background” information
. . Program design .
‘ Conigl1ting process -

PHASE III - Regfonal Problem-Solving Clinics

PHASE IV QUTCOMES v

Achievement of Institute Goals T

¥ 1. Increased number of and improved qua 1ty of ..taff o
development programs . g

2. “Staff development functions understood: and' accepted. i
amli greater .understanding of personne'l management I
b role . \
A o
‘ . 3. Organization of regiona] network of training and
\ . development personnel begun

/ 4. 'Inﬂuence- of program extended beyond participants .

" / §. Unique nebds of min rities and women 1dent1f1ed and
| addressed ! T

‘ -‘,‘. * B, Participant's Develgm;en\: ( ‘
| - 1 , . ;

v . Personal ' \ :

- ’ h 1. Quality of own needs assessment b . e

. L R '.2. Quality of plan to meet needs “,' o

) - 3. Success in achieving personal -goa]s\

" -g0. : o
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PHASE V

v i

Professiona]
1. Quality of needs assessﬁentq for staff )
2. Quality of inservice training design
3. Program objectives
‘ 4. : Program learning activities
5. Evaluation plan )
6. Quality of sta.ff development

7. Ways -and means of resource sharing
f . '

c. Particiyant'é Organization "

For 1nd1v1dua1
b:‘ For group

. Quality of organizational effectiveness
/ 4, Kind and”quatity of organizationa]* change
5. Role in staff development network

“\/r"

' OVERALL PROCESS, METHQDS

1. Commnication h
"a. Interpersonal '
b. Group ‘
. Among staff ' ‘

Among participants )
' Between and among staff’and pafﬁ\ﬁts
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/7 e '3 - '0
Decision-making and pfﬁblem-solving processes - ' '// ‘ .
. 4
Consulting process throughout
{
Facilities and arrangements e 73 .
Details of mamagement, housekeeping, 1ogistfcs! etc.
Training methods ‘ N .
. . | ,
Training materials . } L
"t # EVALUATION METHODS - THE “HOW® TO EVALUATE . : /
Discussions wjth:-stakf . o .~
participants
1ibrary users Y o
Audio and video tapes - i !
for instant feedback for participants / )
for later replay for in-depth analysis . - '
Instruments . ‘
for reporting from individuals and groups v
and as a basis for group 4nteraction
Example: Questionnaire . LN
Delphi Consensus Forms ] ’
’ ~
Interviews - o - - 1
Observations - _
h 4
Analysis of correspondence and other materials : .
‘ | r~
Additional methods developed ds need arises and \ ‘ \i\

ingpiration strikes ,

:
~— . ~ ’ € : N
-~ . . o )
N ~ *
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(Uséd by the Associate Director and the Institute Advisory Team.)

NAME ‘ ‘

7

On the assumptions (which may or may not be true) that the Institute cannot
expect to be equally successful '#n achieving all of its goals, rank the
following possible goals dccording to the priority you think they should
have: {no ties, please) S )

Rank : ' Goal

1. pPersonal development of Institute participants

‘ 2. Professional development of‘ Institute participants

3. Increased number of and improved quality of staff
development programs

o

.

4. Id'ent'i?ying and.working on the unique needs of
minorities and women
“q .

5. - Improved library service throughout the_ region

6.  Organization of reéionél network of training and -
.development personn¢l .

7. Greater understanding of person;\el management role

[

8.  Improved. or'ganizatic;nal effectiveness

g. Improved staff development in libraries and systems
beyond those represented by pgrticipants

'

14. Development of ways and means for tesqurce sharing

4

over

-52- .
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(Used by the Associate Director and the Institute Advisory Team.)

' N vm 2ot
: N
v i , \\
: 7 ,
Now to asstst in the developpent of criteria for measuring how well these goals

were achieved, please wrife An operational definition for your top five goals.
Inother words, for each of jyour top five goals, answer the question, "I will

know: this goal has been achieved when . . ." “fe are lookiprg for measurable
outcomes so please be as specific as possible in terms of pehavior or someaﬂng,
measurable. ) Co.
Goal Ragked - S
: N
» a \~
1. ¢
ki
/ T ——
i \\ T
2. ' «
. ~ 7

3.
N hl
-
» AN
)
- [ b
! 4
.
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\
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\
»
i
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~
- 4 ~ !
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. N
-
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. "
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Rl | ‘
1 "\ ! -
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| / / _ ‘ REF: Y-1
DEADLINE: 10/29/75

. . . !
AN 9 POSITION:
WORK ‘ADDRESS : : ,
- 21p: PHONE :
’ HOME ADDRESS:
- _ p: PHONE : L
1. Briefly describe1 the scope of your present responsibﬂity (inciude your major
> professional activities, the number of people you superwse etc.) -
! N2 ' ) N
] | | SN . -
. - B {

2. How many staff members are there in the library, agency or system for which
' you are planning a staff development program? ,

’

~—

3. Are you a member of a minority race or. religion? Yes No .
4. Are you physically handicapped? Yes do _ o ) /
5. Are you a veteran of the armed services who served during the Viet Nam °
o era? Yes ..o
- In which age bracket are you? - NN ]
Under 25, 25-35 __ 35-45-_° _ 45-55 __ Over 5% _ Sy
~
7. In rank\order, 143t the three major reasons you appHed to be an Institute
© -participant.
» ~ '
\
8. Are these also your major goals for what yoﬁ\hope to attain from the Institute?
Yes __ No ___ If no, 1ist goals:
7 N ' . ~
9. Are you hoping the Institute will help you ) .
' start a new staff development program e
7 expand an ‘existing staff development program )
.. Othex (explain) . ‘ ‘ -

. i . N
10.  _‘hat do you now view as ‘your prime needs that the Instﬂ{ute can help you meet?
! . o N
; ) . ~ -
b . .

1. On this continuum, ind*cate v0ur~as\ssment of your present oompetence to desiun

o ‘and implement staff developmen rograms i _ J o .
VA C2 3 4 {5~ 6 7
.. Highly ] / . A fo
N . Competent . N 5 9 . Cbnpe%ense ¥ .
- . 4 . > ’ . : \ \ ‘ . .
. ! ~ . e ~ M
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1

! |
|

12. On this continuum, indicate the amount of experience you have had in planning -
and implementing staff develophent programs:

/1 2 3 4 5 | .6 7 /.
i - " Too many programs - \ No experience with
to count ' staff development
| programs
13. How effective has the communication from Institute s{:aff members been so far?
Excellent ___| Good __ Fair __° Poor ___ -Comments: .
14, Hc\m‘useful have the materials.been? Excellent ___ Good __ Fair ___ Poor ___
. Comments:
15. Have yoj completed the-Needs Assessment of your organization. at this time?
. Yes __-'No ___ Comments:
i6. Have you formulated draft objectives for a staff development program at this~&me?
Yes __ o ___Comments: ° .
o o
P 17. .Did you order the tape of the Mini-"lorkshop sessions? Yes No :
’ If ybs, how dseful were the tapes? Excellent __ Good - Fair _ Poor __ -

« If no, why no

N
The last three questions are to be answered only by those who attended the
- Mini-Workshop: ) :

18. What did you learn at the Mini-Norkshop that you didn't know before?

. . i ' ‘\. ’
ot

\

4

19. /\I)n\ihatKays ha\xve you been able to app'ly’ what you learned atthe Mini-Workshop?
i ' ". - | o ’ ‘

#

20. e Looking back no;t at the Mini-Workshop, how could it have ﬁel ped you mr\e{

\
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P.C. Drawer P, Boulder, Colorado 80302 - (303) &AM:3GS3
WICHE/USOE Institute for Training in Staff Development 432-7510

) B + . n .
‘ Wastsra |n“5ﬂ"l Commission fer Higher Educdtion ’ : ~
. - . , [ i .
October 15, 1975 - . , I PR : \
To: W, édwjn Eritkson '
William R, Kinman
. Barbara J. Mauseth ;
.. eneya Van Horne . - ’
\\ ’ From: Barbara Jones, Institute Evaluator
\\ . cem e
—— ~ 4 -
N Members: : :
> > { \\
First, let ™ thank you for your valuable assistance: during your meetings
in Salt Lake City tast month. Both the tape of your discussion and the forms
) were most helpful. ! N
. : ¢ . T~
Second, I wou eciate your comments and reactiéns to the enclosed draft
Evaluation and Calendar, a 11 as the listing of maSug‘eable outcomes for each
of the five principal goals I u could gtve me feedback before the Basics .
Workshop, it would he appreciated. m also enclosing for your information copies -
of my letter and questipnnaire currently being mailed to participants. )
With Barbara Conroj“s Telp, 1 to schedute_at least two meetings with '
you as a group during the Basi¢s Workshop: e subject of one meeting would be
to get your assessment of the Institute's effectiveness and results to date; the
other meeting would be to get your help in designing means of gathering data for
several aspects of the fifal reports 1I'd like this second session to be near the
end of the Basics Workshop so that we can review and prioritize all of the
suggestions gathered from P’artici pants and staff.
" I'm looking forward to seeing the faces that go along with the voices of the :
Salt Lake City tapes. | T R ,
: ‘ -/ N
Sincerely, R ' ’ : L -
N / .. . - /
arbara Jopes . ) . { -
\ Institute Evaluator -
i 8J:FB ° - ' )
, Encl: h’qftﬁEvaluat‘lon and Calendar - ! >
S o Let\sﬁr and questi¥naire mailed to participants ] Y
) S "eCs Wn—,— Institute Direcfor,' . ‘ . Tt
""‘ ‘“.\ N / - - ' \\‘ \ta v * “ ‘\d" . ’ ;:
; o "‘ ' » \ -56- : o : //“ ‘
. ) T /.
'.\\\ ) 61 :// .17
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APPENDIX A-7 s

GOAL #1: 1Increased number of and improved quaiity of staff development programs

. Measureable outcomes:

N
AR How many of the basic concepts provided by the Institute are included in the
participant s staff development‘nqtline?

' 2. Did the participant plan‘and conduct\a needs assessment which yielded
information abeut neéds of staff members, the organization, and the nommUnity7

‘ 3. Did the participant interpret and evaluate the needs assessment information ,
to determine feasibility, to evolve priorities, and .to make decisions con-
cerning the focus of an inservice trainin program? - ,
4, . Did the partfcipant formulate program objectives on the basis of the needs
discovered in the assessment process?

5. Did the participant desiqn a program of learning actdvities to accomplish

the formuTated objectives7 ‘ y \\\
.61 } Did the participant pTan for evaluating the training program7 \\\\\\
7. Did the participant identify prob]ems to ba addvessed at the Problem-Solving <
' C'linics7 : X £~ ~ ‘ AN
N2 How many new staff development programs are, planned.and/or imp1emented in
~ participant’s }ibrary or system (1975~76 pver 1974~ 75)2
AN
p 9. Number nd % of staff members in participant s.library or system who report
T \\§\ greatér fee]ings of adequacy and development.
N
Y evidenge from library users of inCreased Jse and/or satisfaction ‘with
service %R
rv\\\ .
GOAL #2: Improved staff development in libraries and systems beyond those g
///f ‘ represented by participadts
/ t
;, ' ! 7
s ,
. . R \ / . > PR B ’ AN
//// . | Measureable qutcomes: T ' .
. ‘ / //,
1. Number of _requests for outline and model book. i ,“
2. Requests received by participants and training and institute staff members
: for information, help from other libraries.or systems. N
3. Repor s of, staff development programming performed by other wesqern 1i aries
" and systems. . .
4, Any reports of improved orgatiizational effectiveness from or ayé/y other '
1ibraries and systems.,
: 5. How many new staff development programs are planned and/or imf/emented in
,,’ regional 1libraries (1975476 over 1974-75)? '
. // ) [ 1
. / ) . J
\) / K ' '60" !

A

\~

: (;;3 ‘ . [ !i

ih




GOAL #3: Organization of regional network of training and development personfiel

APPENDIX A-7

H .
N . ’ v

. and development of ways and means for sharing staff development resources

Measureable outcomes:

\ \\

. . . . -
1. ‘\\Number of contacts with Institute staff to share ideas or resources, solve

problems, generate new programs.

2. Reported efforts to share information and ideas among participants (numﬁér
of contacts). ’ .
3. Reported communication 1inkages (new ones established, former ones éxpénded
or used more frequently or differently.)
4. Compilation and distribution of tist ‘of competent and trained staff .
. development per qne1 available to other 1ibraries and systems.
e . .
N GOAL #4: Improved individual professional competencies regarding staff development, ,/
( N including greater understanding Sg\tgg personnel management role //
Measureable out/gémes: o \ I - "
1. Participant's own reports of increased competence and confidence 1ﬁ 61ann1ng
staff development for and with others: \ //f /
N N ' /
2. Reports of participants' administrators on increased competence and coﬁ?idenc o
" of participants and impact of staff development on the system. ti)</9
3. Reports of initial and continued satisfaction with the Institute--individdal
professional goals met. ’ ya
4, Participant's ability to design own (individual) persanal and professﬁona1 .
staff development program. ‘ ]
[ . £ .
5. Participant's ability to articulate the value of staff development in own

. , . .
GOAL #5:. Identifying and working on the unique needs of mingrities and women \ .

library,.system or agency. )

, {

/

s

_ Measureable outcomes:

1.

How well the “uniqué needs" are identifigd and met.in needs assessment, outlines




" APPENDIX\A-T )

GOAL #5 (Cont'd

S —— ¥ ~

2.

p N t :

How many staff development programs are‘devotgg exclusively or primarily
to i asing the competenc-ges and confidence ‘of minorities and women now
engaged in 1ibrary work. ‘ ' Lo

/ .

er of new affirmative action programs developed in participants’
Abraries and systems, -~ .

Number of outreach progqrams des{ghed to identify and recruit g@ﬁ‘fig&i '
women and minorities into non-traditional library positions Lpositiopsnot
usually occupied by women and minorities, such as upper levél adminjstrative).

N * ¢
\' . -7'* SRR . / . OO
\ S / \ . S
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- ’

' /

;o

EVALDU I10N: BASICS WORKSHOR " NOVEMBER 7;/1975 ) J

- N

. . \\ ,
: “1. What were your expev}\for the Basics Workshop (BW)? |
N . ’

2. How w&t‘l were these expectetions/fﬂhg? . ' . e

. \ M
3.. Were there an ticip'ated outcomes \p _. tive c%r negative)? “ Explain.

<

1 g

4, What compétencies did thé BW help you improve? -
!

. \\\ / . « < ' " T -

’ - 5. Do you now feel more qualified to plan and implement a St:aff Development: \\
' ) Trdining Progran? Yes No Explain.
L4 B / v B ) .
- . * N ‘ ' ’ . ‘

I3

- 6. Have you devuloped a training program outline? Y\es

o ' 1If no; explain.

’

7. -Indicate how much progress you feel the 1rnsti.tute made toward each of 1ts

. five objectzives during the BW. . i
\ Objective # 1: " To increase the number and 1mpro#e t:he quality of ' - ¢ \\
.. stablished staff development programs within libraries, library .
o " systems, and state rary agefncies in the West, )
- 4
. J1 2 .3 4 5 - 6 7j <
« Little . . A lot of’,
'+ Progress . " . P:og:esé s .
k! X . ) : \
A / ~ Objective #2: To establish that the staff development function is
N essential to build and maintain an efficient and effective delivery
.. 4 p cysten‘: for library services, . .
/Y 2 3 4 5 6 U : - .
. Little A lot of ... ) ’
» _Progress Progress "' . ] ’
. Obj‘eczive #3: To develop the nucleus of a western regional network of library
training and development personnel to assure that inservice staff development
, . efforts, once planned, can be sustained and that new training/programs can be
generated and shared.
» .
/1 2 3 4 5 6 Uy
-« Little , " A lot of
Progress . Progress

S ~63~"




APPENDIX A-7 N

Objective #4: To fncrease the possibility for .influencing library systems
and agencies not directly involved in this Institfute to create new staff

development pro afs or ¢o utilize tested components from the models
developed and dissemina nq by participants of this Institute.
- A2 3 \ 6 1/ S .
°  Little / lot of r
/ Proguu . ogress . .
, Objective # : T addtess the specific and unique needs of ethnl¢ minorities
- T ' and women in st{gf develo#ment programs. .
N ‘
~ ’ -
.1 2 3 & 5 6 1/
, ©/ ' \
/ 8. How would ank the importance of the Institute objectives in térms of
' your St i Development program needs and plans: ‘ N
\ B A ’ Objective - - ,

/ T , | Y

Rank

2 ————

3
¢ 4 /

5 /- (
s Workshop, yﬁich session was the most helpful? Why?"‘" ——

;o
,/ ¢ ‘

N N\ /

| .
/ /S
. 10. which session was least helpful? Why? .

9. Reviewing the Bas

/ L. s .

/ , ,

1/1 Which staff members would you most like to have ifvolved in the Problem—Solving
Clinics? Why? . ,

/ ' |
’
[ . . )
\ .
v N .

®

effective was the Basics Workshop training design or format?
Good Fair

Poor

L 89




3

« R
‘18, How would you rate the housing and meeting facilities?

APPENDIX A-7

14, How would you evaluate your opportunities to(participate?
+ Excellent Good Fair Poor N 2

15, At the Basics Workshop did you make contact with (or strengthen relatioaships
with colleagues from your state o region that will-be helpfull to you?

Yes ___ No __ Commeatst ’ -
4
‘ \

16_.“ As you plan local progrﬁms, what role do you see for WICHE?
., " . v « ' -

’ o
v e a

in the next five years? . .

L4 >

13

N
s
N

Excellent Good* Fair = Poor Commentsy « >
7

v

19. How would you rate the food? .
Excellent Good ( Fair Poor Comments:
¢ i )

- . . e

20. Would you coma to another workshop like this one? o -

Yes ____ No ___ Comments: 5
.( \
[ . / .
\. / 4 \
THANKS FOR YOUR HELP. ¢
Barbars Jones \ . . ’ b ) . t
] ‘ r . 'l,

)

[

A
17, Whnt role do you see WICHE playing in the improvement ?f local libraxy systems/—\

pr3
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;
CoTs POST BASICS WORKSHOP = ‘ EVALUATION
e : © - L il 976 . . -
: S - & '
- NAME
“ N . 4 ﬁ‘
1. 'I.ooking ack at the,Basics Workshop last November, have you .
thanged your estimate of its value?
Yes No Not Sure -~ Comments:
a = .‘ >
2. Have you experjenced any changes in perceptions or attitud :
about the Basits Workshop? P P udes -
Ye§ . No Not Sure Comments : . .
3. ¥hat effect did the Basick Workshop have on your Staff Deve'lopmer{t
Program? Explain. . N
. <
Yy
’(, . 2 . , i
[} - A . 14 - .
4. How many contacts with other [nstitute participants have you: had
. since the Basicg Workshop? ,
- “~ - N N ~ .
| None 1-6 . 7-15 16-25 Over 25
- . . ! /___ ‘ P
é . . N
. .5. Re¥lecting back on the Basics Workshop naw, what do you wish had been
done differently or better? , Explain.
" ) )
4 \ \ . 7 1 . ) N ‘ .

Y-7 ~ S
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|

4 . ‘\

‘ EVALU&Tﬁmm PROBLEM-SOLVING CLINICS ~ April, 1976 '
\ - , . | .
‘ i NAME : ’

1. What were your expectations for the Problem-Solving €1inic (P-SC)?

/

2. How well were these,expectations met? -

!

3. ‘Nere ]here any unant1c1n1;_ed<r&mes {positive or negative)? Ekg]ain.

4. wWhat competencies did the P-SC help you improve? -

5. Do you now feel more qualified to plan and implement a Staff
Development Training Program? Yes ———Ne——Explain. ____

N ' T e
6. Have you developed a training program outiine? Yes No
If no, explain. e ) T

" 7. Indicate (by circling the approx-nr-;ia‘té number) how much pmgﬁss you
feel the Institute made ‘toward each of the five following objectives
_during the P-5C: , - .

-

Objective # 1: To increase the number and improve the quality-of
established staff development programs within 1ibraries, library

-

. systems, and state library agencies in the West. '
‘ /1 2 3 4., 5 6 17/ ‘T
“Little - oo A Tot of
. Progress -~ . « Progress

Objective #2: To establish that the staff developent function is
essential to build and maintain an efficient and effective delivery
system for 1ibrary services. . ’ \

41 2 ' 3 4 5 6 7/
Little . A lot of ' -7
Brogress Progress

o

R . [} - i %
ﬂ%gective #3: To develop the nucleys of a \vlest:ar"?'n~ regional network of
rary training and development personnel to assure that inservice staff

development efforts, once planned, can be sustaingd and’ that new train- s
- ing programs can be generated and shared. ¢ - _—
/12 3 & 5 & 314 . ™ \
Little . ., Alotof . .
. Progress . Progress - . \
~ : . \
‘ \22 .9 ’ - ) . ) ‘ \'\
( ] ) -67~ o
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- - -

Obgective #4: To increase the possibility for influencing library systems

and agencies not directly involved in this Institute to create new staff

_.development programs or to utilize tested components from the models
developed and disseminated by participants of this.Institute.

/1 2 3 &4 5 6 17!
Little . . A 1ot of
Progress . Progress .

o Objective #5:% To address the spagific and unique needs, of ethnic
.. minorities and women in staff deveT\ppmept progtams.
(V2 3 &4 5 & 1/, |

el ¥

Tty s>t -

8. How would yb\: now rank the importance of the Institute objectives in

""’ L " terms of your-Staff Development program needs and plans:

\ ’ Objective Rank

e . e b
\ 2 p———
>~ ~ 3 .-___—_.
4 —

. 5 ’
L 9. Reviewing the P-SC which session was the most helpful? Why?

. 10. Hhi;:h session wasrleast helpful? Why?
, . . ! . .,,’ -
oL 11. Which staff members contributed the most to your learning ahd/or
progress? Why? .

A

12. How effective was the P-SC trai.ning desﬁign or format?
Excellent Good . Fair Poor .

ol

‘L
. Conments: . .

- . ¢
BN

- 134 Hpv; would you evaluate ‘your access to staff t;vembers?

= ; " " vExcellent ~  Good Fair , ~ Poor . : -

73
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‘-3_.

14. How would you evaluate your opportunities to participate?

Excellent Good Fair Poor

15. At the P-SC did you make contact with (or strengthen relationships
with) colleagues from your state or region that will be helpful to

you? ’
H
Yes No Comments:
H4
»
\ 16. How would you raté. the housing and meeting facilities?

»L/\\Excenent Good Fair Poor Comments: .

17. How would you rate the food?

. . Excellent- Good ’,Fair Poor ~ . Comments:

18. Would you gome to another Clinic 1ike this one?.

. Yes No Comments: . ° . L. K

’ v

19. What was done, if anything, which caused you. to be less resistant, '
more open and receptive to the Clinic?

N o

7 . -
THANKS FOR YOUR HELP. .
Qar;bara Jones ) . "

-
< »
A

74 .

269~ -




e /
INAL OVER-ALL EVALUATION . INSTITUTE FOR TRAINING IN STAFF DEVELOPMENT
NAME : N
\n N ) ) P
1. How would yqu rate the Institute over-all? (Circle one number please.)
T 2 3 4 5 6 7 :
Very Somewhat No T -
Helpful Useful Help
Comments: ' '
2. What was the most effective aépecr Why?' ‘
¢ L
3. What was the least effective aspect? Why? .
4, Please make any comments which you have not been able to méke on
questionnaires or in our 1n\terview: . i
5. Any more thoughts on how a fol'low-t;p‘evaluation ‘could be conducted? ‘ )

6. Anything else?

3

- !
1

To be included in the Final Report, this must be returmed by May 25.
f

A Thanks for all your help. R - .
K I
Barb Jones ' ‘ ,
i ) ' .
!’ Ay
0
) 5. c _




£%

| ,////////////«j APP" NDIX A-7
» ) . q

PARTICIPANT INTERVIEWS April, 1976 )

Name:[i - .Location:

].

7.

9.

back home

L ¥ : - . o

.
N

9
What bugs you most about your back-home situation?

/

-/

" )
What is your back-home environment like?

.\

Where are you in relation to your back-home situation? Plans? Goals?
L i ' \K%

Where are you in relation to the Institute? What do you think of
it over-all? ) ‘

v

To help me withdévthating the Institute, what should I ask you?

]

What recommendationzfgpu]d you give me so I can do a better job
of evaluation?

I'11 need some ways to measure the results of the Institute in your
back-home situation. HoYﬁihggld,% do that? How will you help me? '

1

How do you pian to conduct an evatwition of your staff development
program?\ . .

9

How will ¥0u know if the Institute helped you achfeve your goals

o I
% . . T




APPENDIX B
PRINTED TOOLS AND PRODUCTS FROM
THE WICHEUSOE INSTITUTE FOR
TRAINING IN STAFE DEVELOEMENT )
. , ’ . e
/ © T1975-76 \ .
Page

B-1. Bibliography. . . . . .. A <
B-2. Workshop Way of Learr?ing ......... 80
B-3. Needs Assessment for Staff Deve1opment 82
B-4. Action PYanming Outline . . . . . .. . . 87
,B-5.  Program Planning Outline. . . . . s e 99

-

/
ki

1

Forms used for the Institute Evaluation process may “be
found in Appendix A-6, page 43. .

Note: The Evaluation Instruments in. Appendix
A could also be adapted for-use in other
situations. .

J




| APPENDIX B-1
.(This bibliography was provided to each participant following
e Needs Assessment Mini-Workshop in June, 1975, as a basis
or following their individual interests and needs.)

e

WICHE/USOE INSTITUTE FOR TRAINING IN STAEF DEVELOPMENT-

o

. - c Bibliography . -
- . t . . N
An initial bibliography of selected general titles:

v

American Society for Training and Development, Inc., Professional
Development Manual. Madison, WI., American Society for Trainin

and Development, Inc., 1974. ) ‘

A guide to assist those interested in increasing their under- ’
standing of the trainer*s vole and resources helpful in .the trainen's
_personal development. Designed for those involved in-training and
development profession. T

Burke, W., Warner and:Richard Beckhard, eds. Conferefice Plannind,
2nd ed. Washington, D. C., NTL Institute for Applied B avioral
Science, 1970. . A\

A guide to‘p1anning'and conducting effective conferences for
- diverSe purposes. '

. 5, .o
*Chabotar, Kent J. and Lawrence J. Lad. Evaluation Guidelines for
Training Programs. East Lansing, MI., Public Administration
Programs, Michigan State University; 1974., .

Guidelines for state and local trainers- and administrators on the

most beneficial approaches for evaluating specific types of training
programs, given the many complexities and limitations “involved in

performing .useful évaluations in real-world settings. ER

*Conroy, Barbara, Staff Development ahd Continuing Education Programs
‘for Library Personnel: Guidelines and Criteria. -Boulder, CO.,
. WICHE, 1974. (Also availqbig through ERIC). .o

‘ Bridf but comprehgnéive tdol §QVering,p1a241ng, 1mp1ement§ng
i d evalyating staff development and continuing education programs

r‘1ibrary personnel. This book s Mo longey available.through WIGHE.

s

€ontinuing Library and Information Science ducation. National Commission
.~ T - on Libraries and Information Science/ Washington, D. C., G. P. 0., " .
1974 (Also published by American So€iety for Information Sciente). =~ ' .

Becomménded by the National Compisgion the Continu%ﬁg Library -—‘*,
Education Network Exchange (CLENE) Mopes to provide c?nyinutng professional

a "y

~ o * - v i ¢ o . : * N
o : L 78 v . ' :
Q Lo . -/:—73- L i ' C,

" . . 4
- ‘-“ Al *
B <
o . / . . 1
- { . . N .
Pruiext providod oy eric [ N b . K .
. \ .

. w Co o~

LI




.

. Davis, Larry Nolan and Earl McCallon Ph. D.” P1

'Engel Herbert M. Handbook of Creative Learping Exercises. Houston, Tx ’

in a group setting L . . .

/ - . p l. 4 |
APPENDIX B-1 | o o /
A‘ ' s | / . R .
edUCation opportunities for librarians. Mytch basit information is, in€luded

which would assist planners of training programs in areas such as needed
content, preferred modes of learning, and motivatﬁons for continuing

' education. i

Craig, Robert L. and Lester R. Bittle, eds. Training and Uevelopment : .
Handbook N. Y., McGraw Hi11. Book: Company, l967 T 1 3

/
The purpose 6? this book is to provide’a broad reference source for .
those responsible for developing human resources in any organization.
It illustrates the status of the overall practice of training and develop- -
ment as well as specific techniques to be used in developthg training
programs. e -

Conducting,
. Evaluating NOrkshops Aystin, Tx , Learn g‘Concepts, 1972.

A complete, oncise guide to adult eddcation’ activities beginning _
with a simplified suryey of adult learnihg theory, the book moves step
by careful step throGgh the workshop process, from the earliest planning |
stage to the final evaluation , e
Denova, Charle{/_i Establishing a Training Function. Englewood Cliffs, )
N. J., Educational Technology Publications, 19/l v |

A basic guide to the problems of training” in contemporary business

* and industry Covers administrative and organizational requirements

for a sound, training function, basit aspects of the psycholaogy of . -
teaching and learning, and evaluation of results 1in training . S

Gulf Publishing Company, 1973.

For the "inside" trainer, this book describes the selection and design
of experiential learning exercises to be used in training activities. All
the materiul in this book is geared to involve the participants directly
and intensely in the training process. .

Gorman, Alfred H. Teachers and Learners, the Interactive Process of -
Education Boston, MA., Allyn and’Bacon, 51969 R . ‘ &;

For teachers who wish to improve the interagtive behavior in the .
clas§room. The autfior builds on the basic assumption that effective :
teaching and learning is.a process of communication among individuals

Grabowski, Stanley M ‘ed. Adult Learning and Instructionl Syracuse, Ni Y.,

ERIC Clearinghouse on Adult Education, 1970. .

.An excellent collection of papers which discuss adult learning,
instructional theory, and related issues in research and practice.

.8
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Inga]]s John D{ and Joseph M; Arceri. A Trainers Guide to Andragogy.
Washington{ D. C., G. P 0., 1972. , '

. A guide 'to new cbncepts and techniques ‘in the field of adult
education with particular emphasis on part1f1pat1ve educational
techniques. .

. A\l

\

3 Johnson, "Stuars R. JLd Rita B. Johnson. Deve]oping Individualized
/ Instructional Material. Palo Alto, CA., Westinghouse Learning
Press, 1970. |, _ ; L /
|

- The overal] purpose of this book is td assist teachers to hmprove
the effectiveness of their 1nst<oction with the learners' needs as

the prime consideration. o ////
L] Ve

. : : |
Kidd, J. R. How Adults Learn. %:vised ed., N. Y., Associatioq Press,
1973,

The author's purpose is to integrate 1deas, theories and xperience
_ that will assist practitioners’ in adult education to better un erstand
s the adult Tearner as well as the process of adu]t learning l

Klevins, Chester, ed. Materials and Methods in Adult Educatio
N. ¥., Klevens PubTications, Inc., 1972.

implementation in the field of adult education. The main thru t of
the book is as an aid .to the teacher of adults in both formal
informal .settings and at both pre-seryice agd in-service stage of
professional development. '

Describes a wide range of diverse viéws on learning theory and
‘ /
o

Knowles, "Malcolm S. The Modern Practice of Adult Education. '; Y.,
- . . Assoc1atioh Press, 1970.

r

Serves as a basic and comprehensive guide in plann1ng educational
activities involving adults. Practical handbook non technica
- language, straightforward approach. o

AL Kozol1l, Charles E. and Curtis Ulmer, eds. In-Service Tradnin :
Cd thlosophy, Processes and Operationa] T‘Ehniques Englewood
: C1iffs N; J., Prentice- Ha11 1972

w .

‘ A guide for the administrator or program planner on what to look
for when Anstituting a staff deve1opment program’ and how ‘to ensure
a successful outcome

‘Kozol1, Charles E. Staff Development in Organizations Cost Eve1uat10n
Manua1 for Managers and Trainers. Reading, Ma. ,“Addison-NESIey,

978, - - P
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¢  APPENDIX B-1 | |
The authqr/g;monstrates that, staff growth in any. organization is more
effective, more economical, and ere acceptable to trainees if it is\part
of a system managed largely by in-house personnel. Also includes pragtical
guideltggs and a variety of training techniques; with suggestions for putting
theory hto practice. C ' «

. *Leonard, Edwin C. Aséegsmenﬁ of TrainﬂnglNAedﬁ. East Lansing, MI,
,Pub]ic;Administratfﬁn,PﬁogramsL Mich¥gan State University, 1974.
/ [ - .

Pulls togéther basic méthodology‘on»'éédé assessmént in a systematize

format and a single source. Includes 1ins rumest and extensive bibliography: -

'.\ '

Lynton, Rolf P, and Udai Pareek. Trainidgﬁand evelg ﬁént. Homewood ,
‘p]., Irwin, 1967. N ] . :
Describes how to set\up and maintain a traini g fprogram-- ‘the basic f

concepts, strategies and methods of training. Pri 7 ples are drawn from

experience. oo . ,

Mager, Rbberf F. Preparing Instructional ‘Objectives. 2nd ed., Palo Alto, /'

Ca., Fearon Publishers, 1975. . ’ //

: [ . ¢ ’
A programmed text which assists the reader to formulate specifiy/w/’
objectives to.guide the devélopment of training activities. - .

.. Mager, Robert F. Developing.Attitude Toward Learning. Palo A]tov Ca.,
' ‘Fearson Publications, 1968.. - /
A guide for teachers oh how to recognizé behaviors they can use °
as evidence of -favorable attitude in students. . Describes three pringiplés
and techniques they can .apply to help students be more favorably disposed
toward their subjeets of study, and offers a_way of measuring success.

et <

Mager., Robert F. ﬁeasuring Instructional Intent. Belmontf\Ca.,“Fearon )
Publishers, 1973. Lo R | BTN

. \ \ : T ‘ -

K book designed for those who"want to know héijell their ipstruction
works and how to develop the basic tools with which to measure instructional
intent. PR g

¥

Mager, Robert F. and Peter Pipe. Analyzing Performance-Problems, Belmont, ’
" Ca..,Fearon Publishers, 1970. B N
L A.procedure for*analyzing and 1dent1fy1ngfthe nature and cdhse 6f
Lo performance problems, and a method, via a quick-reference qhetk1ist,l
to.determine which- solution fs most 1ikely to work, Lo e

McCal]dn, Earl.' Workshop Evaluation System Manual. Austin, Tx.,"Learning
Concepts, 1974. : oo

A
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. The contents are desi ned to provfde a systematic approach to the
e a]uation of workshops, via, a scientifically developed instrument for
the collectfon and ana]x§1s of participant eyaluation input. Also included
is a workshop evaluation scate designed to provide an overall assessment

- . . of thee ectiveness of the workshop
‘ _Nadler, Leonard Deve]op ng Human Resources Houston, Tx., Gulf
Publishing Co., T970\& // - ‘
A book for those actively 1nyo1ved in deve]op1ng human potential.
Discusses the function | backgp0und of human resource development,
activity areas for traih ng, eddcation and development, and the role
and function of the human resplirce eve]oper _ ol
| .

Nixon, George. People, E4a1uation and Achievement. Houston, Tx.,
o ;T‘ Gu]f Pub]ishing Co., ,/1973

An in- depth explgnation of the function and importence of evaluation.
, Outlines the various, types ahd uses of evadluation and its role before,
% during and after training in a-multitude of diverse ffe]ds

Peters, " John M. and Curtis Ul er, eds. How to Make Successfu] Use of the
Learning LaboratogyA Englewood C1iffs, N”kJ Prentice Hall, Inc.,
o 1972. -

» :/ A guide to the procedures invo]ved in p]anning a learning ‘laboratory.

" Rogers, Car] R. Freedom to Learn. Columbus, Ohio, Charles E errill
‘ S]ish1ng Company, 1969. C _ -

“The theme of the book is, that. learners can be trusted to learn and

' to enjoy learning when a facilit tive person can set up an environment

which encourages responsib]e p fticipation in se]ection of goals and ways

.~ . of reaching them. . ) ,

t. s i

Shaw, Nathan C., ed. Administration of Continuing Educatfbn. Nasthgton,
D. C., National ﬁ;sociation for Public Sc1oo] AduTt Education, 1969.

.Apart from att ation to reCurring adminis1rative respohsibilities,
problems, and practices, the book also 1nc1udeﬂ impquation§ of major
thrusts for-the next decade ) ,

*Sheldon. Brooke E., ed. Planning and Evaluatiig Libhery Trainin ‘ﬁ%ograms.
* .. Leadership.Training Institute, Florida Stdte University, 19 3.

- An ettempt to interpret some, current evalyation theory, and transiate
\ 4t into a workable structure for practica] application by training program
- directors in the library world.
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//// ’ Stone, Elizabeth W., ed. Pe?sonnel Dev#1opmeht and Cohtinuing Education

in Libraries. Library Trends, Vol. 20, No. 1, Urbana, IL., University -
of I11inois Graduate School of Library Science, 1971/ — «.

This issue attémpts to make the reader aware of the extent to which ~
libraries have used personnel development and continuing educdtion as a
means of bringing apout the full utilization of talent, and of creating an
organizational climate conducive to humar growth. One section includes
guidelines and a model for library personnel development.

Stone, Elizabeth W., ed. dgw Directions in Staff Dévelopment. Chicago;
11., Library Administration Div¥sion, -American Library Association,

. 1971. . i

Has special -emphasis on approachihg.staff development through’ <
participation in decision-making, management by objectives, motivation of
1ibrary personnel, and on-the- ?b training. T :

/

-

Teachey, William C. and Joseph/B. Carter. Learning Labo}ator?es, A Guide
. to Adoption and Use. Engflewood C1iffs, N. J., Educational Technology:
. Publications, 1971. '

]
L

/. A guide to the opefation/of a learning ;ﬁboratory covering physical
' arrangements, administration and 1ns?rgction 1 materials,

U. S. ﬁivi] Service Commission, Admifyistration of Training. Personnel
Bibliography Series No. 51, Washington; D. C., G. P. 0., 1973.

. . An annotated Bib]ﬁoéypphy covering all aspects of training
’ - - -

admjnlstrati ﬁ?\gﬁ’ , .
u. S. Publzéeggx\th Service. Training Mefhodo]ogy: Part | - Background.
and

Theo esearch, Part 11 - Planning and Administration, Part III -
Tnstructional Methods and Techniques, Part IV - Audiovisual Theory,
.Mds and Equipment. An Annotated Bibliography. Washington, D. C.,
"GP 0., 1969, ' ‘ -

‘ . . } o
[ - . Comprehensive bibliography, Part I, pertains to research and théory .
on individual behavior, group behavior, and educational training and
philosophy. Part II pertains to aspects of instructional desigh, course
planning, and training programs administration. Part III pertains‘to a¥
variety of specific instructional methods and tec iques, Part IV (outdated)
describes the various audio visual mggig that can asgist training activities

Vaill, Peter B. The Pragtice of Qrganizatiofi Developme t.‘“Madison,'Ni.,
American Society.for lTraining and‘Development, 1971. ) :

A

A study of 5}ganizat10n development programs from the Jﬁnt of view
, . of the organization mempers who plan and conduct them.

N \ ' - ’ ~ .
‘ Vé?i, Clive C. and T. A. Vonder Haar. Training the Tra St. Louis,
‘ Mo., Extension Division, University of Missouri-St. s, 1970. -
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' (This information sheet was provided to each participant prior to the el
Basics Workshop, November, 1975, as a preparation for they Tearning ‘
experience at that training activity.) '

N -~ LSRN

’ , - - THE WORKSHOP WAY OF LEARNING ' .
¥ N . N . i
. Th}s workshop is planned to provide each participant with~varied .

. opportudities to increase each participant's abwlity to plan a staff develop-
mept program. Alona with these program planning skills will come the chance
to' exchange one's own point of view with others seeking the same goal of
improved librasy services through better trained library personnel but perhaps

~ considering a different approach. :

aQ

The workshop will be a concentrated sequence of work sessions involvina
the staff and the participants in a step-dy-step develooment of individual -
programs. Some sessions will involve the total group together, other sessions
will favo]ve smaller working groups. -Time for participants to work alone or
with confultant help is also scheduled. A wide range of resqprces--staff, .
. " books, resegrch and work fhaterials--will be available for each participant to s
\( 4 .' us'e- 1 ' ] .
X . . o 4 .
2 . . Certain basic princ?g]es are involved in effective adult learning, and
-~ this program, ane of continuing professional education, is based on the
following precepts. They are stated here to assure a common point of reference
for those coming to the program: \ .
[N .

- - . unique world :
. .. which teaehipg is seen ag' 3 facilitating process that assists people ~
: the personal meaning of events for them.
- Learning 16 & coopprative and collaborative process.

. . Ledrning is\the gtscovery of the persanal meaning and relevarnce of
Y o . n?ﬂgas through™experience. It is a process which requires the
. A . exploration of ideas in relation to Melf and community so that neople
_can determine what their needs are,:/jat goals they would ]ike to L. N : |
formulate, what issues. they would 1ike to discg;s, and,what they
. ; need to learn. : ’ S ; .

The processés of problem-solvina and 1earn1n4,are hiahly unique and
- _ {ndividual. Each person has his own ynique styles of learning and
of solving problems. People sometimes need help to define and to
. . ’ make explicit tQ t selves the learning approaches they ordinarily
, ot Cogse L -, ' 4 v
. ) One of the richest resources for learning is, the learner himself.
. - Each_individua)l has an accumulation of experjences, ideas, fedlings,
. N . _and attitudes which comprise a rich vein of paterial for problem- .
A .+ solving and learnina. Learning situations which enable people to \
i ' L draw upor and share their personal experienck and knowledge.

4 . . . .

. C )




APPENDIX B-1

Inc]udes tried and tested approacgkés for preparing trainers for

the tra1n1ng pracess plus inhovativeAdeas.

Narren Virgin1a B. How Adults Can Learn More--Faster. Washington
D. C., The National.Association for Pubiic Continuing and Adult ,
Education 1961. "’ .

A handy guide for adult learners or instructors who wish to
improve their 1earn1ng or 1nstruction technjques.

+- Warren, Virginia B., ed.. A Treasury of Techniques for Teachlﬁg
Adults. Washington, D."C., The National Associatioh for Public
ontinuing and Adu]t Education, 1964

s A gu1de for teachers working in adu]t educat1on The
address such areas as creating a good climate for learning, planni
an adult education course, creative teaching techniques to epable

. the teacher to reta1n fhe 1pterest of the student in his learnin
endeavors . '

. -\ b

* Copy provided each Institute participant.."-':_ c e e

1

.‘. 4;
- -‘. Lot ' v i e .
Materials.selected by Barbara Conpoy ’ .
Annotations: prepaned by Flora Boegg‘\\\\; o -
. m - ' ‘ 8
o . PR
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Learning is an evolutionary process and sometimes painful.r It calls
for giving up the old and comfortable ways of believina, thinking,
and va[uing. : :

The climate that promotes learning is most able to occur when these
precepts; are understood and accepted by those involved in the program--both
staff and participants. ''e state them here for they provide the base from
which the staff will work. The residential nature of this workshop will
serve to foster concentration within the "learning community" wre all create
and will encourage full use.of the resources brought together for you to use.

The staff will be workina together for the existence of an open climate
in which each individuals's learning is characterized by its uniquely personal
and subjective nature. This goal can only be fulfilled in an atmosphere of
acceptance and respect for each individual and of tolerance for ambiquity,
difference, and confrontation. Deep and lasting learning is a cooperative
process with built-in Opportunities for seif-assessment and reflection and
to make good use of what is learned. It rests on the involvement and invest-
ment of the individual himself. The returns to the learner will be equal to
the degree to which he/she invests himself/herself in the process of his/her
own education.

Prepared by Barbara Conroy . ¢
Associate Institute Director ’
WICHE/USOE Institute for Training
in Staff Development, 1975-76
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APPENDIX B-3 . | , ~

(NOTE: This needs assessment instrument was designed to asgist parti-
cipants who wished to adapt and use it in assessing the personal and
organizational needs of their library, state agency or library system.
The original was distributed at the Needs Assessment Mini-Workshop.
The revised form includes participant-suggested modificationsi)

-

<, q ’ NEEDS ASSESSMENT FOR’STAFF DEVELOPMENT -
i ’ . (Revised)
WICHE/USOE Institute for Training in Staff Developmert
' 1975-19

Staff develapment seéks to increase the eapability of the personnel of an
organization to more adequately and effectively. meet organizational goals and
objectives. A sound staff development is defi as coordinated and sequential
efforts directed toward given objectives rather than specific isolated training
activities. Such a program must address jmmediate and future needs of the
organization and the people 1A that organization. ’ L. .

Essent1é? questions that must be asked in the assessmént process are:

who ngeds training? . N
what kind of training do they need?

" when s training needed?
and, most important: . ~
. 52} is training needed? ’ . “
(how? and where? are questions that are dealt with at a later point)

¢

Needs assessment is not.a one-time event because needs change for many reasons,
such as, staff turnover, community and organizational changes, new equipment or
ch&nged policies. . ‘

You will need tb plan carefully how you will proceed with your needs assess-
ment. Encouraging the interest and involvement of the staff and administration
will be vital. Help them understand how what you are doing will benefit them as
individuals as well as increasing the effectiveness of the organfzation. It will
be important to gllev1ate any potential threat that ypur efforts might cause.

L ’ ) ) Your careful and well planned steps at th1§;§tage--needs assessment- will ease
your way later for subsequent steps as you:. o .

formulate program objectives ) ) .

plan a program of 1earn1ng;Fct1§1t1es to achieve objectives

A |

)

] assess available and needed resources
. .

0"

<
~ -

. select appropriate training techniques
plan for program evaluation ’
i

’

Later activities in this Institute program will assist you with each of these steps.

. " It will be important to consider and use a combination of techniques to get
useful "information. Relying on a single method runs a risk of acquiring inadequate
&nd unrelfable information. You might use one-to-one interviews, small group
N ) discussions, review of performance evaluations, etc. Your selection of methods to
obtain the information you need for_planning will depend on such factors as: the time
and resources gvailable, the organizational norms and @hat you are comfortable and
s:;lled with doing. This attached form can be modified to fit the techmiques you
. € 1.5 - N N N S
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"  APPENDIX B-3

NEEDS ASSESSMENT SURVEY INSTRUMENT ’
Developed for the

WICHE/USOE Institute for Training in Staff Development
1975-1976

I3
i

-

The Needs Assessment Survey Instrument is a paper tool to assist you in
maktng a needs assessment.of your organization--your library, your agency or
your system--for staff development. The questions and categories are offered
as guidelines to help you pinpoint the areas of need for the training &nd
development of individuals in your organization.

This 1s a guide to direct your attention to the kind of inforation you
need to know in order to prepare an effective staff development for your staff
and your organization. It offers one basic format which may be useful for 2
questionnaire, for tndividual or group interviews or for agalysis of data. .
The arrangement of informatiop and the format will both n:gl to be modified to
suit your own situation and your application of the basic questions.

' - ]
The objectives of this Needs Assessment Survey Instrument are: *

7. To provide the opportunity for you “to survey the top priority
staff development needs of your 1ibrary, agency or system.

2. To assist in gathering the information you need to evolve a
staff development program for your organization.

?3, To provide a structured means for you to learn the needs

assessment process. . « Y

4. To provide an introspective view of your library, agency or
system in relation to personnel utilization and -needs.

§. To revise this instrument so its application‘and useé can be ..;
expanded beyond Institute participants (this version incorporates
suggestions from Mini-Workshop participants}, .

» ' \
In addition to the resources listed in the annotated Staff Development
Biblfography provided to all Institute participants, the following may beSof
particular interest during the needs assessment process: o :
Atwood, H. Mason and Joe E114s, "The Concept of Need: An Analysis for - .
Mult Education.” Adult Leadership, Vol. 19, no. 7 n. 1971 pp2iQ:

_ Bellman, Geoffrey, "Surveying Your Supervisory Train;ng Needs,® Training .
’ And Develgpment Journal, Vol. 29, no. 2 Feb. 1375, S
Delbecg, Andre L. ef. al. Group-Techniques. for Program Planning, A Guide
to Nominal Group and BelpEi Processes. Glenview, 111, Scott, roresman .
and Co. 1975. - . A Coy
. ‘
8g ‘ ’”
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L . Individual Needs

4

. < ) ) .

- This information. could be obtained from each staff member of a small or
medium sized organization. For a latge organization, a representative sample
could supply the initial information. If you seek attitudifhal information

. from individuals, this would be the place to insert questions related to those
areas. .

Y o b
1. Which of your present job responsibilities require that yéd acquire more
knowledge or skill in order to be able to improve your effectiveness?

(List the responsibility and indicate the area of knowledge and/or skill
that you need.) . o

N , ) : "
. . . T r
2. What knowledge or skills do you anticipat2 you will need in order to
prepdre for your future job responsibilities?

4+ -

- -

~
.

3. What areas of personal growth interest you most? In what ways are they
- Job rélated?

. - N L4
- .

¥
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Orqanizational Needs

For general purposes the term "organization" is used here to mean 1ibrary, .
' lgenc% or system. 1’
Note: Information about.organizational needs should be obtained from
various points of viey and all levels of employees. Identification
. of the position of eath respondent will be important in the analysis
R : - of needs. ’ . )
! _ a %

»

1. . List the currént problems you see now facing this organization, then .. \
. rank them in order of their importance or urgency, using 1 for most
- ; “important, 2 for second most important, etc. s

- . 1
.

2. What are some problem areas you amt1c1pa1:¢,~ the organi‘za'ﬂon will face
g in the future? ’

L d

L) .

3. What capabilitfes will your organization require in the future that it
b does not now have? -~ . , o )

-

‘
.

A} - -
’ . R ‘e . . . : . .
. * . "The aotivity which is the subject of this presentation ., . i

. was supported in whole dr in part by the U.S. Office of o

. % Bduoation, Department of Health, Edusation and Welfare. o
- However, the opinions expressed harein do not necessarily oo
.. ’ refiect the.position or-policy of the U.S. Offtee of .
’ .." .Bduoatiom, and no offictal ‘éndorsement. by the U.S. Office
of Buoation should be inferred.” ;

-
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: ' F NDIX B-4

WICHE/USOE INSTITUTE FOR TRAINING IN STAFF DEVEL?PMENT
' " (1975-1976) .

“

(This needs assessment‘fool was used/aé/an example of an additional
method of identifying needs, It deﬁnned participant needs prior to
the Problem-Solving Clinics and Mas the basis on wh1ch resource

people were selected Xnd acti

ties p]anned‘)

-
— \ . t ‘
.

NEEDS ASSESSMEAT EOR THE PROBLEM-SOLVING CLINICS'
THE DELPHI TECHNIQUE

important factor in the fulfillment of Hopes or plans..
hat can be done that is useful and relevant? We want,
st possible help to you in the implementation of your
ram. Time and distance are important limiting constraints--

o L4
I . '
We have s ht a method that is economical of your time and effort and
"that will yield nfliable information about needs of the Institute group. ‘After
considering varibus alternatives, we belive that the Delphi Technigue meets
those specifications and offers potentia] for: .

Feasib11ity is
Given the constraints,
the Clinics to be the
“staff development pr
and they are rea]

- identfifying needs around which to plan the Prob]em-So1v1ng
*-:Clnfc series, .

X-.y,,

qusenting an examp]e of an a]ternative needs assessment ;
tOQ, .

- helping participants to think and plan ahead with regard to
< their staff development program, _ - .

“. = ¢ontinuing to build the. re]ationship among the partic#pants
which began during the Basics Norkshop.

These possfble outcomes have been the’ basis for planning the enc]osed form L
which is due into the Institute office NO LATER THAN JANUARY Sth. o

Eenera17y speaking. ‘the most realistic vjew of a situation comes Froh
_ afring a number of perspectives. The Delphi is planned to bring your perspectives
" together and to yield an accurate and realistic picture of our futures with
regard to staff development in the organization: This Delphi will ask your .
opinjoffs -~ what you think will happen, when it will happen and the nature of the
mict. ) )

o

. - . '

1
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Our plan for this technique is%o have three “rounds” which will progress
from general to specific needs. Information from the first yound will be
analyzed and a report -on thé group response will be sent te you together with
a second round form. Group response from the Sectnd round will be sent to you
mid-February with a third*form which completes the sequence, From this third
round, we will set the objectives ard plan the Clinic activities.

. . . ‘
. . Indtvidual responses wjll be anenymous. The compilation of these
{ndividual responses will give a profile of the needs of the group. Each round
will become more-specific in clarifying the issues we face in seeking to

implement staff development programs. ‘ .
In case this.technique interests you, these'are a few resources which
offer basic and background information: . o L]
. Cyphert,  F. R, and W.'L. Gant. “The Delphi Techiique: A Case
. g;gdgaz Phi Delta Kappan. wol.52, no. 5., January 1971, pp.

-+ Delbecy, Andre L. et.%al. Grocé_r? Techniques for Program Planning.
-A Guide to Nominal Group an phi Processes. enviev, .
' Scott, Foresman and Co., 1979, ' L
A-Workin Nb‘tebook. The A*

L4

. 'Peterson; Sonya .Delphi.Techniqueb
' Corporqt‘lnn,.‘Dundee, - nois,

Rasp, Alfred, Jdr. . A New Tool for Administrators; Delphi and
Decision Makin?. _'.0?ﬂce af, the Superiatendent of PuEhc
nstruction, ympia, Washington, 1973. . .. .
. <% * .
- “Spikes, W. F. “The Delphi Technique and the Adult Educator'.

~ Mountain Plains Journal of Adult-Education. vol. 4, no. 1,
1975 pp. 1-7. RS R g

y - MWeaver, W. Timothy. "The Delphi Fovecasting Methdd® Phi
Delta Kappan, vel. 52, no. 5, January 1971, pp.’267-272." °

i .‘ . ’ s?
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'3

NEEDS ASSESSMENT FOR THE PROBLEM-SOLVING CLINICS

v

»

DELPHI QUESTIONNAIRE #1

Please be clear and concise. Return your response in the self-addressed
envelope enclosed, to be received BY JANUARY 5TH.

1. What do you anticipate are the factors impedin
the implementation of a staff development program in
your organization?

2. What do you anticipate are the'major factors facilitatin
the implementation of a staff development program in your
organization?

3. Star (*) those items listed with which you have had direct
and personal experience. Do this for both questions 1 and 2.

Thank you.

12/16/75
s -
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Note: Please give this your prompt attention. ///*//——‘~7j
S S S I

. 2° - January 6, 1976. . . ¢ \~ :

To:  Participants of the WICHE/USOE Institute foy Training in
Staff Deve]opment )

i

FROM: Barbara Conroy, Associate Institute Director o '/ ‘

About ha]f of the responses to the first questionnaire are’in. 'They
form the~basis for this second questionnaire which is intended to:

-~identify areas of agreement and disagreement . T
- share information about the first round of responses
- define and clarify priorities more specificatlly

The initial identification step now provides you the opportunity to

“yote" for you[wpriority needs. You will have a further opportunity

on round three which will conc]gge the series. .
You might wish to refresh your memory by reviewing the’ yellow
1nformation sheet on the Delphi or the references mentioned there.
Or; you may just wish to review the first responses and indicate

_ your own priorities. - The importance- -of your response can not be
over estimated. It is on this basis that staff, materials, etct, -
will be selected for the Problem Solving C]inics in the spring

' Please note that we.will need to receive your response by January

! 26th. Thank you. .
if' - oad
‘ . » !
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Your Name: Y

DELPHI QUESTIONNAIRE #2

These were the items identified by participants in Questionnaire #1 as import-
ant barriers to implementing a staff dévelopment:program. Please review them.

If you wish to add comments expressing agreement, disagreement, or clarification
concerning any of these items, please do so in the space pravided. Also feeﬂ
free to add new items at the end of the 1ist.

Then, rank in order the ten most important 1te¢§ you see at this time, Use 1
for most important, use 2 for second most impdrtant, etc.

This completed. form should be in- the Institute office by JANUARY 26, 1976.
: ' 7

FACTORS. IMPEDING IMPLEMENTATION OF  / ’
Your STAFF DEVELOPMENT PROGRAM
Priorit - .
Tote .  Items from Questions # 1 ..~ - Your Comments

1. Time of my own, away from my ] ’
other responsibilities, to

adequately develop a fulT—brbgram

based on needs as assessed.

2. Time of steff to recedve training."/

3. Constant workload demands of 9
—  publc service activities;, related /
- functions, and present on-going // » /

programs requiring priority
- sideration over staff development
programs. f

4. Restrictive budgeting resulting
- in short staffing for primary programs ‘ .-
. and activities, Tet alone staff develop-

ment programs

5. Clarity and refinement of goals i
affecting the prganfiation. ' .

.. 6. Priority agreement on<qoals among
organtzagfon personnei. .

7.- Honest and direct onmunigation
among all staff members.

&, 8 Misinterpretation of questig}s in
needs assessment.

9. Creating meaﬁggasg1 activitfes -

from compiled res

i ]
-

@, T *? 96 = . [ 4 h
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~ 3 A ! A
e Your. . " 7k\\
) Priority : : .7 i
N ote Items from Questionnaire #1 Your Comment o

10. Some feeling among library
personnel that we are not on

"big happy family", but rather
have splintered off into separate
groups. - ¢

\\\‘ , 11. Administrative disapproval

of wasting time developing clerical
staff.

. 12. ' Adequate use of bub]ic media. ;o

~13., Some resistance on the part /
. ' of long-time staff members to try_.
i " new responsibilities.

‘ *  14. Unusual amount of turnover o
in the last year. v

" 15. No one whose primary function :
‘15 staff development, i

16. Great variety of staff needs i

~ 17. Lack of convinced management
.~ support of the idea of staff
devélopment. .

‘ 18. Lack of definition for the
role of the staff in their own
‘ staft deveiopment.

19. Llocation of iow cost resource -
ersons to conduct and/or assist N : ’
with training activities. s \‘:>

20. Physical distance. .

. ) . R
'EEEEEEKEKERIE I I I S IS I A I SN ¢

e,

- . : FACTORS FACILITATING ‘TMPLEMENTATION: : .
' OF STAFF DEVELOPMENT PROGRAM

Fl‘loﬁt h ‘ ) > .’g LT 0 R \!A*

Vote Itemgpfrom Questionnaice #1 ’ Your cOmnen£:?’ A

A M e ‘ P

. S l. My commitment to the concept, -~ !
: and my determination to get a . T, ‘ I

program Tnto the works. . P o

: 2. A strong feeling of need for )
staff development by the manage- s . :
¢ - ment level. ] , ;

. . . . . {

c—— ;‘ “ .. . - _ ) 97 | ‘ ;

»
- N . 92 . .
, = - ~ . -
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»

Vote Items from Questiognaire #1 Your Comments

3. Staff desire for more relevant
.and personally interesting Staff

Beve}opgsnt programs. : R
4, Destre and interest of library .
director for more responsible pro- . ’

grams of provable benefit to their
1ibrary staffs and the public. )

5. Planning for proposed cqinges. .

6. Utilization of 5Staff in ‘terms
of present funding and present goals.

7. A cooparative state Jibrary
ssoci“%gﬂ . .
8. Cohesive state committee for

continuing education whose members’
are dedicated.

9. Some positive staff development ,
has already occurred.

10. Willingness of'1ibFary oersonnel
to look atiew ideas.

11. Economics makes people more
receptive.

12, Informal network of librarians.

13. The time-consuming budget
‘decisions are also staff development
training.

}4. Staff 1s very interested in
- new approach" of involving them in
pianning and problem solving.
. 15. 1 have my foot in the door --
by virtue of thé time, money, and

effort that has been spent to sehd
me to the WICHE workshops.

16. Long established tradition of
staff development-programs.

17. Existing communications system
1inking 1ibraria trafned.

18. Pending system of cértification

of public librarians, of whtich continu-
ing education requirements are an integral
part.

—
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-4 -

Your

Priorit

Yote Items from Qdestionnaire #1
B / «

19. Background ‘of state committee,
members and ?ami]iaritx with staff
_ development resources.

4
Y. o
Mail to: ljlnst1tute for Training in Staff
Development
WICHE

Library Resources Program
P. 0. Drawer P
Boulder, CO 80302

,’:i

*a o

) A.Q
1/6/76 | 99 .
15D-4 |
o - NPV I

Your Comments

Thank you.
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"N
NOTE: “RLEASE GIVE THIS YOUR PROMPT ATTERTION.

January 30, 1976 ‘
: \\\\\\\ : AN
T0: . Participants of the WICHE/USOE Institute for Training .
in Staff Developmgnt )

FROM: Barbara Conroy, Associate Institute Director
. N
Respondents to the -second Delphi Questtonnaire have
provided the basis for this third "round" of the hi. The
highest ranking items are re-formulated on the basis the

priority setting process and the comments made on the earlier
form. : ! : ‘

The enclosed form -- Delphi Questionnaire #3-- will
be the final formal needs assessment process prior to the Probiem
Solving €linic series, so be abundant in your indications of needs
and wants in relation to that series.

Anformation provided from the D'e']phi process will guide
and direc€ us as we seek rasource faculty, as we assemble infora
mational materials and as we select appropriate and convenient
sites. Thank you for your time and your help. >

A report will. be issued later, which will detail the
" process and the findings' of this Delphi. However, you might wish
. to consult the first informational mailing on it if you wish to
know more about the intent and procedure of a Delphi.

v

Your response will need to bQ the Institute office

-~

by February ¢7. ;
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> PROGRAM PLANNING OUTLINE
The following program planning outiine was presented during the
Basics Workshop to assist participgnts plan systematically foq<
.+ staff development in their organization. This planning tool was
'deve1oped and used by the dutreach Leadership Network project jn‘”
the six New England states in 1971-1972, a two-year effort funded

through U. §. Office of Education, Higher Education Act, Title II-B. -
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ACTION PLANNING OVERVIEW . Co

These are the necessary ingredients of a successful action plan. The
general sessions of the workshop will present the sequence which moves
“clockwige." However, individuals think, plan, and learn in very different N

.. ., ways. Staff members will endeavor to assist you at whatever step you '
are and to help you accomplish the other steps necessary to complete

your plan for an action program--one which you &an 1mplemenc successfully
after the uor'gshop. ] : ’

v

e~

-, » /’—\\ Assess community needs-- b E

- £ define problem to be .
. ®lan for Evaluation-- . solved
A . Wh4t progress are :
.47 yowumaking? \\\
A A .
Plan for Implementation-- Define goal-- ‘
action steps in the . " | What do you hope
. order they need to be to achieve?
done L . -

Develop action steps— j"

Who? What? Hhen? . .
- Establish priorities— —

- What is wogt important? ' | Establish objectives--
. : T : What _do you wint to
\\ happen?
T A N
Decide on best alternative-- '
1. deterpine resources—
- What is available? What is »
needed? P
- , 2. evaluate alternatives— ' .
L What is realistic, feasible? ‘
\—’&._ Devise program .alternatives— T \
: ' - : How might you accomplish U
. e your objectives? ‘ B
‘. _ Bany resources are available to help you in dcv‘cloping your action plan--
’ both for ideas and for help in the 91mn1ng proceu icsclf.
Respurces include: . .
-~ ) #gtaf? members c ,
. #paterials distributed to participants : : .
*paterials in the on-site library .collection o )
8 . #*fellow participants 5 .
And hav. been assembled in this 'learning comunicy" to encourage your -
- maximum use and bepefit. , .
' ot ‘., \\,‘ 1 o . . . s i .
T 00t Sl
Y N . T~ N R . \\

* l\) . . : ’ | \
EMC ’ . T . \/5 / .> | | . ’ | .
"\ I R i ' . .
£ e * .
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b }

GUIDELENES TO USE IN SELECTION AN ACTION PROGRAM

+ ( .
Select an issue that is real and viable,

Select an Issue you want to work on==not one you feel you ought to do betause
others. are doing it.

Consider if thé situation is one In which you are now Involved personally or
wani to be in the future. o
tbn??é?{\lf you have some possibility for influencing the situation or Qddresslng ’
the Issue--now or later,

e
. o rEd N .

ELEMENTS OF THE PROGRAM PLANNING PROCESS . o

-

3

STEP ACTIVITY ESSENTIAL ELEMENTS

e

1. Describe what issue, problem or situation you plan to
address with your actlon program, What is the need
that your library Is«able to alleviate or remedyf Include NEED ,
1n the description the evidence you have that the problem A
Is real and significant, )

2. Define the 96a| Bﬁ your sctlon program--a broad statemant . N
of intent fér your program. What do you hope to achieve? v .
This will provide direction throughout the development GOAL .

d implementation of your plan,

Establish your objectives--what do you want to happen?
These should be speciflic statements of what you-plan to ]
accompl ish by means of your program. These objectives OBJECTIVES

. wlll serve as gulidelines for your action plan. ' a

What are the -different ways by which your objectives L
might be accompllished? In broad and general statements, . 1
Indicate how you might approach the task of accomplishing ALTERNAT!VES

} these objectives. List as many different ways as you'ca - 3}
think of, Elicit ideas from others. . o

5. Select the alternative or combination of alternatives that
seem most feasible to achleve your o:Jectlves. Be syre to
correlate the alternative(s) selected*with the objectives .
for your program, If these do not coincide, either the DECISION ’
objectives or the alternative(s) selected should modified

at this point, ) , L
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RV . /
STEP ACTIVITY | ESSENTIAL ELEMENTS
6. List ideas of possible action stéps for your plan.

. many ideas as possible.

Elicit ideas from others=-''free~wheel! to get as
Then, go back aftd evaluate

on the basis of which ones actually are able to + |ACTION .
support your objectives. Eliminate those steps that / "
do not fit into an overall plan. New program | $TEPS

alternatives or resources may come to mind as you
work with this phase.

! .

e

’

;

You might want to consider ; .
se, be sure

« Use whatever format you think most suitable.
outline form, flow chart, or narrative form, butr whatever y07/
’!

to .include the vital factors of:

WHOT. o ennenneesherensenneennsoWHATZ: oeenoonsnnnennnens JLWHEN?

Assign prioritfes to the above action steps--which ae the most Important

and have to be done (#1 priority), whlch should be done (#2 prlorlty), and ) :

/

which are beneflclal if done (#3 prlorlty)?
2eneticlal

What resources are needed for each action step (people, fagilities, materials,
/

. ctc.)? ,What. ways and means are necessary? Whose cooperatfon is NECesSSarYyeens

ln thc llbrary?.......ln the community? How do you plan
the nsources needed?

indicate resources needed for each action step.

-

3

acquire br mobilize

7. List you action steps In the order they need to be do
Be sure tb keep your objectives in mind while settlgg
the overall plan for implementation. Use whatever fofma PLAN FOR
is most helpful to you. IMPLEMENTAT ION
q~\
f@. What Information do you want -to-Know about your progress
“=¢ toward achieving your objectives? What will you need t
know to detefmine to what extent the various actiop st PLAN FOR
are (were) effective--i.e., what results do you want, and EVALUATION
‘ ‘how will you find out ?f you-got them?

o

107
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-3- .

List the kinds of Information you need and who will Kave that Information

(e.g., patrons, staff, comunlty groups, etcy). .
)2 X -
e T DEL INEATE 4 0BTAIN PROVIDE
., ‘ KIND OF INFORMATION NEEDED FROM WHOM FOR WHOM
T
-
« \\
[ ¥

%0,
ors: ”

Determine how you plan to find out this information. Indicate the fact
WERE?.................mT7..l'..................WEN?................WO?

Indicate how you plan to use the evaluative Information (i.e., feedback) In

modifying your program. Be specific,

. - [

o

* \,
" £ 3
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The following publication is ‘independently
paged. It is also available as a separate
publication from the WICHE Publications
0ffice (P.0. Drawer P, Bouldeg, Colorado

80302) at cost -‘\Etalog Ng. 1C:676:WICHE:2B122.
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Staff Development Model Book:
<. Prog'rau}L De81gns For L1bra.ry Personnel

’ »

Ednéd by °
Barbara Conroy

-,
-

v\\‘.

. X
A complla'uon of staff devebpment program designs contnbuted by

e .,,,.pamc,tganiemtheANlCHELUSOEmsmUie for Training in Staff
. Development, 1975-1976 . R

- Weatern Interstate Librory Coo;dinnling Ofganization

~

P.O. Drawer "P
Boulder, Colorado 80302
June, 1976
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As of Aprﬂ 1976, the WICHE Librayy Ppogram hame was *
changed. from Continuing Education Library Resources
Program to WILCO - Western Interstate Library Coordinating
Organization. )

U
287

The activity which id’the subject of this document was
supported in whole or in part by the U.S. Office of
Education, Department of Health, Education and Welfare.
Hovever, the opinions ea:preaaed herein do not necessarily
reflect the position or policy of the U.S. Office of
Education, and no ofﬁgpal endorgement by athe U.S. Office
of Education should be inferred.

-
.
. » -
9\

To obtain 1nfonnationhcopy of this pubHcation (at

cost), contact: . SN ) Ji

WILCO
Hestern Interstate Commission for Higher Education
.. .0, Drawer P . .
Boulder, Colorado 80302 .
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* STAF#-DEVELOPMENT MODEL BOOK:

SR e e - .. PROGRAMZDESIGNS FOR"UBRARY'PE‘RSONNEL S
\\ TABLE QF C,QNTE—NTS
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L STAFE DEYELOPMENT MODEL BOOK; C

‘Program- Designs for Library Personnel - .

\\ Introduction
\ i 3

The effective de1ivery~of aqeouate libra services depends, to a
great extent, on the avdilability and abi]ity f competent Tlibrary per-'

“~

’ sonnei serving in all typesdof libraries, in state library agencies and

in systems of 11&rar1es. Often the ava11ab111ty of 11brary personnel
seems fixed and apparent]y 1mmutab1e due; to a-given pqmper 3\ staff

-, positions and incumb@fits. In most 51tuations, improwtfiy the ability

of existing staff members is more possible than is increasing the
number of exiiting p051tion5 or -employing newer and more qualified
persons. (,;“‘ ‘

_Business ad§§1ndustry, faced w1th the sdrvival 1ssue of success
measured by profit, have lona had a tradition of active trainina and
development work with personnel at all levels in the organization, .
Staff development<is used to assure that new and existing efforts are

"competently staffed and that new and existing clientele are well served.
'This tradition has resulted in an active, although informan’exchange
of program ideas, learning packages and training and development
personnel. However, in the library fie]}d, bther than being seen as part
of the administrative function, staff development work has had little
‘ consistency or direction. ;

One of the most helpful and constructive attempts to effect change
in this situation is to offer the library field* encouragement and means
to assist librarians engaged in continuing education and staff develop-
ment efforts. One approach is to enable individual 1ibran”»personnei
to participate in continuing education and staff development in order

. to improve needed knowledge, skills or attitudes relevant o their
tasks and responsibilities in the library. Another approach is that of
"institutionalizing" such efforts in organization programs which integrate .
staff development as a function with other 1ibrary functions: public .
services, technjcai services, supervision and outreach.

>
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Outcomes 1ike1;i;;;;;;:} from consiierab]e effort and resources

© "+« spent on the first are very limited for those efforts de not

~s1gn1f1cant1y change the aVa11ab111ty of staff development opportun1t1es,
Outcomes from the second approach are much more probab]e to achieve
long-term results that extend beyond individual competency. Organi-
zationally based staff development programs seek to build healthy
individuals in a healthy organization Such programs bui]d learning

and grow1ng opportuq1t1es in a susta1ned and support1ve env1ronment

Staff development programs are essential to assure that the
organ1zat1Qg and the 1nd1v1dua1 have a chance to grow and change and

*  develbp. "Rather than placing the sole re5p0n51b;11ty on the individual
to absorb the learning and to make’ useful applications on the job, the
staff development program is a chance for the grgqnization and the
individual together to look at what learnings are needed to determine
how they can bg feasibly obtained and to decide when and how they can
best be‘aggljed 1 ,

What the 11brary field needs is people with skills o develop
programs, 1nterdjsc1p11nary links with adult education and training
development, an¢ relevant tools to adapt to the library organizations.
From this context of need evolved the Institute for Training in Staff
Development. The Institute was jointly funded by the U. S. Office of
Education under the Higher Education Act, Title IIB and the Western
Council for: Cont1nu1ng Education and Library Resources through the
Nestern Interstate Gommission foJthgher Education in Boulder.

Th1s year-]ongalﬁgzgtute program involved forty-one participants
from 12 wesﬁern states in a sequence of training activities which were

designed td help each conceptualize and formulate a staff develop-
ment program for their organization. The Institute was intended to
increase the commitment and the ability of western libraries to
effectiveﬁy train and utilize personnel resources responsible for
developing and implementing library services. The objectives were:
1. To increase the number and improve the quality of
' established staff development programs within
libraries, Hbrary systems and state Htrary agencies
in the West. ’

114 ‘
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2. To establish that the staff development fungtion 'is'
essential to build and maintajn an efficient and ' » k

effective de11very_system for 11brary services.

3. To deve1op the nuc]eus of, a western regional network
of library training and e1opmen€ personnel to
assure that inservice staff development efferts, once
planned, can be sustained and that new training programs :}< )
can be generated and shared. ..

4. To increase the poss1b111ty for influencing library- Ny
systems and agencies not directly 1nonved in this
Institute to create new staff deve1opment programs or
to utilize tested components from the mbde]s developed
and disseminated by participants 6f this Institute.

' 5. To address the specific and unique needs of ethnic
minorities and women in staff development programs. &

The training activities included a Mini-Workshop on Needs Assessment
condd%ted during the summer of 1975. This activity highlighted the
imporfance of needs assessment for staff development and presented ideas
for how to conduct that process. Late fall of that y®ar, a Basics WOrk-.
shop he]ped part1c1pants use th€7r needs assessment information. to fd%m
the bas1s for p1ann1ng the components of a staff development program for
their organization. Two regional Problem-Solving C11n1cs were held in -
the spring of 1576 to refine, polish and evaluate participant staff
development programs. Each training activity assembled faculty and re-
source people experienced in 11b¥5ry staff development work ‘

Supplementing the training activities, several additiona] a1ds

were provided each participant. Four books were provided: Conroy's
Staff Development and Continuing Education for Library Persgnne]
Sheldon's P1ann1ng and Evaluating Library Training Programs; Leonard s
Assessment of Training Needs; and Chabotar's Evaluation Guidé]ines v
for Training Programs¥* A Needs Assessment Survey Instrume{% was

¥ R
A, . .
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GNAE citations can be found in the Staff Development Bib]iography
ori Page 125. ‘ B | s
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developed by the Institute staff and suggested as a possible model

to be adapted by those participants uncertain about wQ;t,gpproach‘to .
use. Later, an alternative needs assessment method was demonstrated —
as a Delphi sequence was used,to assess participant needs for the
Prob]em-So]ving\C]injcs. Dﬁring the Institue, a Staff Development

Information Exchange/was developed by the Institute staff. This newsletter

served to provide g/means to exchange ideas and tips -for usefui resources.
The Final Report of the Institute details each of these tools, explains
how they were used and includes copies of many of the forms. ™

One of the most immediate and significant outcomes of the Institute
is this contribution to the library field -- a book of models of staff
development programs for large libraries and small, for library systems
and for statewide efforts. Examples of staff development programs
specifically planned for library personnel has been indicated sfrong]y
as a need. Since none now exist in published form, this is a significant
addition to the staff development literature within the library field.
The publication of this Model Book makes availdble a wealth of thoughts
and plans and hopes that can stimulate others to move ahead with staff

'deve]opment efforts in libraries, library agencies and library systems

not directly involved in the Institute.
This Model Book is,*in a very real sense, an accomplishment in

" response to one of the Institute objectives. Its purposes are:

- to extend the benefits of the Institute beyond the immediate

participants, .
- to provide the opportunity for the exchange of ideas in
regard to staff development programs, = = . ~

- to prompt participants to articulate and communicate
their plans for staff development in their organizations,

- to provide a "reader" in staff development that will assist
others’in the formulation of plans in their organizations.

* The Final Report of ihe WICHE/USOE Institute for Traiping in Staff
Development is available at cost from the WICHE Publications Office,
P. 0. Drawer P, Bou]der,'CO 80302, and through ERIC.
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Several factors shou]d be kept in mind by those who use this compil-
a ion. In most cases, these models are drafts#and describe what is o
planned at this point. Internal and external .circumstances are 11ke1y
ot alter draft plahs so each model shQu1d be considered as subject to

change | before full-implementation s accomp11shed Some models are

‘ comprehens1ve and in depth; others” represent initial thinking and
p]ann1ng. Some indicate broad staff involvement in their deve1opment
Others are largely the result of one person's interest and initiative.
\The diversity in appreach and in intent -- as in format -- is: impressive
and realistic. Staff development in libraries is just beginning to be
recognized as an essential function. Since this view is relatively
new, staff deve1opmenﬁ has no't evolved traditional patterns and, as these ,
programs reveal, the major characteristic is that of diversity.

Many Inst1tute garticipants have tontributed staff development modeTs
for this compilation rﬁ order to share ideas and plans with others. .
Twenty-one models are .offered here for review and for possib]e adaptation
to other situations. Each model provides'a means to help establish a'
_personal or organizational contact with others about mutual interests
and concerns. Section I ggc1udes mode]s designed for staff in a

particular 1ibrary agency or library system' Section II presents models
,tq improve staff competencies on a state-wide basis. The models have
been edited and, 1in some tases abstracted from much 1onger and more
detailed plans. Both the Rerson and the organization are identifiad to
enable users of this Staff peve1opment Model Book to follow up directly.
wfth the contributor on queqtiohs or shared areas of interest.

This Model Book includes an overview of the necessary components
. for a successful staff_deve]epment program to prpvide a context for '
exaﬁﬁnation of the models. Each model is separated by a gold divider
sheet which identifies the Institute participaht and organization sub-
mitting that Model. The editor's comments highlight those components
wﬁicharestrong features of that model and sometimes indicete conditions
" or qualifications important for-an adapter to know. ]he\divider sheet
also provides §pace for notations for bersona1 use. Concfﬁding the
volume is the Staff Deve10pment Bib]iography used by the Institute. This
w111 be useful for others who wish to pursue their interest in staff
deve]opment ’
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An Overview of Staff Deve1opment Programs in Libraries

In order to be effective, staff development efforts in libraries,
in library agencies or in library systems must have direction, consistency

A and relevancy. To assure_these qualities, a prégram of staff development
’ activities must be'p]anhed to meet real needs of the individual staff -

members and of the organ1zat1on Sporad1c, scatter -gun approaches to

staff development offer an excefﬂent chance of eXpend1ng time and funds

that are in short supp]y, frustrating the steady growth of personnel
‘ and prov1d1ng counterproduct1ve trajning outcomes for the organization.

In some casés, a staff development program will evolve from efforts -
to coordinate existing isolated training activities. This is particu]ar]y
true where the Ect1v1t1es have met a strongly felt need and have been ‘.
well done and have created a hunger for more and better and different
activities. In other cases, staff members, fee11ng the need for a more
systematic method assuring effective staff deve]opment efforts, have
devoted' their personal interests to formulating and gaiping 1nst1tut10na1
accéQ:ance for a plan of staff development for the organ1zation These
models~illustrate both of these approaches. A th1rd alternative, often
found in the real world, is that of continuing to rely on individual
staff members, who feel the need to learn and grow, to find their own
way to discovering and utilizing available opportunities for engaging
in cont1nu1ng education. ) '

' The respons1b111ty for staff_development is shared. Certainly the
individual is a center focus for that person is the one who applies to
the job the knowledge, skills and attitudes which.are learned. The

‘organ1zat1on is a1so responsible because organizational efficiency and
effectiveness and resources are affected direct]y and indirectly’ through
staff development as the organization grows. State agencies and
professional associations also have some responsibility for their missions
are usually based on improving tibrary services and that, in turn, relies
on competent library personnel. However, state agencies, Tibrary schools ,
and professional associations are limited, with few exceptions, to’ \
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offering contfnuing education opportunities which can be utilized enly:
as a part of-.the .staff deve1opment'program of a library, agency or system:
The responsibility is shared. The commitment for staff develop-
ment must also be shared, The individual's commitment usually evolves
from the need to learn and grow together with the sense of accomp11sh-
ment and sat1sfact1on that comes ﬁrom increased »competence. Individual
comm1tment\\s evidenced by active 1earn1ng and app11cat1on of 1earn1ngs
to the jbb\51tuat1on The organization's oomm1tment most oftenvcvo1ves

. from the belief and-evidence that the results are worth the investment.

0rgan1zationa1 commi tment is evidenced by forma1 po11c1es and rewards

to encourage active staff 1nvo1vement as well as by an implicit climate
of support ¢ ’
Whether lauhching a new or revamped staff déve]opment program’ or

- building towérd linking presently existing activities into a program,

" the d1st1nct1on between d program and activities needs to be made. A
program of staff de lopment would include a Var1ety of 1earn1ng
opportUn1t1es such as on-the-job instruction, orientation, workshops, T
professional. read1ng, staff meetings and Job rotat1on. The progrdm
would have comprehens1ve and long-range goa1s and obJect1ves, such as
"te upgrade personne1 competenc1es in all pub11c service areas in order
to providefﬁetter service to patrons," or "to enable personnel Tlearning
opportunities to assist in major organizationai éhanges over the next
f1ve years,"

The act1v1t1es-w1th1n the staff deve1opment program would each have
ate obJect1ves. An act1v1ty such as job rotation m1ght have
objectives such as: "to increase the ab171ty of more staff members to
do more tasks in.order to provide greater organizational flexibility in

job assignment " or "to offkr diverse tra1n1ng opportunities for all
incoming librarians pr1or to permanent a551gnment of responsibilities."”
Objectives for activities must be congruent with program objectives.

Thus, a program, as defined in this Institute is a series of staff
development activities. A staff development program includes severa1
components. The first ‘two of these are neceSsary to perform 1n
sequence: the needs assessment process and ‘the formulation of objectives.
The needs assessment.process consists of those methods which are used to
identify, specify and prioritize needs.of staff'in the organization,

119
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Methods which can be,used include written forms, individual or group
interviews and/or personnel evaluation records. ‘
~ . The formulation of program objectives €an be expected to take a
considerable amount of time to do well. Objectives are rarely easy
» to establish and this is‘particu1ar1y true where'those objectives affect
. all staff members in an organization. Theré are many kinds of objectives ° ‘.
. that can be &efined but simple, specifi¢ and clear language will -do more
- to assure. understand1ng and agreement than will vague, ill-defined or p

- )
* o “ . 4

unrealistic ones. : - R
Fo110w1ng the needs assessment and the setting of objectives,
there is no prescribed "right" sequence for the 6ther.combonentsl xAt
* some point, the resources that are‘avai1able and that are needef must
be identified to assure the feasibility of the program. These resources
include time, mone?' fac1l1t1es and people Fuﬂ] cons1derat1ob of
alternative methods with which the objectives might be met is he]pfu] to
" assure that the best possible a1ternat1ve is selécted. i
Determ1n1ng the steps to successful implementation 1nc1udes the
identification and preparation of learners, planning for the MOst effect1vg
learning activities and techniques of instruction, se1ect1on of appropriate
and sk111ed training staff, prov151on of support1ve materials and fac111t1es
conducive to ]earn1ng and to the app11cat1on of those learnings on- the job.
__Means of evaluation are essential throu@hout the program not only to
meas&fedoutcomes and results but also to provide feedback for program .
modification. Evaluation is not only done at the end but throdghouflgo' -
provide information for sound decision-making'during the program.
Staff development must be seen as an investment as well as an expense. *
Staff development efforts are costly. The return on the investment depends
on the soundness with which the investment was made. Persona] and organi-
zational resources invested in an unsound staff development program are
likely to have little productive return. Poorly planned staff development
win be costly with negative returns. Sound staff development efforts
will y1e1d 1nd1v1dua1 returns such as’ 1nterest ability, application of
’ 1earn1ngs job satisfaction an 1gher.mora1e and organizational returns
of increased effectiveness and e ficiency. These returns all add up to
better 1ibrary service.
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SECTION I STAFF DEVELOPMENT NODELS IN LIBRARIES,
._AGENCIES AND LIBRARY svsf?né

’.
/ |
MODEL_ 1 : .
PARTICIPANT . v v enneevnnnns e Bob Carmack
: 3
ORGANIZATION. + e eneenneervnneeneannennns I. D. Weeks Library,
University of South Dakota, -
, Vermillion, South Dakota )
<]
DATE . e eerneennnnnn, U e, U.Draft of May,, 1976
COMMENT:  °
. /.

Each objectfve for.this staff development program incorporates
regular library activities with the spécial training efforts
needed to accomplish that objective. This model obviously
1ntegrates the staff dé@%lﬁﬁﬁent efforts with functions done.
throughout the whole ?nstitutign, which serves to make the
most of time, energy and mone9 fesources. The affirmative
action consideration evidences commitment to those principles
and enhances the organizational-benéfits that can come from
active efforts on affirmative action.

b

WICHE/USOE Institute for Training in Staff Development v
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. The I. D. Weeks Library serves as the major library for the Un1vers1tyi South Dakota. Housing
some 275,000 volumes, the 1ibrary is the largest in the state and serves as a major resourc_é for
the‘ent1re state of South Dakota. Professional libraries serving the School of Law and of Medicine
plus a small '11brary serving the Chemistry Department arel.also located on campus. The two
professional schools.are autonomous in governance while the Chemistry library is a branch of the
I. D. Weeks Library. There are currently eight (8) full-time equivalent professional 1ibrarians,
'tweniy-f:‘our (24) full-time Career Services Employees and a complemefit of student assistants on
the staff of the Weeks Library.

.

@
\ 5
No organized training program exists within the 1ibrary with the Director being responsible for
continiing education functions for the entire staff.
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NEEDS ASSESSMENT .

A) .
, An administrative decision was made early on to limit the initial trainiﬁg‘program to profession-
ally trained librarians. As such a survey instrument was ‘déveloped and administered. After .
each librarian had completed the form, an interview with each person was conducted. This served
not onfy to provide insight into responses but to clarify areas of concern -and to measure

attitudes. \ _ . : ‘\\,~\\"”:1) |

AREAS OF NEED FOR TRAINING . P

! . ~ ¢

L]

¢
'

After review of the survey, the needs were grouped into three loosely defined categories: .
1) New information; 2) Concepts, and 3) Content. . '
) 1f ; New information was categorized as needs for training in programs which were of
- concern and in which the staff had 1ittle or no experience. Areas of nepds identified
were: 1) Space; 2) Networking; 3) Data Processing. )

2) Concepts are defined as needs which have their base in principles and ideas but
which require apptication by the individual., Respondents placed emphasis on
refresher/review trpiq}ng. Two areas of concern were 1dent1fied as priorities:

‘a. Management skills ‘
b. Interpersonal Coﬁmunicatioﬁ/Human Relations

3) Content needs were identified as those which required understanding of a sBecific

body of knowledge. These were identified as:
. a. Goyernment Documents .
b. Non-print media X . ‘ ‘

‘ STAFF DEVELOPMENT PROGRAM
Goal: To provide the professional librarians with the information and sk111 needed to
max1m72e‘11brary service at the University of South Dakota. . b .

UBJECTIVE ‘ Decision making in the next five yeargy will be facilitated by - o
1ibrartan's understanding of current space problems. 1 ..
Action Plan .Y .“ﬁ
1. Prepare bibli graphy of relevant material; compile existing information
and reports on space in the I. D. Weeks Library and distribute to Tibrarians
by September 1, 1976. . .
2. During FY1977 hold monthly meetings to discuss space a1ternat1ves
a. Invite Director of Physical Plant to one meeting to ' :
discuss space. ’ o
b. Bring in outside resources as: avat]ab]e e. g” architects o,
and planners. . ‘ . !
3. Prepare and adopt guidelines for weeding co]]ection by January 1, 1977.
\\\ 4. Coordinate Tibrary faculty discussion with library Division of the
University Faculty Senate through quarterly meetings., ' . &
5. Develop game plan for 11brary space by January 1, 1977. . . T
Major Resources to be Used ¢ ’
1. Report of ad hqc Library Planning COmmittee . -\
2. Bibliography of related information b o
. . o
A _ ‘ -n-
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Major Resewrces to be Used (cont'd)
3. Director of Physical Plant
4. Self learning/experiences of library faculty
5. Handouts/reprints of particularly germane articles,
0BJECTIVE 2: To create an awareness of current and p?tential applications of . ) {
library automation and networking.
_ Action Plan . . .
}. Create a system, by September 1, 1976, for dissgginatid@ of information_
to library faculty on library automation and'nétworgind.
2. During calendar year 1977 hold quarterly discussion session with
library faculty. 3 . .
KB Invite at least one outside resource person to USD campus for* o .
. seminar during FY77. .
4. Encourage participation and attendance in automation/networking re]ated “
continuing education activities each fiscal year. . A
5. Encourage enro]]ment in formal courses as available and appropriate © .
during FY77. : '
. Major Resources to be Used
’ . 1. Literature available in periodicals and books . . ot
« 2. Library of brochures, pamphlets,.reports, . .. = - . : . o
. 3. Expertise of librarians in state and 1nnmd1ate area °
5. Biﬁ]iogra&%y of related material .
Oé‘I-VE 3: To develop library faculty training programs in management skills and
: 1nterpersona1‘relationships:on an annual basis.

»

. . . o
Action Plan - -
1. Arrange with USD School of Business to conduct an annual seminar on library o
~management and interpersonal relationship. v,

2. "Develop orderly system, by September 1, 1976, to faciittate library
faculty awareness of continuingfeducation programs available on this
subject. ' '
3. Encourage, and support financially as far as possible, attendance by 1ibrary ’
faculty to at least one related continuing education function in FY77.
4. Prepare bibliography of appropriate resoufces by Jénuary 1, 1977.
Major Resources to be Used

1. Schobl of Business faculty R
2. Director of Personnel, USD ‘ .
o 3. Pre-packaged programs available through organizations, CLENE, and ~ »"//’ ,
! related groups. . . . <
4. Bibliography of information 3 .
0BJECTIVE 4: By January 1, 1978 11brar1ans will have a greater understandin% of ‘
governntnt documents and will be able to more effectively interpret
them to library users. - . /

Action Plan . .
¢ 1. Plan at least two concentrated presentétions in FY78 for library . .
faculty by USD Government Documents. Librarian.
2. Coordigate, with State Library, two (2) one (1) day workshops on gpvern-

ment docuﬁguts for all interested librarians fn Fiscal.vear 1978. ) .
5 : - A

. L ] ’ -
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Major Resources to be Used R |
1. Govbrnment documents collect1on uso - . ' .
2. Government document library special%?ts at USD and in ’
& _state and/or immediate area. .

OBJECTIVE 5: During FY77 to create and'foster. an awareness on the part of

’ \ . Mbrary faculty of non-print media and its role in the
. dissemination of information. ) . )
Action Plan ' o ._ .
1. Develqg five year master plan for non-print media ) '
) 1nstruEtion.by'JangavyN1, 1978. ‘ ) : . \s
- - S 2. Plan at least four (4) one-hour workshops on nonsprint media
utilizing resources in the Learning Resources Laboratory and
the Educational Media Center during 1971. < .
~ 3. Hold at least four (4) oné-hour presentations on instructional

role of non-print media by staff of thé Educational Media Center .

. {In conjunction with Action Item 2) during 1977.
. 4. Coordinate with EMC and State Library two (2) ohe-day woRkS
‘4 . on media for South Dakota librarians in calendar year 1977
Major Resources to be Used
1. Learning Resoutces Librarian
2. Director and Assistant Director, tducational Media Center. uso
3. Head of Educational Television and facilities of KUSD
4, Media Specialists in-state and immediate area particular]y at
State level .
5. Bibliography of relevant materials

P ‘ AFFIRMATIVE ACTION CONSIDERATION . ‘
The University of South Dakota Affirmdtive Action Policy shal;éiovern the act1v1tLes of this
Staff Development Program. Two sections are particularly impdFtant: 1) General Policy, and .
2) Article VII C Education and Training. -
1) Policy
™It ts the policy of the University of South Dakota in 50 far as_the University
can control, that no person will be favored or discriminated against for reasons
such as race, color, creed, religion, sex, ancestry, national origin, or physicai‘
or ménta) handicap. Equal oppdrtunity for employment in both academic and non-
academic positions shall be assured a1l applicants and equal-access to programs,
activities, facilities, and bénefits shall be assured al employees "
) 2) tducation and Training
’ : 1.1 Committed to the concept of upward mobility, the University w111
continue to develop employee education and training programs, .
. . .participation in which, is based solely on ability, exper1en¢é and .
. "+ Job requirements.
- 1.2 Employees, including women and minority group members will have - * _ )
J opportunities for enhancemegt-of skills, performance at highest t
) spotential and advancement in accord-with their capabilities.. -
1.3 Awareness of minority cultures and the special problems of minorities
and women will be fncluded in employee traihing and education programs. s. -

e
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1.4 Job classyficatron and restructuring procedufes will be flexible enough
to establish career ladders and lattices.

1.5 Internsh{bs and teaching assistantships will be available an a non-
discriminatory Qas1s:

Evaluation Methods

Feedback of participants

Suryey form to be administered as appropriate

Performance evaluation (empitical only) N

where appropriate and possible, outside evaluator -
If available through University curriculum, grade receved

Progress at target date

Reports.of participants in outside activities

v B WD —

~ O

Anticipated Outc;me
: ) . \
1. More understanding and productivity -
Increased level(s) of expertise
More appreciation of, and participation in, decision yaking

s

process yd , :
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES,
AGENCIES AND LIBRARY SYSTEMS

“ar
MODEL 2
. 7
PARTICIPANT .o vsieeievenereennonesnnnonns Martha Julaphongs
L ORGANIZATION. c vt ienteernconcncsoonsnns Multnomah County Library
. Portland, Oregon
\
X
D 17 Y 3PN Draft of May, 1976

COMMENT :

This action plan uses staff development activities and objéctives
to work toward the needs of the organization which were defined

in the needs assessment process. For each area of need, the X
situation is.clearly and briefly described and relatively specific
objectives are set forth. Activities are then based on those
objectives in ggﬂrt and long-range time f;ameé. Linkage is made «\\\
with existing staff development efforts which, though useful,
were not coordinated before the fosmulation of the staff develop-
ment program outlined here.

P
o
. ‘ ’/ . ,
NICHE/USOE Institute for Training in- Staff Development
Y T ') s - - "
N - 15 ‘ .
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Environment

Multnomah County Public Library employs 255 full time staff and approximately 100 part-time

staff. Of the full-time positions, 75 are professional librarians and the other positions inglude
para-professional, clerical, page and maintenance staff. The system includes a Central Libraty,
sixteen branches and an Extension Headquarters. The system is separated ‘geographically as well

as by spécia]ized~5ubject departments‘and sercTEe units. There has not been a coordinated. staff
development program even though a number of individual programs have been undertaken.
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\ . ) " NEEDS ASSESSMENT

.
-

.

\ *

The first activity was to identify staff needs. Using the Sur:Ey instrument developed at the

Needs Asgessment Workshop in San Francisco in July,™975 és a t001{ a staff assessment was

completed and the findings compiled in a brief report. These resufts were presented to the .
Library Director and the Advisory Council for review. ’ ’

A}

Five major needs'were selected and prioritized in terms of frequency mentioned and the immediacy
of the problem. The following goals and objectives were then drafted.

GOAL

To improve library service through an effective staff development program for Multnomah County
. Pubtic Library. T

CIRCULATION SYSTEM .

Situation: The Library will be installing an automated circulation system.and plans to
have the Central Library on-line by May 1, 1976 with 16 branches on-line within the
following year.

Objective: To develop staff public relations skills in dealing with the public during
the tonversion period until all agencies are on-line. N

STAFF COMMUNICATION
Y
Situation: Staff Members feel thére are no effective means of communication with
T adninistration from all levels to the level above.

Objective: To improve staff morale by opening new chanrels and st%engthen1ng existing
channels of communication.

~
. STAFF INPUT FOR DECISIONS - { AY

N
-~

., Situation: Decks1ons need to be made in 1) budget reductions, 2} materials selecdtion,
‘ 3) fringe benefits, and 4) major changes, such as coaversign to L Classification.
4 » )

.
»

. ) Objective: Devise techniques for obtafning meaningful staff input in the decision-~ -
making process. > . .
- .
COXYERSION TO LC CLASSiFICATION g ’
: b o . . ! .
) Situation: The Library will be converting to the Library of Congress Classification \:‘ .
System beginning in January, 4977. - _S . .

',‘ Objective: To outline a program of staff and public education,in the‘ﬁ§b of the LC
. . Glassification Systen. - '
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ORGANIZATIONAL GOALS

Situation: Currently there are no written eépecific organizational goals either lopg-range
or short-range fot the éystem.

Objective: To outline a plan for the formulation of written organizational goals and to
plan a staff information program regarding these goals.

. IMPLEMENTATION
Q
Imp1ementat1on of this program was plahned as a two phase operation. Phase I involved the
Institute participant tak1ng the first objective and following through the planning and
implementation process as demonstrated during the Institute. Phase II will include the plan-
ning and 1mp1gmentation of the total program over a longer period of time. '

plss 1

Situation: The Library will be installing an automated circulation system and plans
to ‘have the Central Library on-1ine by May 1, 1976 with 16 branches on-1ine within the
following year. »

Objective: To develop staff public relations skills in dealimg with the public

during the conversion period until all agencies are on-line.
. A 'y

.

The following activities were outnine& as ihe most prgctica1 and feasfb1e methods for achieving
this objective:
a. Orientation for clerical, para-professional and professional stdff at the
operations center to introduce the staff to the hardware and to {ive them
. "hands-on" experience in the operations and capabilities. - .

-

&
b. Small group discussions to provide a background of information anq awareness

for the change in sysfems and the need for this change.

Bt

¢. Distribution of writfen information to the staff including: 1) handouts for
the public, 2) fect/sheets for the staff to keep them aware of new develop-
ments, and 3) sample questions and answers that provide a basis for staff
response to pubYic inquiry. i ) .

d. A slide=tape presentation was' developed to use with the public when more than
a simple verbal answer is required. - 4
The.nt‘entqtion and small group discussions were he1d during December, 1975 and January, 19%6.
The written information and slide-tape presentation were introduced during March, 1976 and

y a *
.

-are still in use. . = . .’

4

~—tba

Evaluation of the program‘js still being done. " This includes written and vgrba1 feedback from
the staff Involved. Public reaction to the change is being monitored and the negative responses
jre being considered for further staff training needs. . ¢

- -18 -
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PHASE 11 .

As a result of the Institutd the following objectives and activities are outlined
as the basis for a coordinated program.

OBJECTIVE: Assign the responsibility for the design jand implementation of 4 staff
development program to a Staff Development Committee and have the Committée operating
by October 1, 1976.

. : Activities: . ‘

1. The Advisory Council will consider the make-up and the scope of the responsibility
of the Staff Development Committee and approve the formation of this committee
by July 15, 1976.

2. The Council proposal will be submitted to the Staff Association Executive Committee
for consideration and recommendation by August 1, 1976.

3. Committee positions will be filled by September 1, 1976,\based on recommendations
derived from Activity two.

4. The committee will be charged with their responsibilities and given the authority
to begin their work by October 1, 1976.

OBJECTIVE: The Staff Development Committee will be {nvo1ved i a two month-training .
program that will include the basic techniques of planning covered in the WICHE Institute.

Activities:

1. The Institute participant will conduct a training program in planning techniques
for the Staff Development Committee during October and November of 1976.
OBJECTIVE: An evaluation of existing and on-going activities in the field of staff
development will be made by the Staff Development Committee and their recommendations
for the continuance or curtailment of these activities will be made to the administration.
!

Activities:

Evaluatign of the staff exchange program. - .
Evaluation of Orientation for new staff. v
Evaluation of couﬁse work supported financially by the Library.
. Evaluation of departmental staff meetings. :

. Evaluation of informational communicatjon systems. Q{’
. Recommendations presented to the Librapy administration for action. A

LY ]

h N B W N
e e e

OBJECTIVE. Review the needs assessment conducted during the Institute and}update where
needed. . .

- =19 -
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Activities:,.

1. Analyze the original needs assessment and the rjéylts
2. Conduct further assessments to elicit the current staff needs. ~ﬁ-?‘~\\¢/”1(’f’
’

OBJECTIVE: Consider activities outside those currently being conducted and recommend as
needed to meet the needs expressed in objective four. '
Activities:

1. Survey the apprenticeship program currently being used in California.

2. Study library programs using management by objectives.techniques.

EVALUATION
Evaluation of this_program will be an integral part of the planned activities. The self- evalusation
techn1que will be essential to the planning and implementation of a f]exible program that w111
meet the complex needs of a staff of this size and diversity.

.

O
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S ~ . SECTION I STAFF DEVELOPMENT MODELS -IN LIBRARIES,
i - AGENCIES AND LIBRARY SYSTEMS

MODEL 3 ‘

PARTICIPANT....ovvnreennennnenn, e eeens Dolores“Fay Laners

ORGANIZATION. .v'eerrreneennnnnns ve.......Clark College Learning
. Resources Center -
N - Vancouver Washington

DATE........ T e, Draft of May, 1976
~ COMMENT: ‘ S

This comprehensive and detailed model includes a sound and
exhaustive needs assessment effort upon which is-byilt a program
with, measurab]e objectives'detajled activities planned and

‘ eva]uation techniques described. With this. sound a planning. -
basis, the risk of serious difficulties is minimal from within
the organizatJOn The planning in f%is model represents abou;
90% of the essential effort required for a successful staff
deve]opment program. gf. o . e :

»




Environment i \

- = .
Located 1n—thé—£%ufﬁWést corner oféhashington state in close proximity to a large populated
metropolitan center of another state, the Learning Resources Center (LRC) of Clark College is a
program'desiqned\to support instruction within a community college district. The college has
district responsibilities that cover two counties and part of a third county, for a total area
of 3,253 square miles.! . )
The LRC maintains an extension called a LRC Learning Satellite in the Vocational Occupation area
located on campus, and also supplies reference and deye)opmental educational mate}ials to the
college's Adult Learning Centeroutpost located in Bingen, Washington several miles away from

the campus in a sparsely populated area in the far eastern corner of the district.
* W -

The physical plant for LRC‘programs consists of space within two separate buildings. Presently
in the midst of finalizing details for a building'remodeling project scheduled for construétion
in the Summer of 1976 with completion by Fall 1977, projections are to house all LRC programs
under one roofi————

Y
»

Operations for the LRC are maintained by a staff of 1 administrator, 1 coordinator, 5 professionals,
7 part-time other professionals, 7 classified persons, and help from a group of student assistants
which fluctuates in numbers from 27 to 35 persons.

_Responsible for three distinct programs called Library Services, Media Services, and the Learning
Center, the Clark College LRC is the result of a two-year effort to reorganize, to copbine some
programs, add new services, and to_cbmpromise internal program budgets through group consensus as

a team effort to serve the institution as a total support agency to instruction. As a suppori
agency to instruction the LRC worked together as a team during that two-year period without an

LRC Director. Going into a third year and still without a LRC Director, one team member was
unanimously elected by the team to serve as the LRC Coordinator with responsibilities to administer )
the overall LRC program, to coordinate efforts in planning and to work with an appointed Associate
Dean in articulating LRC programs- at the administrative level.

"

Although the college has a Staff Development Office with support from the Pdministrative level,
with funds, and a good written Affirmative Action policy and program, no well organized training
program exists on campus or within the district for the following: -

Women in management

Promotional opportunities for LRC classified personnel .

Continuing education programs for community college LRC personnel at tife
management and/or mid-management levels

A variety of training programs to meet the needs of utilizing present LRC |
staff for implementing and carrying out LRC gga1s and Gbjectives

A1th0ugh‘a state continuation education program exists for 1ibraries as a responsibility of the
state library, the émphasis is on public libraries. This leaves the two year academic 1ibraries
with & minimum of needs met in the area of staff development. Support from the Graduate School
of Librarianship located within the northern part of the’ state is for aspiriﬁg professionals only.

13

1 Washington State'Offjce of Program Planning and Fiscal Management, Pocket Data ﬁbok 1975 !
(Olympia, Washington: . January 1976), pp. 180,208,228, . :

] .-

" -2 -

84




NEEDS ASSESSMENT

i —

Staff develoﬁment as a program 1s recognized as a high priority in the overall LRC program planning.

As a result,'enthusiasm and interest were already a generating factor for involvement of the LRC

in the WICHE-USOE Institute for Training in Staff Development.
3

For the purpose of analyz1nb LRC organizational needs as well as individual needs, a modified

version of the WICHE questionnaire was distributed to a sample group which consjsted of 80%

of the LRC staff.

The staff was orientated to the process and procedures for completing the questionnaire in

three sessions. Sessions I and 11 were regular staff meetings o;,cﬁ% LRC Tefm which includes
only administrators and full-time professionals that head distinct LRC programs. Session I
served to announce the program and bring the LRC Team up-to-date about the prog of the

WICHE Institute. Session II gave the oppbrtun1ty to explain the procedures for comp%et%ng the
form, and to allow discussion concerning the format and clarity of intent from th quest1onna1re
The third session was a series of special staff meetings held within each LRC Program area

and included all support staff members such as classified and student helpers, as well as the
Head of the Program area. The questionnaires were distributed at that time and all other staff
members who desired to participate were allowed to be included.

NEEDS SUMMARY

Findings from an analysis of the needs assessment device indicate that strengths of the LRC are,
found within its internal program cooperation, staff attitudes, a high morale, present talents
and capatrilities, experiences brought’from outside of the LRC, and a strong service posture.
Such strengths indicated must continue to be applied to the increasing external pressures to be
flexible within ex1st1ﬁg LRC programs and also versatile for future LRC program changes.

1
.

The lack of a LRC Director is a major factor of weakness currently H1ng$r1ng LRC programs in
implementing goals and objectives. Prioritizing the position of LRC Director can be a vital
element in présent1ng leadership direction and visibility of LRC prog?ihsezg the institution's
administrative and legislative levels.

&
The complexities of intra-library coéperat1on and the influence of super-management by the
state system of community college education requires general knowledge of basic institutional . T
and LRC operations. A multiplicity of specific skills among the entire LRC staff will be
required for interfacing with state and regional codperative informational systems.

»
.

There is a shortage of locai institutional operational funds and of contracted campus based
personnel within the LRC. Without immediacy in correctiop of financial constraints at the
state level and within the institutiop's.priorities, new demands and more creative ways to
utilize the present LRC staff must be prepared. The long-range LRC goals considered necessary
to achieve and continue an effective, efficient level of support services to the institution
cannot be effected w1th0ut some program of staff dgyelopment. ‘
Coﬁtinued current knowledge and exposure in areas ‘of instructional support such as: Instructional
Design and Developmen\. Graphics, Media Production, TV Production, Reference. and ‘Government
Documents. . \

- 23 -
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Knowledge about basic overall LRC operations, with emphasis on information about. Organizational
goals; Responsibilities of individual LRC programs, and Cooperative activities of individual LRC
programs.

o : Pl
Specific training in basic communications that transcend departmental and institutional lines in
areas OY. Human relationships, Interpersona] relationships, Public relations, and Affirmative

. Action awareness. . -
»
Specific skills in areas of responsibilities such as: . N
. Management - Budget analysis and information; Supervisory skills; Proposal wr1t1ng, ) .
. Writing jot descriptions; Interview techniques; Planning skills; and Affirmative
’ ‘Action. Organization of mau/i1als - Government Documents; Per1od1cais and Vert1ca1
File (Pamphlets). Media e d\)ment - Audfovisual bagsic operations; and M1crof11m . *

Data Procéss1n9 - Terminal operations. Reference -] Reference interview; Mater1als,
and Research techniques for patrons. Public Re]atj ns - Commun1ty efforts.

SEAEF DEVELOPM%ROGRAM MODEL ‘f

GOAL: To develop an innovative modé{/for the staff development of the Learning ,
Resouy€es Center of Clark College in order to ensure high guality support -
services. ’ '

OBJECTIVES: .

1. Within t irst 30 days of employment, every new LRC employee will gd
£hrough a hq]f-day general orientation session.
2. " Within the first three weeks of employment, every new LRC employee will

/
go through a period of 30 hours of on-the-job traihing sessions as defined
by the department's handbook to which they are assigned.

3. Classified and student staffs of the LRC Public and Reference Services

programs will increase their knowledge of basic reference materials

by 25 percent in a nine-month period. PR .
4, By December 1976 a1l LRC staff and 75 percent of the LRC clientele will

be able to operate a minimum of 6 different types of audiovisual and !
microfilm equ1p6ent within a period of 10-minutes per each piece of
equipment. _ ’ ‘ ) ‘

5. The LRC staff will form a committee of six who by July 7977 will develop .
guidei1nes for the purpose of using the resources of the co]]ebe community
for on-going training.

A - MiLRC ORIENTATION ssssmn ~
' Situat1on Two strong needs expressed among classified and student staffs were. “the desire to -
know how the whole fits" and improved communications at all levels. Present LRC facilities are
, housed within two buildings and in additional space for the on-campus satellite center, resulting
in some communications breakdowns and misunderstandings. The ‘orientation session seeks to
e}iminate staff confusion, foster general LRC pride, and to stress the attitude of "teamanship"
‘ among a1l LRC program personnel.

Objective. Within the first 30 days of empioyment, every new LRC employee will go through a half-

day general orientation session. - 1386 -

- 24 - - ‘ , . ’ ":

. ot A




PAFulToxt Provided by ERIC

L3 L)
JFinal Quiz to take place within 10 weeks of employment to demonstrate competency in knowing basic "

Activitsﬁs: To provtdé a four hour afternoon workshop within the first 30 days of employment.
Offered 4 ing Sept€mber, January and April, the workshop will allow new employees to increase
their knowledge by\ 80 percent, of basic LRC operations, an overv}ew,qf all LRC programs, the
LRC goals, some institutional policies that affect the LRC such as the campus's Health and
Safety Committee and the 1nst1tut15n'§ Affirmative Action policy. .
Each 'new employee will receive a pacég% of materials concerning the LRC Public Services' Hand-
book, the Department handbook to which assigned, an LRC map, a copy of the college newsletter
called "run-of-the Mill", a sample collection of forms and too]s necessary for the individual's
work station, plus a name tag, pencils and pad.

¢ '
Resources$:. Enthusiastic staff, Media Producef’ Audiovisual equipment, EEO/AAC Affirmative Action
Officer, Affirmative Action Policy, LRC Department manuals and hahdbooks, Campus Speaker's Bureau,

Campus Print Shop, and Seminar meeting room.

4

Evaluation: Orientation Pre-test to show entry level of compesency; Orientation Quiz\to show
after the session is over the exit level of competeﬁty, Questionnaire to be filled out by new
employees within three days of the orfentation session for future recommendations, changes, and
comments on the session itself, such as what should be retained. Follow-up interview to take

place after the new employee has been on the job for approximately six weeks. )
3 . N it

A\ X4

LRC operations, organizational goals, campus policies on Health, Safety and Affirmative action.
Competency is determined if new employee passes quiz at 85 percent or better.
A11 evaluation will be done by the Head of the Department te which the new employee has been
assigned. The tests, questionnaire, and interview all document the effectiveness of thé LRC
Orientation Program and monitor the success level of the final product. . /
‘ |
Analysis. The program was designed to accommodate the limitations of a shortage of LRC full-
time staff, prime time for LRC operations, time for guests on the program, the number of new
employees to be orientated at one time, and a minimum cost factor. The campus schedule does
not free LRC nor instructors in other areas from classroom responsibilities until the after-
noon. The afternoon sessions allow for guests as speakers (an option) to be used within an
area of 150 miles and/or accommodates for airline schedules.

I
B -, LRC DEPARTMENTAL TRAINING PROGRAM
Situation. About 64 percent of the total LRC workforce is made up of students assigned to the
LRC by the Student Placement Offfce. The assignments are made aitd based on financial need as

»

_ opposed to experfence or personal desires. The initfal interview also is handled by the college's

Student Placement Office. The LRC full-time staff is
staff turn-over rate, meeting affirmative action
of the assigned student, and finally the quality &
efployee, )

cerned over the control of the student
6, the expectancy and aspirations
o the LRC clientele by the stugent

New staff especially in the LRC programs, who work.directly with the patron are not given sufficignt
time for an intensive on-the- Job training period,. ‘but work with the public by demand of need. The )
shortage.of full-time staff in lead positioqs re§u1t in a 1arge number of/staff being less informed
about the detailé of their work assignment than others..* .

'

-2~ . . .
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,Tu‘ strong needs expressed by both supervisors and the'st\uder’t staff were. 1) time from the

present job to acquire supervisory skills and 2) a scheduled |period for inzdepth training within

the assigned LRC program for all newgstjaff. '

~

’

. “ AN
Objective: Withif tpe first three weeks of enployment every new LRC employee w111 go through

a period of 30 hours of on-the-job tra1n1ng as defined by the department s handbook to which
they are assigned.

. Activities: To provide during the months of September, January, and April, an identica? series
of 14 one-hour Superfﬂsed training sessions, an equal amount of practice sessions, 10 evaluation
.devices of 12 minutes each, and a final written report that may be taken for applied credit
equivalents upon completion of the training session. A media project or an original plan for
designing a lesson module may be substituted for the written riglrt.

One.of three credit eqh1va1ents will be granted upon applicétion to the Staff Development Office
for c1asstf1ed staff and‘by signing ‘up for the LRC Developmental Education course on Library
%kills for students C]ass1f1ed staff may apply the credit as hours toward an LRC promotional
program, and students Joward their General Stud1es Degree.

Resources: Librarians with MLS degrees and teaehing experiences ,, Media Producer; Audiovisual
equipment; Commercially prepared library ‘individualized program $ackages. ~ Educational Research
Associates and Northwest Regional Educational Laboratory. Washington State Library Continuing *
Education Program packages, Central Seattle Community College 1nstryctiona1 program called:
"Efficient Library Techniques®, Pygific Northwest Bell Laboratories - a film on public relations;
Seminar meet1ng room, TV Studio, eo equipment, Départment manual, and Workbooks with lesson
plans. \ ] ) f

Evaluation: \Departmental’pre-test to show entry level of competency; Final test_ to measure exit
level of competency, Ten 12-minute Guizzes to measure progress of the student; Practice sessions -
demonstration of on-the-job competency, Written report at the completion of the course as a '
measure of the cognitive application of the training sessfons. Passage of the evaluation device%
at 90 percent or better for each lesson will demonstrate competency of the new employee tQ work

with minimum supervision at their assigned workstation. 2 . . -

_Analysis: The program was designed to accommodate the limitations of aﬁshortage af LRC full-time

staff, prime time for LRC operations, flexibility of schedules to accommnodate student and super-
visory staff needs, the number of new employees to be trained, and a_minimum cost factor. '

- R ! »

C - REFERENCE HATERIALS ‘ l

»

. Situation: The LRC Public Services classified and student itaffs delire to know more concerning

basic reference materials in order to help LRC patrons in the evenings, during vagation perfods, or
during hours that the pfofessional is not available. Their toncern 15 not to be & Reference _
Librariam, but to discern by correct evaluation of the injérview process if they can help the

p‘tron or refer the patron's inquiry to-th\\erofessiona] or processing at a later time.
4 .

. Objective: Classified and student staffs of:the LRC Pq 11c and Referencg Services prvgrams will

increase their knowledge of basic ref materials by 25 peréent in Inine-month petiod.

ol
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! -26 -1 . .
] N f\ i "

»

. ’




ks ' e
Activities: Fraﬁ a selected list of 100 titles devised by the Reference Librarian a mint
of 25 basic ref ce works includidg 5 indexes and 15 other titles of the staff member's choice
from the selectg5e:ist will be studied for thier uniqueness and value for first level or an
"immediate answer type of 1nformatioq inquiry. Examples of typical patron inquirtes will be
usgd and stu@ied. The staff member will be expected to know the coverage of the reference work,
authority, arrangement and typical questions the work can used to answer, as well as know
at least one spectal or unique feature of the work that set i} apart from another wory of
simjlar emphasis.

>

!

A worksheet form is to be filled out as a study guide for each reference studiéd. The work-
sheets will be turned in for evaluation to both the Reference and Public Services Librarians.
Resources. ﬁians with MLS degrees and teaching experiences, Clark College LRC Reference
collection, € cially prepared 1ibrary individualized program kits, Filmstrip on reference
materials; and Bibliographics of reference guides and sources.

Evaluation: The staff ber must pass at 90 percent two examinations which will determine the
competency of the member/in working with patrons. 1) A written test of sample questfons cover-
ing the material studigd, and 2) An oral demonstratfon test using the staff member in an
simulated reference jhterview situation.
Analys rogram was designed to accommodate the 1imitations of a shortage of LRC full-time
staff, prime time for LRC operations, flexibility of schedufes to accommodate.staff needs, suit-
’ ability of staff member in a reference situation, and minimm costs. The selective reference
sources were devised from those materfals most hiavily used for the first.level inqeiry and of
immediate value to the LRC student clientele. ) : )

. * [ »
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. D - AUDIOVISUAL EQUIPMENT .
Situation: One of the goals of the LRC is to centralize circulation which resulted in media
equipment and materfals being assigned as a responsibility of the Public Services department.
With current emphasis on indepenheqt studies and a heavy usage of media in disciplines of
Health occupations within the LRC, a high rate’of gamage is maintained by both the patrons and
ine}perienced LRC 'staff in the use of audtovisual equipment.

— i ,

The quality of the LRC's Independent Studies Proqram and the service aspect of the Public Services
Program demands an abundance of quality and available equipment at al times , 3
ObJectivea By December 1976 all LRC staff and 75 percent of the LRC clientele will be able to
operate a uﬂnimum of six different types of audiovisual and micgofilm equipment within a period.
of 10 minutes per piece of equipment

Activities. By the use of a LRC designed individualized self-instruction module training program, °
, stheduled to start in the Fall of 1976, each staff member or aﬁ LRC patron desiring to use one
of the 1{sted audi0visual media equipment will teach themselves the b&sic operations. After
three practice sessions mobt persons will be able to operate the equipment within a time perfod
of ten minutes or less without any supervision. ’ “ ‘ .

»
A\l \
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. ’

Resources: Audfovisual equipment AV instruction or procedures sheets (Manufacturer's operational
sheets); Media 4echnician VMedia presentations (Video, film, slide-tape); TV Studio; and Independent
lStudies area.
'
1 Evaluation: Under fuperv1sion the persons fo be trained will be given a media situation that wi;l
/ quire competency of the operational, processes by "troublershboting" procedures for set-up, sta
nd stop properly. Passing the situationa] type demonstration test at 100 percent determines th
ompetency of the pérson to operate;the equipment. A questiaonnaire after.each lesson module is
. be filled out by the person being trained

. . g Y

’ kgglxsis The program was designed to adéonnndate the limitagions of a shortage of full-time LRJ
rtaff, prime time for LRC operatio flexibility in'schedules, and minimum costs. Self instruction
allows for -individual learning pac:;iand motivation.

4 {
- ON-GOING TRAINING PROGRAM FOR m&nw-sw

Situation: Presently there does not exist a program.whereby the classified staff of the LRC can
obtain promotional or supervisory training. Few workshops or courses are of[ered within the dis-

« trict to satisfy: 1) the experience appitude of LRC classified staff presently employed, nor 2)
satisfy some of the college's affirmative action goals. ég

3

Objective: The LRC stS?F-wi(]ﬂfonn a committee of six who by July 1977 will develop guidelines for
the purpose of using the‘resources of the college cormmunity for on-going t aining
1 Activities: The ceﬁmittee will consist of the LRC Coordinator the Depar nt Heads of Public
Services and Techndcai Services, two Classified staff nbmbers and the curfent Staff Development

* ‘

Off‘icer‘ : \ s

.
e

Once every two weeks, the comnittee will meet for the purpose of analyzing data to be co, Te¥ted
N concerning present job descriptions of the LRC classified staff, a needs assessment, and Surveys
' of available resources on campus. Inter-departmental meetings arp to be scheduled and arranged
. for.inforgational exchange. i :
Previews of commercially prepared learning packages and utilization of state-and regiona resources
for examples of prepared instruction such as the Washington State Library's Continuing E: ucatiOn
Office, WICHE, and CLENE are to be conducted. /

. . .
Resources: Enthusiastic staff; Staff Development Officer'fnter-departmentai cooperationy and
Audiovisual equipment. . ;

' i 1l » -
{ .
4 <
! Eva1uation. Questionnairesy Interviews; Needs assessment; and The final product of the Guidetines
! that are acceptable to administration and the classified 1taff ’ '

L3 -

- Apalysis: This is a first step ina proposed on-going training program designed for c}assified .t
_staff to have the opportunity to up-grade present skills and/or have promotional opportunitiés.

-’

SR | | ];51 ()i . | o T
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES,
' [ ) AGENCIES AND LIBRARY SYSTEMS
/
/ 4 i
[ ' "MODEL 4
/ ’ l
/ 9
© PARTICIPANT.... ™ .vvvivvnrnns eereeaaees . .Wendy Muchmore
~ ORGANIZATION...evvvnvvnnnns hveoenoes ?3!..Reg1ona1 Resource Center
: ' ’ Washoe County Library )
Reno, Nevada j
. J | L
DATE...... e, [ Draft of May, 1976 i
COMMENT : _ , : X L

This model illustrates three major areas within the staff deve10pm¢ht

program -- each with separate rpsponsibilities and organ1zat1ona1/

structures. Yet each fits withjn the overall program goal. The needs

assessments have provided the basis for short-term training activities
$ : th are also the starting p01nt\for 1ong -range planning. The evatuation .

criteria define what measures 0% skil1 level were attained as a result

of the training. . o o :

t

'

WICHE/USOE Institute fdr Training in Staff Development
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‘ L. -Enyironment
t N i

y

Washoe County Library, Reno, serves as the northwestern Regional Resource Center, from which ‘
ngJitate and federally funded Regional Library Programs are coordinated for 13 city and )
| county libraries encompassing an area of 69,731 square miles with a population of 226,746. i
' ' ‘ l / .
i The regional programs have three parts, a film circuit (Nevada Library %edia Cooperative-Northern
. .
.+ Section), interlibrary loan {Information Nevada), and Regional ResourceFCenter Development. !

S:ch part has a different organizational structure and a differept relationship to the regional
—
ograms as a whole. ! | S~ -

-

! To have a realistic and practical program the following existing condirions which affect 1ibrary "
service in Northern Nevada had to be considered. geographical d1§tancdt, limited time of employ- o0
ment of regional program staff, lack of staff time to prepare an{l present materials, other duties .
of the Regional Programs and Regional ‘Resource Center staff. f
hY

| ' r

O




The most practical approach was to use an appropriate needs assessment procedure for each.

For example, questionnaires were used for the film ci’Euit, surveys and meetings were used

for the Regional Resource Center Deve1opment and surveys were used for the interlibrary

loan section. In the needs assessment as well as 1n all other phases of the program, literature
searches were made. consultations w1th I1brarians held, and meet1ng$\wfth adﬁ1n1strat1ons were
used.

|

\ .

\ A ggal for the overall program "i? established. to provide training in the different areas of the
regional programs for the participating county library staffs in ordér that the regional programs

provide greater library service to the citizens of Northern Nevada.

The sections of the regional programs will be identified with the needs as ascertained, the
— objectives, the traifing activities, and the evaluation measures:

A. The Nevada Library Media Cooperative-Northern Section is a film circuit with ten county |

libraries as members. Through a questionnaire and meetings, one magor_need was identified --

the lack of knok]edge regarding the handling of films in the local/librar The training in

film handling, including recognizing damage, circulating films, hgw to make emergency rep$1r5

would have to be done in each member library to Include all staff members. Area workshops

were not adequate. The objective is to hold a three hour workShpp on film handling 1nc1udin'g
demonstration and practice by the patticipants in each coupty lfbrary to each staff member

by December 31, 1976. The evaluation criteria will be tat1st1£a1 comparisons of the number ' -
of damaged films before and after the traiping program, and a comparison of the amount of money
expended in replacement footage before and after the tﬁa1n1ng program.

B. The Informatioh Nevada part is an {nter1ibrary loan function for, five county libraries S

with direct use of the.University of Nevada, Reno, L1brary for Information Nevada on a state- L -

wide basis. The needs were for training of staff in the county libraries on the taking of :

requesds from their patrons, ver1chat1on, and submittis g the requests to the Infonnat1on ‘

Nevada 1ibrarian at the Regional Resource Center. Each participating cqunty 1ibrary will ‘

be visited by the Information Nevada Librarian and Agsistant beginning February, 1976 to

, discuss the interlibrary loan procedurds before Dec be% 31, 1976. The evaluation criteria
will be statistical information 8h'usage of interlilfrary loan and the amount of time spent

/ ) on followup for request incorrectly submitted. ;

C. The third segtion.pf the Regional Programs is th Régional Resource Center and the Regional

Programs staff members. Two areas of needs werejidentified, collection develooment and ,/
training of the reference department staff and reaional proarams staff.

The Regional Resource Center was granted a’collection development grant for regional resource ;’
materials. After assessing the needs through surveying the present collection, the number and
types pf interlibrary loan requests filled, and with discussion with the county librarians, the )

. objective became to build up specific subject areas of the collection such as automobile repair P
materials, periodical holdings on microfilm, materials on antiques by December, 1977, The.
activities will -include bibliographic searches, surveying the unfilled interlfbrary loan requests
and cooperative aquisitions with the University of Nevada, Reno, reference and serials départment.

o /
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.
The evaluation criteria will be comparative statistical information on the number of requests

/ filled in the subject area before and after the acquisition of the materials through the use .
of interlibrary requests. b

»

Through the needs assessment process it was found that a continuing program needed to be developed
to train the regional programs staff and the regional resource center reference staff in the
reference department materials both current holdings and new materials as received and the
familtarization with the collections of the University of Nevada, Reno, 11brar1es.' Beginning May,
1976, tours and demonstrations of the university library and services will take place on an
irregular basis. Regiona) Programs staff will attend the UNR reference department staff meetings
to be included in the discussion of the new reference materials beginning in March, 1976.
Beginning in September, 1976, videocassette programs on new reference materials received and on
subject areas will be produced. Staff members will view these a5 their schedules allow.

The funding for this training program will be absorbed by the operational and travel funds of
the Regional Programs Coordinator's budget and the Regional Re50urceiCenter will provide the
equipment and miscellaneous Supplies to produce the materials needed. Affirmative action is
a countyxby'Eo&nty function, therefore, it is not a part of this program due to the organizational
. structure of the var1ou5‘$4(;s that Wake up the regional programs. ‘ "

The planning as we1i as the implementation of the training program with the diversified area .
that 1s must include is flexible and practical and will meet the needs as ascertained withou
additional expenditures. : ’

© 145 - ~ S




SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES,

AGENCIES, AND LIBRARY SYSTEMS

/ s
MODEL 5
PARTICIPANT s evieiiiiiiiiiiiinianananns Valerie Brooker
ORGANIZATION. sveeveiuene.n e heeenn ....Highs Plains Public Library System
\ I Greeley, Colorado
|
DATE . euvne. [ETITTTITS 3 .............. .Draft of October, 1975

COMMENT: '

This model sets forth short-range and long-range objectives growing

out of needs identified in a systemlwide sur&ey An action plan is
outlined which\bas the potential for further planning as we11 as for
implementation and evaluation of the program. Although Ms Brooker is
now a librarian at the Santa Fe (New Mexico) Public Library the System re-
ports that the néeds assessment information is being used in-conducting
workshops and additional training including planning minilworkshops

at regular System meetings. The neegs assessment process ras

coordinated through System Director, Ron Stump, 1

—

| /

WICHE/USOE Institute for Training jn'Staff DéVeippment
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. continuing education programs outside the system. The activity participated in by the majority

‘yhe maJorisy of 11brar11ns in the High Plains area have not had post—coIlege or college training

]

NEEDS ASSESSMENT

The questionnaire was designed to help prioritize training needs of member librarians of the
High_Plains Public Library System: The questionnaire was first submitted to member librarians
August 19 and August 20, 1975. Twenty-seven of 31 member libraries, 106 staff (including
part-time), replied. . ) .

. — ' -
The methods of distributing the questionnaire included assigning time at system member
librarian meetings to discuss the questionnaire and fill it out. Some responses came in at that
timg, some later, and questionnaires were re-mailed to those who didn't respond. At some libraries
Valsrie Breoker d1scussed the questionna1re at staff meetings. At other libraries the librarians

-

interpreted the questionnaire to staff. L

e

In interpreting results, the varying staffing patterns of member libraries should be considered;
while.many libraries are operated by 1-2 staff members, the. Jarger tibraries have larger staffs. T
In the portion of the questionnaire ranking level of need,.therefore responses were divided into,

two categories: librarian (a person primarily responsible for a 11brary, large or sma]]) and

staff (a person who works with the 1ibrarian in a library operated by more than one person).

Symmary of results of-tﬁe_aﬁestionnaire. Most respondents indicated current problems in areﬁs
outlined by the questionnaire in question 1: physical plant, financial/budgeting, community
awareness and personnel/staffing. Future problems, faced by the majority of respondents, included
budget/finance, issues related to space (either the lack of it or planned expansion) and personne].
N ! '
, —_—

Continuing education was {ndicated as a high pr10r1ty for the system and the preferred method of
continuing education was system workshgps The majority of respondents did not participate in

of respondents was a system-sponsored workshop, "L1brar1ags Communicate”, conducted in the summer .
of FY1974. , ' 2

’ i 4

Specific areas of high need given priority by librarians fncluded in order of response:
reference, public ‘relations, materials selection,/managemint skills and collectfon organization
Specific areas of high need given priority by 1ibrary staff, in order of response included:
public_relations, co]leq&ion organfzation, assessing community needs, .reference, and materials
selection. ’

\ ~ -
§

I \ PROBLEM / T

Y
/ B ! » Y
¥ - \

in 11brar3pnsh1p. The systep has assumed the’ responsibility for providing somé form of continu-
ing education to membe* ibrarfans, and member ITBrazigns, n turn, give continuing education 2 2

high priority as a systen service. Specific needs have bpe exprassed through a quest1onna4re .
The means of continuing*ebhﬁatiﬂn ranked highest {s system rkshops. » . :\f

-

- ‘ ' OBJECTIVES : L C et
¢ i ' n ' - a

/ ; ? " .

(1) 1In FY1976 to provide system workshops to train‘librarians in at least four of the top five

1

" basic skill areas ranked high in meed by librarians and/or library s@aff. , .

] . ' —
-37. - ) o ‘
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\

(2) }6914’2wﬂop planning sk1lls and stratedies in 11brary staff and trqstees which will result 1nP
develbpment of long range plans for )Jibrary service and resource bu11d1ng within each caunun1ty
served by a member pub11c library. ot * » , :

N LY

ACTION PLAN

- .-
F]

A

(1) Discuss survey reults with member librarians to gain additiona) input dn goals, objectives,
and for {mplementation.

“ .
(2) Familiarize system member librarians with the planning process involved .in designing and
implementing a workshop. ’ )

-

{3) Form sub-committees of interested liBrarians to help develop each workshob to be presented
within the system.

Y

(4) Conduct at least four workshops in the identified argas of concern.rﬁherever possible within
the framework of the fegular e1ght-weei meetings of system membek librarians or of the Continuing
Education Program of the Colorado State Library. These workshops will be plafined jointly by
HPPLS and sub-committees of interested librarians. S ) .

s - . * .
. Al

(5) Follow workshops with consultant visits to 1ibraridns and trustees to prov1de guidance in
practical application of workshop skiils, particularly with reference to deve1opment of long-
range plans in each- connmnity

PR

EVALUATION CRITERIA
. -

(1) The four workshops will be designed and conducted as planned.
(2) Pargicipants will achieve acceptable levels of competency as measured by evaluation "tools
established for each workshop.
. \
(3) A1l member public libraries, in FY1976 will have begun long-range pians for their connhn1tjes.

emphasizing initially strategies for adequate coilection development 'and programs for creating

public awaregess of 1ibrary services. o v .

/
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SECTION 1 STAFF DEVELOPMENT MODELS IN®LIBRARIES,
AGENCIES AND LIBRARY SYSTEMS Pt -
/.:] 2
4
M?DEL 6 s f
PARTICIPANT. . oe e vveeineeennnee .....Haul M. Reddick, 11}
3 o - N _~
‘ ORGANIZATION............s Pesesiecasansinns Mohave Community Co]]ege
' " Resource Center ; R
Kingman, Arizona - .
o o . ,
~ .
DATE....... .

Draft of March, y976 .

COMMENT :
/

b4

Two mqjor strengths are pre ent_in this staff deve10ppe t program;
One, the involvement of the total staff in the deve]opmznt of the '
program. The program capitalizes on the apparertly cdhmon]y shared |
need of the total staff for reference ahd audiovisual equipment.
il1s. Two, the logical and c1ear1y articulated-measurable object-
ises'are a basis for evaluating the success of the program and for
N pf%nhing and decision-making as the activities are implemented.
~ ...~ Particularly commendable is the identifilation of alternatfe
approaches to meetigg he objectives for the program activities.

-
¥ L

The mode] does not specify just how the staff was 1nvo1ved or how -
future st\\?\giye1opment activities wi]] be planned. In mdst '
organizations, either of two options can he uqilized “-a regﬂJar ' .
policy and procedure of using ad hoc p]annin% .groups for differént /:) >
activities or a’ continuous staff group to plan how to address staff.

development deeds. y , ) ’
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] NEEDS ASSESSMENT .

The Resource Center staff consists of three claspified (clerical) employees and one professional

K Tibrarian. TLe staff-is small and intimate enough that a group analysis of needs was an appro- B
‘ ‘ priate needs assessment technique. At a regular staff meeting, the idea of staff development

. . and the HICHE/USOE Institute for Training in Staff Development was explained. As a warm-yp
for a group discussion, a modified version of the WICHE questionnaire was distributed fo each
staff member. In the folfowing week, .each staff member filled out the questionnaire. Using
, the completed questionnaires as a starting point, the ‘staff as a group developed a Jist of

. » needs that might be satisfied with a,staff development program. ,

®
‘ L PROGRAM OBJECTIVES

. L3

K At a later staff mee€:ng, the staff a a'whole formulated staff development objectives. The
oo two needs directly involving public sePwice--knowledge of reference materials and audiovisual
. . equipment--were selected as highest priority. After selecting these needs, objectives were =
’ formulated that met the fdllowing criteria: \>

l. had a specific outcome , , , .
were measurable < ARRE
. were understandable ) _
4, had a prdﬁected completion date . A
5. were attainable , ’ ’ ’!gp!',
* ‘6. were challenging - .
’ " 7. had a criteria for achieverient
The objectives formulated Were: ’ .

ot Reference Materials o . v

~ e P}
e «
R Ll 1

. . Situation. The staff of. the Resource Center wants and needs to become familiar with materials
e in the Kingman Resource Center reference collectiop and hoy to use them.

bgectiv . To have each staff member Tearn what materials are in the Kingman Resource Center

reference collection, and how to use them, by May 1, 1976. . ¢
1" . . ., - IS
‘ P . . . ' -
, 'Action Plan: . Using the table of contents of Barton dnd Bell's Reference Books, A Brief Guide

as a syllabus the staff members %11 study the major reference works in the Kingman Resource
‘Center reference collection. Every.week, each staff member will write an abstract of selected
, reference books. ‘Each week at a staff meeting, staff members will present and discuss their )
) abstr;ct After being edited by the staff, the abstracts will be compiled in 2 notebook to
" create a Resource Center staff manual of reférence books. ~ = ° Py

-

»
+ ‘ “:‘

) MOnitor. Knowledge of reference materials will be tested by a weekly competency exam. When all
.staff members have successfully passed all weekly tests with a score of 80%, the objective will
. have, been accompl ished. -  ° N\
N I

' Audiovisual Equipment . -7 \ o .

Situation. The Resource Center staff wants and needs to become more familiar with the AV eqpipment
_the Resource Center has and fiow to opepate it.

. - "‘"‘.\ \ :..41‘_ ) / . .
\‘1‘ ‘ .‘ . ~ t -t * . '-, . . . .
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3

) ' N
Objective: To learn how to operate and perform "first echelon" maintenance (e.g., changing
projection lamps, removing damaged tape and film) on d11 Resource Center audiovisual equip-
ment By April 1, 1976. '

T t

-* -

Action Plan: Staff will meet once a week and be instructed or how to operate a piece of AV

equipment. Staff will then perform “dry runs” with the equipment. =« . . '

] . 1

» . .

« a ~

Monitor: Each staff member will individually ses up, operate and take down each type of eduip-
ment twice in a classroom situation. When each sgiff member has successfully soloed with afl
pieces of equipment, the objective will have been accomp11shed

-
|
1 ’ \

A useful by-product of the group process of developing needs was that obJectives were cﬁgarly .

understood by the entire staff. . .\

- [

y ASSESSING RESOUREES ' - \

, An assessment of resources revealed that the fo]]owing resources were available:

1. an enthusiastic staff

P
2. a Yeference collection -7 o ' l
3. a library sc1en;e°c011e;tion \
4. an acquisitions budget - )
5. audiovisual equipment ] . .
. 6. manufacturer's QV equipment instructions ; "Qi::>‘
7. reproduction facilities -- e.g., Xerox, m%meograph . ‘ - to.
8. one and a@ half hours per week per staff member available for staff development - '\ \
9. a professional Tibrarian _ /; . ‘ ’ A A
10. 2 WICHE staff development team R : ) f'q :
’ C . PROGRAM ACTIVITIES \ ‘
/ . ’ N . S

After the objectives were established, the staff outlined a number of alternajive programs which 1
might accopplish the staff development objectives. 1 ‘ : ' T

, ) } R \ , l " v

Alternatives for Referernce Materials Program :
1. Systematically examining and discussing each book in fg‘iﬂeference Coilection in . *
order of placement on the shelves. . - - " , -,
2. Resource Center Director giving Tectures on various reference books and types of .
reference books. ' / g )
3. Resource Center Director making up questions that would tgegi;egstaff to use the . “

reference collection to answer them. -
, 4. Selecting basic reference books or classes or reference books apd studying them, .
»4, using a programmed instructional text. - , - 4 . //ﬂ
" 5. Selecting basic reference books oqlclasses of referﬁnce books and haviﬁg sEeff/nxyn rs

| write abstracts of selected materials, fbl]owed by a discussion of their thtract a

a weekly staff meeting. After having been edited by thé staff, the abstratts would bk
compiled to create a staff reference book on refererice books. ) ;7 .,
- 42 - - ' v
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1

. g. Consistency‘with accepted educational principles,

EAiternatives for Audiovisual Equipment Program . . "
* i +
E]. Each staff member taking time to fead the equipment instructions and teach
himself to operate the equipment -
2. Resource Center Director giving lectures on hew to ude AV equipment
3. 'Each staff j er selecting several pieces of eq!(pment and becoming
expert on their operation and maintenance. <£ach stafffmember wou]p then-
be responsib]e for teaching other staff members how to use the pieces of
equipment he is expert in.. . - , N
These alternatives were then analyzed according to the following criteria:
Congruency~with the stated objectives for the program_
Feasibility in terms of resources, time, fungs,.etc that @ i
“are available. ' : 2 f
Kinds of needs and depth of 1earning sought. ' f
Acceptance of the g proach by those to be affected by the
. program. ; .
e. Cost benefit to the organization and the individual.
Accepgance by the College: administration. *

v

e e

e.g., opportynity for active participation and practice, )
appropriateness ‘of -technique for the level.of the learner, reguiar
 and frequent evaluetion, ‘variety of techniques. -
h.~ Integration with regular work activities. °

i. Possible unintended outcomes that might result .
- . e - . &

e

The following program for accomplishing the‘matg;ials objectives was'estéblished:
Using the table of contents of Barton and Bell's Reference Books, A Brief Guide
as a syllabus, study the major reference works in the Kingman Resource Center *
Areference collection. Every week each staff member will write an abstract of

selected reference books. Each week at a staff meeting, staff members will pre-
sent and discuss their abstract. After being edited by the staff, the abstracts
will be compiled in a -notebook to create a Resource Center staff manual of S
reference books.

-

The following program for accomplishing the audiovisuai equipment objective was

established:
Each staff member would.become a speci&iist with several types of AV
equipment. Then, 4ndiviqual staff members would give demonstrations to P
other staff members on the operation and maihtenance of the equipment they
have specialfzed in. Stdff members would then have time f “hand-on"
practice. Subsequently, sach staff member would set up and o;ierate each:
type of equipPent in a clpssroom or similar situation to detonstrate his
ability to operate the eqhipment. Horeover, each staff 1wou1d take a -

'weekly test to demonstrat his understanding of trouble-sh ting and”

maintenance, . 1 . ,.Q

[ .
, . ' 4

'
!
i
i

[
’ \
\

Assigning Aﬁainistrative and Trqining Responsibi]ities.
The Resource Center Director will direct the staff deveiopment program .




> “ hd
, .
Selecting and "reparing Learners:
All staff will participate tn the program, as all staff are dnvolved with X,
. reference work and AV Equipment. All staff are prepared to participate in
the program, having been actively 1nvolved in the process of program ) . . '
development . Lt e . . . <
. ' ’.‘ . v ‘(_v . ) ‘ - . -
Rroviding Appropriate-Materials and Facilities: | ) , '
The following {tems are already available ) 1 <N '
1. AV Equipment J - , .. , _
! 2 AV Equipment manufacturer s instructipns ) ‘ '; -
3. Small seminar room . - .
4. ‘Reference books N ) *
The staff will design a form that will help make,ab§tracts comprehensive and unifprm.
-«'U l "
The major forseeable problem fs possible distradtien by library traffic. 1If studBnt assistants ]
. _ are not available to staff the circulation desk, (currently, none are available), staff meetings
will havé to pe held in the reading ‘area where the circulation desk can be supervised. Distract- .

ions will be minimized by holding meetings during the time there is nornally the least traffic
I .
k) . o R

EVALUATING THE PROGRAM

a -~

v . " “ «
Evaluation of the staff development program is needed to provide. 1). Feedback to the participants
about their progress in the,program, 2) feedback to the program director about the-progress of the
program, and 3) Final ‘evaluation of the auccess of'the program.

"k , . o
14

One of the organizational\goals is to improve Res0urce Center reference and audfovisual service. As

a step toward reaching tiat goal, the objective of thesstaff development program is to fmprove
‘ staff knowledge of reference materfals and _audiovisual eQuipment: It is assumed that if the staff -
successfully completes the staff development program, their knowledge of reference and audiovisual o
materials will be increased and their grdater knowledge will enable them to provide better service.
Thus, if the staff Successfully comnletes the program, the program will be aksumed ,to have improved
service. ) .

a

While establishing the needs and objective of the program, the staff also established performance
criteria for the succes$ful completion of 8|'rogram. The measurement of successful completion

of the reference materials program will be the scoring of 80% on a weekly test' taken by all staff ®
members on the reference materials previously discussed. The measurement of successful completion

of the audiovisual eqliipment program will be the scoring of 80% on a weekly test takén by all staff.
members covering trouble-shooting and maintenance of equipment and the demonstration by each staff
n*mber that he can set up and operate each type of equipment. The weekly tests will be used by
pdrticipants to gauge their personal progress ‘and by the program director to monitor the progress

of the program. Tests will not be used in the evaluation of personnel for retention or promotion

&’
'

In addt s throuéhOut the program, group discussion of the Success of the program will be used
to provide feedback to the program director ab0ut’the progress of the program.

- -44,- - ) . R
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES,

] . AGENCIES, AND LIBRARY /SYSTEMS i .
. : —
I'S
 MODEL 7
¥ PARTICIPANT .. vvvevvrennnnnns eeeee... . .Ruth H. Donovan co
t , e : ‘
, ’ ORGANIZATION. . vvvvvnrnrnnnns e, Library, University of Nevada

Reno, Nevada

? - !
Al S

CODATE.. et et ieeeaaes P Draft of May, 1976
, _ \
~ ' COMMENT: s . \ .-
- . N \ /{
. . ' o \ /
4 ‘ This model is based on an 1nfonna1 statement of std{f deve]opment

intent which is closely linked with a major overall organizational goa]
Activities to meet the identified needs are anticipated to come from

a ‘variety of internal and outside sources. The section describing'the
incentives for participating not only carefully defines those incentives ]
but indicates the value the 9rganization places on staff deve]ogment
involvement. 3 .

WICHE/USOE Institute for Training in Staff Development
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One of the goals of the University of Nevada, Reno, Library is to provide “a trained staff to
acquire and organ{ze the collection as well as $o0 assist all users of the Library.” In order to
work toward ihis goal there must be developed a long-range plan for training and continuing
education of library staff, both professional and non-professional, taking advantage wherever
possible of existing programs offered on the local, regional and national levels and using

staff meetings and other less formal @ethods.'

NEEDS - '
- As part of thig‘p1an, an orientation program for new staff that will be effective in introducing
ﬁ them to the various departments and work of the Library, but not ‘too time-conSuhing, will be
introduced. Other needs expressed through a questionnaire and some informal interviews are. )
) , /
A. Library related: 1) Accessing computer data bases, 2) Reference sources, including
; ’ government publications and maps in areas such as chemistry and physics, eartﬁ
sciences.’and business services, and 3) Revised cataloging rules. , f
B. General: 1) Supervisory skills and knowledge, including State Classified Syst b
rules and regulations, 2) Interpersohal communications, 3) Management skills for} {
/ senior staff, including pérsopnel administration, budgeting, and public relations,

and 4) Foreign languages - an and French. !

.

ACTIVITIES TO MEET GENERAL NEEDS i

»

An improved.and continuous effort will be made to disseminate information about existing prog?;;s
being offered by both General Univer%ity Extension and the Nevada State Personnel vaisiqn,
through notices in MEMO, the monthly staff newsletter, and posting information handouts ?n the
Staff Room. Similiarly, announcements will be made at appropriate times of university and
community college courses being offered. Information about workshops and other kinds of )
training programs taking place within a reasonable distance (many in neighboring California)

will be made available. Some not 50 near but meeting a very specific need will also be
considered. N

’ ACTIV[TIES TO MEET SPECIFIC NEEDS

In-House workshops, on-the-job training, or staff meeting situations will be used where
appropriate to meet library related anc® general needs. Workshops will be orgénized 4hrough
the Northwest District of the Nevada Library Association or N.L.A. itself, especip]ly at
annual conventfons. Advantage will be taken of university and community coIiege courses, and
General University Extension contacted for help in orgamizing short courses.

N

INCENTIVES FOR PARTICIPATING

< . L
1. Administrative leave is granted as extensively as possible considering staffing
needs. ‘ . ’
2. Registration fees are pai? by the Library in accordance with library policy. i

Per diem and travel are sometimes covered bat},uch funds are quite limiteq. .

. —\
\
» '\“\, . ,

. A :
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3. Library Science course credit specifically applies for classified staff promotions. Workshop
certificates are useful on the record for career development.

4. For library faculty, participation in continuing education programs is considered in annual
evaluations, for merit increases, promotion and tenure.

EVALUATION
This ts an on-going, open-endéd program.and will require continuigg evaluation and assessment
of needs. Through reports‘by participants, questionnaires and intécrviews with both participants
and supervisors, programs will be evaluated and future plans made.

-~

/ ~
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SECTION'I \ STAFF DEVELOPMENT MODELS IN LIBRARIES,
\\ AQENCIES AND LIBRARY SYSTEMS

A
-~ . w

/ -
MODEL 8
* Y
PARTICIPANT. . ev'evoennsss bereenend "...Carol Hildebrand
 ORGANIZATION....:........ e Lake Oswego Public Library
e . : Lake Oswego, Oregon
T DATE . eeiet e s ::...Draft of May, 1976

COMMENT :

Although still in outline form; this model shows the involvement =

of the public in the needs assessment process for staff develop-

ment (and other) purposes: Some of the identified needs can be

hered with staff training, others can not. The degree of . ‘

correlation between public-identified needs and staff-identified

needs is interesting.

y . ' .

v ., At this stage, the majority of the training activitiesiare to be
done in conjunction with staff meetings. This entails the risk of
Ty d%hinishing‘the other uses for such meetings. Since the 11brary

‘ staff numbers ten in all, this situation might not.present ‘such

a prob1em as in a 1arger organization.

’ N
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/NEEDS

Expressed by the‘Lub11c: -
. Staff training can't heip

’ ’ 1) More hours open

¥ 2) Bigger, better collection
I 3) More money from County

4)

More staff .

Staff .training can help
Better, more complete information to the public (1n7erred from

5)
. . 6)

- 7)

!
Expressed by the J{aff:

. 1)
% /!ui"',,AZ)

. cLoe 3)

4)
S

~

. 6)

!

their responses) .

Be sure pEopIe;are assisted when they need it, ev
hesitant to ask at first.

Schedule to allow staff to be available as needed

i
|

More staff, more space, more time °

More understanding of each other's jobs

Better conmur;1cat1on among staffers \

Staff needs to take more responsibility

Need t0‘be'5ware of attitude we project so we can be

if they are

charm1ng, accurste and realistic (not be defeated by problems).

Also morer. kriowledge ¥

- Typing - -
- Classical music
'~ Advertising, public relations -
- Cataloging and Dewey Decimal system l
- Reading and art courses )
. - Accounting and budgeting ‘
B Organizational development ’
How to run a meeting
- Computerizatfon (how to use, not how to do)

OBJECTIVES

1. Involve all staff members in planning, implementation and evaluation of
staf development program. ‘\

Between December 1, 1975 and July 1, 1976: .
a. Expand training of all c¢lerical staff to include principles of
. Dewey Decimal System and basic use of .catalog (filing rules).
Expand training of Pages to include principles of Dewey system, how
to answer the phone, phone renewals and basic use of cattlog {(need not
‘ include filing rules). . ) ' .
¢. Continue to hold staff meetings weekly, at least half am hour each.
At least ong staff meeting a month, reference staffer to show and
discuss new reference items for everyone to see. . .
a. At least once in this time, and once every fiscal year, implement Job

2.

- 51 -
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2xchange within Library staff to acquaint staffers more intimately with each

other's problems and routines. - s

f. Explore possibility of staff exchange with other 11brar1Es public school or special,
nearby to gather 1deas and become more famliar with other operations.

. g. Explore feasibility of attendance at regular formal cl sses’fo Jjob advancement or )
Job-related personal growth. . \ , -
3. Involve a}l staff in planning for new building. : \\~

\

4. Involve all staff in budget-pianning for Fiscal Year 1976-77.
5. Involve all staff in study of circulation system and better methods with better
machtnery.
. -® /:
. %. .Provide opportunity for discussion between af?ected staffers and among all staff, for ‘
/ better communication, problem-solving and Qt;;tude improvement : ' : .
a. Through routing slip and meetings, give/opportunity for input regarding j//
// any probosed policy or practice before-its adoption.
b. Responsible staffers to have full authorization fo make decisions and
handle details of operation in their area of responsibility, (1nc)uding
scheduling, supplies purchase, materials selection, 1nstruct10n}yf new B

; staff.)
' ]
ACTIVITIES
1. Encourage staff attendance at exterior workshopsf . [
. - M '
| 2. Carry out budget process, begizLing with suggested programs, objectives }
and research regarding 1ine ites purchases solicited from all staff. Narratives

written by professional staff,

3. Hold weekly general staff meetings, for special items of information, gripes, !
compliments, etc. ‘
a. Circulation staff book revised, with genéral rtv1ew

b. Systematic statement check planned P *
) * c¢. Input and suggestions solicited from all staff for c1ty-wide salary . )

pegotiations and report from Library representative, . ‘ . .

d. Review books of 1hterest, especially reference and childrenfs books . —

e. Transmit information regarding special programs and projects

f: Choose name tags or buttons, for patron information

4. Hold special general staff meetings, to::
a. Discuss and practice filing rules ’ ) i
: b, Conduct a lesson on basic Qewey Decimal system, with practice
4 in as$igning simple numbers and subjects. ‘
) c. Role- playing for pragtice in handling Situations and exploring attitudes -
a patron compjaint, or explaining a new policy to a patron, or conducting a .
reference fnterview, for example. *
. - . 4
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§. Hold professional staff meetings, to:
a. Decide on and write filing rules, npt previously\codified
b Discuss and write needed revision to policy of Likfary as a whole
¢. Review maferials selectibn, to choose books and o&her materials to
purchase, subject areas.of Concentration. ' 4 Lot /F""
d. Plan special programs,-nejs releases ‘and booklists. N/

6. Encourage membership in OLA and on coﬁmitteés.

-

‘ *7. Plan new buildipng . - ; . '
‘ /
**g8_ Study circulgtion prbcedures, to Lpgrade the system. .y S : )

v

9, Plan job ¢xchange’in library and with other libraries.
J ¢ .

\ .

* - N
Lawsuit has stopped active planning, no activities feasible until it is
resolved. :

*+ Budget considerations have delayed study of this new program. / .-‘\\“

’ -
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES,
“\AGENCIES AND LIBRARY SYSTEMS

\'t
MODEL 9
*‘, , " .
PARTICIPANT - v v s eneeneereenenneenennenen Nancy Hudson
ORGANIZATION. vvvevrianrrnnrennnnnsancnns Clark Cpunty Library District
, Las Vegas, Nevada

DATE . veevinnernnnenns e eeereerees Cevenn Draft of May, 1976

8 - '
COMMENT: ¢ ¢%¢/’

Viewing many of the existing activities of the organization as
opportunities for staff growth and development helps this mode]
work toward a meaningful response to both individual and organi-
zational needs. Identified and designated respons1b1]1ties g1ve
this program strength as does 1nst1tut10n&1 encouragement and
-support through stated policies.., . .

WICHE/USOE Institute for Training in Staff Development
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STAFF DEVELOPMENT PLAN !
. / .

Since 1972 the administration of the Crark“TBunty Library Distﬁﬁct tas been committed to the
philosophy that continuing education programs are important fo the 1ibrary and to the entise

" staff. Formal needs assessment has not been undertéken, but specific actiyities have been
designed in response to perceived needs. Eva]uat{on of programs has been helpful in planning
future directions. The following plan articulates the ongoing program, only part D represents
an untried direction. The need for this component was expressed in evaluation of the first
orientation sessioﬁ‘ held on March 18, 1976. ' <

.
T

The goal of this plan is to prod¥ide each employee of the 1ibrary district with qppor;uﬁities
for educational activities thatwf11 prepare him to make his ma ximim contripution to the library
organization and to realize his fullest possible potential as an individual.

| ~ To=

The.following continuing education activities are promoted by the persqnnel cooréinator as

essent1al-pa:xs-oizﬁlazk.ﬁuunty.Library District' 's staff deve]opment plan: T

A. Orientation meetings are held whenever there are at least six new staff members.

' to be introduced to the 11brary organization. These meetings wi]] be Timited to
matters which concern all employees and are to be supplementary to tqe training
received from department heads in actual tasks. '

8. It is the responsibility of department heads to train new and present
employees in work procedures that they are required to perform. This is
accpmplished on an.individual basis as weTl as through schedu]ed depart-

meetings. ’ .

C. Committee meetings are important means for sharing knowledge among staff
members and for encouraging growth of the individual through participatory
management. - Every meeting ha$ an agenda, announced that outlines its objectives.

1. Administrators and Céordinators meetings: This management group
meets with the director on matters of budget ahd policy.
© 2. Materials Selectdion Committee: This group meets with the adult -
services coordinator to plan selection po]ic[es_gnd procedures.
' 3. Personnel Committee: This committee is formed according to a ™

policy staied in"the personnel manual, and cqnsfsts of employees

“from all classifications and departmenti of the library: It .

T o meets with the personnel coordinatorﬁpn Staf policies and problems.

-4, Computer committee: .This group meets with the computer coofdinator’
. as needed to develop po]icies and procedures related to automqé*on,
It was formed when the 1ibrary installed a CLSI LIBS 100 Circulation —
Control: System. . -
D. Half-day wo;ttmops will be ‘held periodicaily to acquaint employees with the
work qf dep ents other than the one to whigh they are assdghed Sessions are
\ planned on technical services, circu1ation, programming, and extension departments.
£, Horkshqps are held once a month by the extension department for paraprofessidnal”
branch librarfans from outsfde Las Vedas, for booKmobile drivers afd for library |
workers from the southérn region of Navada. Workshop content ts directed to the
needs of the library staff of agencies in small comminities.

t -
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F. Clakk County L1brar§ District encourages'all employees to participate fn the activities i
of 1dcal, state, regional and national professional organizations by joining these -
organ1zat1ons, attending their meetings and conferences and assuming leadership roles.

Travel funds are budgeted each year to support these efforts and activities.

G. Academic education programs are considered the responsibility jf each individual employee

/ The library district does not contribute tuition to such programs but department heads !

| with respopsibility for ;ﬂak1ng schedules are responsive to the néq:ls of students enrolled _
in courses, and will at{empt to arrange work schedules that allow time for such activities.
The personnel manual also states thatﬁgp to one year leave without pay may be granted to
an employee wishing to pursue graduate study in library science.

H. Participation in special non- cres1t workshops and institutes is encpuraged whenever the

N content is directly related to the employee's work assignment., Employees may be allowed

. paid leave,_ fees, travel, and per diem expenses as needed to participate in such

activities, subject}to the approval of the 1ibrary director and the 11brary board, and to
the availability of ¥unds. . o .

v

'

The administration of the Tibrary is aware of the cost of this staff development program in terms of
time and money spent, and is constantly monitoring continuing education activities to assure that
they are contributing to' the goals af the p]an Participants, both Yearners and teachers, are

regularly reminded of their responsibility to make sure that these activities are truly meaningful
and effective. " )
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AGENCIES AND LIBRARY SYSTEMS

; ~ MODEL 10

‘ »

) ‘ o v
PARTICIPANT . e veieeteetienncenencnccccnnnns John Peters

e

ORGANIZATION. cvvevvnnnncnnnnnns ﬁ....u...m.Natréha County Public

ibrary
Ca3per, Wyoming

, ' ~
T U DATE. ittt Draft of May, 1976

COMMENT:

This is a process model, adaptab]e to a mber of different-.

Tibrary s1tuat1dﬁs contemplating sta f\Y e]opment A series

of insj ghtfu] and pragmatic inquiries are phased with step- -

byfgtéﬁ action points. Adaptability to a particular Tocalize
situation is built in because, though the content is

" specific and unique, the process is generalized.

WICHE/USOE Institute for Training in Staff Development
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PHASE I - GOAL CLARIFICATION \ .-

\ : Ty
Cycle I*- Questions to ask:

P

1. Is, STAFF DEVELOPMENT itself a stated goal of the 11brar ?

v if “no N
" R Step I: |Interpolate from stated goals of the 1ibrary and from the ‘
v library b ard-and staff input a STAFF DEVELOPMENT GOAL. c
. !
2, Are staff goa1s w1th respec to staff development known? ‘\

. If "no":

Step II: Assess sEEff needs through questionnaire used with
) ] individudl interviews. (This assumes a relatively small staff T
. . size with 1ittle duplication in duties). - - ! y

y

. ’ . N N
Cycle II - Questions te ask: \<s\\ N '
- 3 LY Y s ™
1. Are 11brary‘goa1s and staff gpals w1tb réspect to staff deve1opment
compatible at a]l’
_If "no": ' *
Go back to Cycje I. - \ IR '
. \ ' ot » -
2. What are the areas\of compatibility? (Ljst areas where library g?a1s .
and sjaff needs indtcate the same acf1oﬁs)

PHASE II - PRESENT.ACTIVITYISURVEY‘p

\ -
)

Cycle I - Questions to ask: ' ) E | ¢

lf I

1. Which activities occur now or have occurred? ' . :
meetings (detai] by” type) : .
workshops - o ’

job rotation ' -
new staff orient t1on ) -

new job orientatign :
on-thd-job trainin . . ‘L
incentives (time off, tuition payment, . )

advancement or other recognition)
h. other . ' L

. .
@ »H M a O o o
- . . . . . .

.

2. Which of the above have céntr1buﬁgd significantly to library goals
and staff needs as established above? L . - '
. Step I: Keep and improve these. - ///

3. Wnich have ot contributed significantly to 1ibrary goals and

staff needs?

* Step H: Discontfnue these. . : ‘ ’

Nr
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“Cycle ! - Questions to ask: (cont'd)

Which activities have not occurred which might significantly contribute to
1ibrary goals and staff needs?

4.

Step IIl: Plan for institution and evaluation of these,

PHASE III - INDIVIDUAL PLANS

«

Work out with each employee an individual develqpment plan, cums;tib]e with~11brary goals, utilizing
the act1v1t1e§ continued and planned above as they are appropriate for ghe individual. Include a
“time frame for completion of ‘the various aspects of the élhn., (}n small staffs, ;he response to

/_:peI;Onal needs possible with indTvidual dévelopment plans seems desirabled

. ¢ . PHASE IV - INSTITUTE NEW PROGRAMS PLANNED IN PHASE 11
‘ ) PHASE V - EVALUATE CONTINUING AND NEW PROGRAMS .
" )
,
‘ “ : ' 5 '
. ) _.__///— Toom,
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES, , .
AGENCIES AND LIBRAR; SYSTEMS

< ® he S 04 M ¢
a' r m \
, * MODEL 11 N o
AR - N . .
" PARTICIPANT........ S e Eieanor Streeter B
ORGANIZATION. vev v vivvvonnernrnnsonennes * California State Library

Sacramgnto Ca11forn1a
DATE. «eveveneneennns [P Draft of May, 1976
hOMMENT:
ii... The pr¢fessional development o% the staﬁf of a state library has some

unique| aspects and :feds. This model iéentifies the areas of need and
proposes fu11 use o a$a11ab1e résources to.meet those needs within the

overall context of the organizat1ona1 respons1b1Lit1es Evaluation of 1
tr§1ning Fffec;1veness is often a challenge. ' The descript1on here of
that facet-is useful and, combined with the section on maximizing the
B B effectiyez;:s of tra?ning, can provoke ref1ective thought.
* ' . ' . \
N
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NEEDS

/ .
// The training needs of survey of Gctober 1975 showed several.clear areas for attention which were
: not within any unit's area of concern and which would be suatable for a coordinated training
VoL effort, . '
b \
P : » )
B The most orominent of those expressed needs was the need §0r greater awareness of the goals and

objectives of- the organization. The unstated need within this may be the need for more of a team
s bu11d1ng atmosphere. More visible leadership to encourage support and reward excellent employees
~— <::_ wou]d be beneficial and might be well tied in with an annual library-wide directional conference
of, perhaps, a half-day duration. A report by each Bureau {Chief on the past e
ments and that Bureau's future plans with introudction and summary by the St e'Librariqn would 1
s be one approach to the needs. Ihe meetingfpn CLASS was noted in the survej by one or two
respondents as something of the type of thing they would 1iKe to see more pften.

's accomplish-

The unit goals can and, should be made clear annually by each section supervisor. Individual

<8
. TN supervisors can make use of the annual performance appraisal interviews to discuss the in- * !
< dividual's place in the unit's plan and emphasize that person's contribution and its importance.
s 14 . ’ ’ ‘ -~

The second area of need expressed by both professionjl and non-professional employees was train-
- ing in problém solving skills for which course training is available. Care.must be taken ih
selecting a course with wide general application rather than a narrow coqg}ex'fonnula approach.
A search 8f various resources is planned.

The groups thén.d1verged in their stated needs with professionals being interested in planning
skills particularly budget preparatien and in more input on professional issues and concerns

before getting into human relatiom and communication skills. The non- profess1ona1 staff expressed
1ts interest beyond the first concerns to be 1in interpersonal and group comnunicat1ons and

“ - human relations., *

X " GOALS

J .

To, coordinate use of resources to provide maximum benefit to the California State Library and its

| .

em%loyees. ‘ .

\ To assure that needed training is provided to California State Library staff when and where the
need 1s greatest and in the manner in which it will bé most effective.

g ) \ . -PROFESSIONAL DEVELOPMENT
- " - . ’ . . - 3 -~ ,
. » 1., Librarianshi . . N .
: An In-House Program will be developed. Ne have many talented employees on Our staff,

both profassional and non-profess1ona1 who are available for incpeasing the awareness .
and eqprichment of others. The development of the concept of shared rgupons1b11fty can
. also contrib te fo a team-building attitude within the staff

A -, l * .
This program would begin By including all professionals fo{ a sefies of meetings to
discuss.néw developments in the (1e1d with guest speakers as well as employeas to give

\ . ~ ) \/'4 . R
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talks on sgecialities. It would be established by formation of an QOrganization amd Program
Committee.

After development Acd use of I1n-house resoyrces, a second phase would include other librarians
from non-state libriaries in professional staff development actavities. CSL might work
itylCounty Library, SLA and CLA. >

Jointly with other tate agencies, Sacramento

Out Service Library training courses of a post-graduate nature for purposes of updating
professional awareness are relatively rare, at least in California, but when located, ,

attendance by'CSL libkarians is encouraged. One on-going source of such courses is
] Uni(ersity of Californya, Santa Cruz and their Summer Library Workshop program.

' II. Management, Administration,' and Budgeting ) .

Unigue problems occur when a professional is given budgeting and other managerial respon-
* gibilities for the first time; not only,11brar1ags have this prqblem,\but many other
professionals in fields of health sacial science and physical scaences. for instance. .
A1l have these trbnsition problems 1n«xmv1ng_£rom technical or subject expert to unit
manager. To smookh the transition, a combination of course work in program management and
on-job experiencel1n fandling delegated portions of management respon51b111t1es would be
a reasonable apprpach. This would start with carefully selected groups of 5§ to 10 ,
Librarians and Sehior Librarians willing to invest their time and energy in this effort.
ureau-Chiefs and{Section Supervisors vho supervise promising Librarians and Sénior »
//fibrarians would ominate them for participation in a multi-year development program
- designed to increase readiness of the individuals to move to greater respnn51b111tjes.

I11. Professional éreadth and Flexibility through Rotation
Objective -.Top prov1de mid-career librarians with opportunities for professional
development and broadening of scope. Improved flexibilitv and ranae of experience
also assist in preparing participants for promotion.
)
“Wha - Senior Librarfans, initially. Participation will be voluntary. If feasiple, >
it may be expanded tb include librarians with more than 1 year on current assign- . ’
ment and Ltbrary Technical Assfstants and Senior level clerical employees N '

’

.- Duration - Six months or more, the fine points of a new Subject area would be lost in .~
less time, and #% work ‘experience, a shorter time would be instgnificant.

tow - Participants wou}h state their preference in order of interest. These would be
How ! )
« accommodated as possiblp.

Probabfy no more than four should be involved in the first six-month period lest the place
L collapse into chaos. . . :

Position transfer would not be involved. Participint would "take his position with him"
as an even exchange of people is anticipated.

. . ;; . :1_(3 E) I . .
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" remotely to the training experience. | ‘

) .
Evaluation - Would be mutual, supervisor would give performance appraisal to participant
upon completion with copy to Bureau Chief. .Participant, in turn, submits written
evaluation of his experience to supervisor with copy to Bureau Chief.

v

EVALUATION

Training evaluation is not solely the reaction of the trainee to the training experience though
that is a useful part of ilt. The larger, more important consideration is whether or not the
desired improvement occurrﬁg after the trainee returned to the work situation. This is often

a very difficult thing to measure and it can only be done by those in the employee's work

un1t; normally by his superdisor. The intangible nature of many of the benefits of training,
such as improved clarity of thinking or sureness in approach to problem solving in a certain
area or even the prevention df problems, can go unnoticed by those affected but it is the job
of the supervisor to mohitor Whatever change, positive or negative, which might be related even

¢

|
- H -

! 4 '
As the system preserjt1y exists, the tratning need statement is: required on the flip sidJ of
the Out-Service Tra{ninh form, known to its friends as a P0-5.| This nged statement is
presented as 'Justt {cation' {and 1s‘pre5umab1y known to the superviser since the supervisor's
signature is required on that form. Assuming truthfulness and] thoughtful input at this point,
the full circle canibe é¢mpleted by requesting the supervisor'} assessment of whether prpgress
of any sort toward fillipg the stéted need occurred after the training was given. An adfed
side benefit to this shoul be the\more careful analysis of training needs before the training

is given and a closer relation of training to job requirements.

»

The timing of the supervisor's assessment of benefit will probably vary with the individual
situation and with the nature of the training involved and so presents a procedural problem.

_ Thus, several approaches have been considered. First, a series of evaluation forms could be ,

sent a supervisor at, say, one week, gne month and two months after training to see if and

when any changes have been noted. Tﬂis would appear to be excessiyely burdensome. Second, a
form could be sent immediately after training for the supervisor to hold until it was felt that
the benefits, 1f any, had been evidenced,with a follow-up by the Training Office, if not returned
after one or two months. Third, an estimated time of appraisdl could be made at the time
training was requested either by the supervisor or the Training Officer. Of these, the second
alternative would appear to be the most workable and so is the one proposed.

~
» i

The present trainee's evaluation form will continue to be sent out upon completion o{ the
training. ’ '

ﬁAXIMI?I,NG THE EFFECTIVENESS O€ TRAINING .
\ /

* \
A key to a more effective traiping program from the
coordinated use of resources feople as well as doll
participants and a more even selection of appropri

lifornia State Librarthou1d include more
, togéther with improved screening of
e training programs. All of this should be

>

naiely, the proper use of this tool s not widely}known. It has}limitations and times when it
should ot be used. It fs not a substitute for good Supe;visory technique and personnel practice.
£
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~appropr1ate for the job class and duties of the partitipant. /

* b4 .
The first question to ask is “Is it a train1ng prob]em?” If the second quest1on is "How should I N
know?", you may wish to peruse a quick amd easy- to read outline of prob]em analysis entilled
Analysing Performance Problems by Robert F.\M ger and Peter Pipe, Belmont, Galifornia, Fearon
Pyblishers, 1970. - " ’ : : E

The chances for training effectiveness are good onlp with (a)-selection of the proper cCourse - both

for the level of the trdinee and for the aptness and quality of the content and (b) reinforcement

of the points made in thk course when the studeny 15 back on the jeb - if the supervisor doesn't

know Or care what was gaiped by the studenz, 1t :¥0u1d not have been apgroved in the first place.

If this student will not Rave the opportunity to yse the traiming in the foreseeable future, 1t

also should not have peen 4pproved as ' required” training. It would be career deveiopment if(

approved at all. ’ ! ‘

Training for poraje pprposes may ochs1ona11y be Justifred for motivation, for énCOuragement of

self devetopment, forjthe ottward appearance of fairness and for adm1n1strat19n of organizational

caring, bnt 1% should} be uskd very sqar1ng]y for these ' needs There are other things involved "

in these areas which training cannot touch. -

. | ¢
| | tooe

On the same theme, if at all possible, no supervisor or lead persph should hayé{the responsibility

for more than a few months without being giyen the training necessary for that position.

Training policy and availability should be told to all new employees in their orientation tq the
State Library probably both in general terms in the Adm1n1strat1ve orientation session and in
specifics by the supervisor's annual performance appraisal. )

— +

At the time of‘preparlng that appraisal-and the employees preparation of the fnd1v1dqa1 Development

. Plan, the 0pp0rtun1ty occurs for some meaningful connmnicat1gn and negotiation on the topic of what

training is needed, desired or would be useful in the year to come or, better yet, in several years .
to come. Objectives and opportunities can be realistically d1s£ﬁs;ed at this time.

New services or-programs requiriné new skills or*expanged responsibilities can logically be a

training objective. If praining doesn't exist now for the area or direction of concern it can be
custom drawn to fit the need. )

The guiding principal for the use of training is that training should fulfill the needs of the
organization and the needs of individuals withih that orqanization. This is a wide enough sgope

to encompass everything from a CompGter Needs ang]ys1s c0urse for a section supervisor planning
automation to an "Effectiye Listening” course for a c]erk who will, be handling thé public for the

figst tim8, Anyone can benefit from training but not just anyone fcan benefit from any training.

A Clerk I in superwisory training w111 not get much use for it fof 'a long time but his supervisor

might never have had the course and w0u1d obviously be a better ghoice. The training must be
/:-."' ! o
Training i1s"a tool of infinite flexjbility. The resources available w1th1d the State of California

are some of the richest in the world. With good practices, judgment and lAck in selecting from

aPong those many training resources, the satisfying results, can make the jobs of all employees more

rewarding.
171
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" SECTION I STAFF DEVELbPMENﬁ MODELS IN LIBRARIES,
AGENCIES AND LIBRARY SYSTEMS

L

WA MODEL 12

. ARTICIPANT .« veeereeeeneene e eneanens Barbara Barth .

<«
ORGANIZATION...... beeriiaas P Library Personnel in Southeast
Arizona, RegfﬁQ VI .

1 1 Draft of May, 1976

COMMENT :

With a clearly defined view of the constreints anﬁ difficulties,. this
model addresses very specific areas of need with learner-oriented
logistics. A unique advantage presented here is that of the person-
to-person touch in spite of the d1stance and time involved. Following
-the setting of objectives for each activity, each workshop will probab]y
address very specific learner-defined problems which will assist the

s application of what is learned directly to on-the-job responsibilities.

WICHE/USOE Institute for Trainingli%(Staff Develo

* g
\‘ . . 3 s . l
.. .
\
\
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‘workshop would be an "all day" session.

Environment

-

Arijona's Region V1 is composed of foﬁr counties. Cochise, Graham, Greenlee, and Santa Cruz.
Within this area are approzimately 85 librarties, the majority of which are school libraries. Each
county has a county 11brar} although twafare quite newly established and the othgr two have beep 1n
existence oﬁ+y about five years apiece. The majority of these libraries are staffed by non-pro-
fessipnals. School librarians 1n Arizona usually hold a teacher's credential and have taken enough
tibrary squrses to qualify them for state certification. Academic librarians within the region
seem to fall into the same category as the school librarians. The public librarians range in
educational background from high schpol education thrdugh professional librarians with the
preponderance being non- ﬁrofess1ona1 Spécia] libraries include institutional facilities, U. S.
Army post and reference Tibraries, a U. S. National Monument library, as well as a pr1vate
research organization or two. The lack of prbfessional staff seems to stem from the odd and
short hou:; many O0f the libraries have &nd tﬁe lack of funds. | -

' 1

There :;re several problems to be solved. distance, time, equ1pmeﬁt, personnel, ana audience.
Most of the libraries are one person 11brar1js. unless they are run by a corps of volunteers.
With some 85 libraries, it was not feasible to hold a mini-workshop in each library. Five
population centers wert decided dbon. This solved, or mitigated, almost all of the problems.
Each workshop would be held five times, once in each population center. No workshop would be
more than 45 minutes or one hour away from each library, with one exception. This meant that
there would even be a choice for some libraries; if one date was not satisfactory, another
might be managed. To make the most of the travel time, it was arbitrarily decided that each

The remaining problems to be solved were those of personnel and equipment. Very few of the
proféss1ona1 1ibrarians in the region have any broad expertise within one of the above areas.

An administrative decision was made to utilize Arizona State'L1brary consultants where and when
possible and bring in outside personnel when available. Audiovisual aids would be utilized

when available and pertinent. Since only one area expresses a definite need for equipmeﬁsr
training, it was decided to open negpt1ations with the local community cotlege AV staff for the ,,/
purposes of either a night class or one on weekends. -

.~

»




The regional 1ihrarian has met with almost every librarian or library clerk {n the region at least
once. During these meetings, a number of needs have been identified, importance n§t necessarily
in the following order: ' ‘

- \\\\~——"\—_;dlzgageference materials and the reference interview.

PAFullToxt Provided by ERIC
B

2. {echn1ca1 processing: card catalogs and catalog cards. T

3. .Technical processing: weeding and mending. 4

4, Puptic relations.

5. Boards of trustees/Friends of the library.

6. Audiovisual eguipment. X *
Once thise needs were established, it remained only for some type of consistent staff aevelopment
program to be developed. v

The goals of this staff deve]ddment project are to increase the capability of each 11brar1qn
to effectively maintain and augﬁent their library services, and to raise the standards of
service within each library. The primary objectives are to increase the competénc1es of
each librarian within each of the stated needs, and to increase awareness of public needs

_and how to meet them.

¢

Each workshop will run 9:00-12:00, 1.30-3.30 unless special problems within a given subject

call for extended hours. Built into each session, with the possiple exception of the reference
series and the board of trustees/friends of the library, will be a work time where the
participant will have "handwork" to do. Evaluation.material will be derived from the ever
present questionnaire as we[] as the successfully (and not so successfully) completed “handwork:“
Tentative prograrming estimated dates show. 1) Technical processing. weeding and mending.
(June 1976)% 2) Technical processing: card catalogs and catalog cards. (August 1976);

3) Boards of trustees/Friends of the library. (Octobgr 1976); 4) Public relations. (November

.1976); and §) Reference materials and the reference interview. (June 1976 - January 1977):




SECTION I STAFE‘DEVELOPMENT HMODELS IN LIBRARIES,
: AGENCIES AND LIBRARY SYSTEMS

A

pN} - v

MODEL 13 -
, o
PARTICIPANT . s vt iiiiriiiiinnnesnnnnns Marilyn Poertner
ORGANIZATION. . .evvvvvenreeeasenssions...Boise Public Library
g ) ~Boise, Idaho
N { *
g B 1 £ 3 S Draft of May, 1976 '

COMMENT : - . ' . N

This public library has a fortunate opportunity to intégrate
its staff development program with the effort to involve the
staff in the formulation of library goals. If«<closely related,
each focus can support and reinforce the other. The.staff .
development effort is likely to maintain a healthy balarice’
between meeting organizationa} and persona]. qS. The develop-
- ment of library goals will provide indicationt of present and
future staff needs as well as presenting opportunities for thé
staff to work together in a purposeful endeavor, one with ]ong- )
range 1mp21cat10ns for the cqmmuni;y. '

°

-
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Environment . . ”

- +
.

t . .

The Boise Public L16rary presently emp]oy§ nine 1;brar{ans who have'eaf;ed the Masters Degree n ’
Libragianship; seven assistant librarians who have a B. A. w¥th 16 shours of 1ibr$ry science ‘
courses, twenty-four tlerical employees, thirteen pages, and two maintenancg beople. Education
lTevel of the clerical employees varies from the B. A. degree to high schoo]ﬁdip1oma. Pages are’
either high school or college students. L . "

. : A\ o
The l1brary was—heased in a,.1905 vintage Carnegie Library bui]Jing unt11 April 1973 when a move
to a remodeled warehouse made adequate stack space, workingéspace, and pub]fc space available
for 1ibrary service. Hours were soon increased to seventy open hours per .week and seven days
per week from eptemper - May. The library is closed on Sundays June - August. The library
owns one bookmiBWJe but has no branch facilities. It serves a city population of 98,1b9. In AY
1975 a great deal of staff effort was Hifeéted toward honversion to the C.L.S.I. automated //

circulation system. ° . .
Yy R ) \ \

.- e

L 2 .
The above information is included ta provide a perspective on the climate for staff development :>
" which exists within the organization. Finding adequate time for general staff meetings and )

divis1on<meet1ngs 15 very difficult. Every division feels the bréﬁsure of being short staffed
as well as be1ng asked to increase service. The increasé in 1ibrary use has been marked since
the move to the new bui1d1ng

~
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. ’ /
3]
. " . ¥
\
«
_ §
»
. L4
.
1 L3
© .
»
1
* 13 \ <

s




[
Y

Previous and continuing 1nvolvement 1n staff development at the Boise Public Library includes
the following activities: .. )

. 1.- Attendance at library association conferences, workshops, and institutes by members
”~a of the professional staff (M.L.S. and B.A. with 16 hours of library science). Cost
of travel, registration, board and room, etc. are paid by the library either in full

or in part, depending upon budget limitations.

+ / 1

2. The library participates mn the City Tuition Reimbursement program. Any library
enployee may bé rew bursed by the City for six credit hours per semester at Boise State
.- University up to 5300 per year if he or she earns a "C" ih the course{s), It is not
Tibrary policy to offer "release time" for courses taken durigg\ﬂ?rmal'workinq hours,
-

"i.e., work time missed must be made up.

R ~ *

3. Personnel pelicy ‘manuals, 11bf%ry procedure and policy manuals, and library staff
manuals are given or made available to new employees. The indivfidual is given some
time to become familiar with the manuals, but there is no general meeting in which
the library policies are explained. This.is now left to the supervisor.

4. Orientation of new staff members includes a brief tour of the library and introductions
to other staff members, attendance at an orientation session provided by the City .
'Perscnnel Department for all new city employees, and on-the-job training provided by the
supervisor. There 1s presently little instruction in the résponsibilities of other
library divisions or library interrelationshjips.

5.‘{ Acquisition of the 'C.L.S.I. automated circulation system during 1975 resulted in a
| ‘concentrated program of 1n-service training on computer terminal use and input
/ procedures for Technical Procésses and Circulation staff members.

6.} Quarterty mgetings for all staff members are held as an opportunity for information
. exchange. -

7.] Stéff members whose position descriptions require driving a city vehicle are.assigned
| to attend City Defensive Driving sessions on library time. Those who are interested in
the ;ier atd training provided by the City Safety Department are assigned to attend on -
/ Tibrary time. -

8 The Bgﬁse Public Library, as regional center library for SIRLS (Sputhwestern Idaho
f Regional Library System) provides in-service training for the librarians of a ten-
| county Jibrary region through quarterly workshop meetings on topics of interest, through
individual training at Boise Public Library on a one-to-one basis, and ‘through on-site
~ / visits to the member Tibraries by consultants. Members of the Boise Public Library
) | professional staff are encouraged to attend the regional meetifgs and also to serve as
X . gonsu]tants to the regional librarians. ‘ ’

\
.t v

. NEEDS ASSESSMENT PROCESS ) // .

‘Intéﬁest in eva]uaiing and expanding the scope of the library' /staff development efforts led to
'S the ry Board of Trustees granting approval for the AssiiyZnt Director to participate in the
yearzii:: WICHE Institute for Training in Staff Development., As preparation for the Basics
Workshop held at Boulder, Colorado, November 4-7, 1975, a ngeds assessment.questionnaire was
distributed to all lihrary staff members in October. .The odel provided by WICHE was used,
modified only by the addition of a question asking the respondent’s opinion of the library's
responsibility for staff development. A copy of the aggregate responses to the Needs Assessment
§hrvey is attached. 'Thirty-five of the forty-two full-time library employees returned the

questionnaire. \ - '

\

y T~
MAJOR FINDINGS OF THE NEEDS ASSESSMENT
) %
Specific training needs identified by the needs assessment survey were: ;
1. Interpersonal and gkoup communications skills

e

2, Human relations skiljs

\ -75 -
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Specific training needs identified by the needs assessment survey were: (cont'd)
3. Supervisory and management skills
[ 6n-going training in pse of computer processes and applications
5. »Improved orientation for new employees ~ . -
6. Job rotation program N

~ 7. Knowledge of commynity needs
8. Storytelling and puppetry workshops -
9, Familiarity with the procedures and the responsibilities o?'\\\

all ‘library divisions’ N

N

10. Basic coutsgs.in 1ibrary science .
11. Training in se)ection and acqgjsjtion techniques for the
professional gtaff - ;
12. Discussion of {and familiarity with the reasoris for general
library polici . | ‘ . ‘
. {
GOALS DEVELOPMENT PROCESS *
I ‘
At the same time that the staff deveﬂopm#jt needs assessment process was bebuﬁf/en/qaﬂ—.tant related
effort to 1nvolve the general staff in deEe]oping 1ibrary goals was also taking Rlace. Under the
direction of a Goals Committee Co-ordinatpr, two representatives from each library diviision, one
., brofessional librarian and one other emplbyee, formed committees to determ%ne_goals f
division. Additionally,. one representatile from each division fogmed a Mutual Goa]s co

after meeting with each group to clarify the meanings of the written statements. The/Goals ‘ n
. Statement i$ still.in unfinished form, however, some of the suggestions for staff development
differed from those identified in the Needs Assessment survey and are included here:
‘ 1. Establish a formal Staff Development committee.
Y+ 2. Train employees in the use of various items of 1ibrary equipment, such i
. R as film projectors, opaque and overhead projectors.‘étc.
3. Schedule workshops on communicating effectively with the elder]y,‘the o

. ‘ oo physically handicapped, the deaf, and the enta]]y retarded patron. . S, ‘
' 4. Schedule a workspop for the reference 1ib r1ans on government documents -
¥ 5. Schedu]e safety demonstrations for the liprary staff, 1nc1ud1ng emergency
*

: evicuation drills on a regular basis. [

r . . AN A

PURPOSE OF THE_STAFF DEVELOPMENT COMMITTEE - *

* N
\ ..

As a result of the igentificatibn of the 17 training needs 1isted ebove a six-member Staff
Development Committee was appointid in Janyary, 1976, and began meeting on a regular basis ip
March, 1976. Two representatives of the clerical staff, two representatives of; the professional.
staff, end two representatives of the administration are presently members of the'comn1ttee.

The tﬁﬁediate purpose of the committee is to prforitf§§=fﬁ3‘acggs of needed tr31n3n§ suggested

by the survey and goa]s'process and to Qfan new training activities in addition tc se atready
made available by the library. The Staff Developmerit Committee witl serve as a distribution
center for 1n§2thztlon about upcoming conferences, «lasses, in- service training programs, etc.

to the rest o staff, ‘ , 1 7 8

) ' kY //-\' - 76 -~ % v
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v' Lo
Responsibility for 1ong range planning of staff deve)opment activities and deve]opment of

\eva]uat1on measures for each training activity and for the program as a whole rests with the
Staff Development Committee. It 1s anticipated that the quarterly general staff meetings
already scheduled by the 11brary can serve as a vehicle for evaluative feedback from the staff

aswell -as—a“means for them to communicate new training needs. ' N

-

X ) . , PROGRAM OBJECTIVES - S NS

The overall coal for the Boise Public Library's Staff Development plan 15 stated as follows:

"Encourage and deveﬂop increased staff competence by prov1d1rg appropriat2 continu1nq educat1on

opportunities~ to employees in all job classifications." The object1ves are:

- 10 By Qecember 1976 the Library Staff Deye]opment Comm1ttee will have a
completed orientation program for new library staff members, with .
oriegtation activitigs spaced.throughout the six-month prbbationary
period. ! * .

2. Five permanent library employees w11l have Completed a voluntany
. "Jbb rotat¥on" assignment of one month's duration in another ’,

library division by June 1977. .

3. A1l Circulation and Technical Processes staff members will receive @,

". minimum of one hour's training and practice om changes in computer 1nput
and use techn1ques foltowing each,new program releasé.

4, Al 11brary supervisory personne] will be tra1neﬁ in basic computer .
terminal operation and in the practical services the computer can v J
provide By August, J976. :

5. By June 1, 19764+all library staff members will have part1c1pated n

Py | four-hour "Human Effect1veness Training" workshop ‘and will have
vract1ced active 11sten1ng ahd other communitation techniques.

6. By Maw 11brary &taff members will be trained 1n emergency
evacuation proceduresy .

7. Reference librarians will be trained in the retrieval of infofmation _°

o from government documents ina one-hour'presehtation by, the Governement

0 Documents Librarian in-July 1976. ! L )
8. Three one-hour general staff meet1ngs will be held dea]ing with the

the phys1ca11y or menta]]y handicapped patrdh} September 1916 vaember .
R 1976, and January 1977. , s ) R ) ;

TRAINING ACTIVITIES R, - 3

.
' . . N 4 ¢ L3 *
v a . -
' 4 PR r

for the 0r1entation program for new employees, training activities to be used 1nc1ude persona]
intervieys, tours, individual study .of policy and departmental procedure manuaIs, and vieW1ng
s1ide/tape programs on the Boise Public Library and the library's p]ace withip the city and

r ﬁroblems involved indcommunicating with the elderly, the deaf,* and e ' .o

-~ within the regiona1, state, and national. library heirarchy. The orientation activities wiﬁl be

‘spaced through the prployee's six-month probationary period. A writien test over 1fbrary
‘ pplicies and the procedures of the individual's division wi]] .be presented dfter two months of
p]oyment The objective of the orientation program is to 1mprove the competenCe and perfcrma
of new,employees by providing repeatsd opportunities to 1earn through a yariety of training .

activ}kies — . ) . =
. N !
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-.tape sets {n-éhe qriontat1on for new library emp1oyees

As of May 1, 1976, the )ibrary employs 55 #hdividuals dn a full-time or part -time basis

.

1»“' B ) .. - - 0 .

Training activities «f the < Human fffectiveness Training' workshop will include lecture, two-merber

team pragtice Wn’act1ve T1stening, srall qroup nteractien, and gole play. The objectives of the

workshop are: ¢ . " .
1 Deronstrate respensiveress o espressed staff needs fer traiming n communication
and huyrman relations skills. . .2 ,
4. Trawn all staff members 1n & useful approach to probler solving and cormunication TSN
*  techniques. . . R ‘
~ ) * » a

A workshop evaﬂuat1on forr will te distributed to all participants the day after the workshop

1n order to obta1n feecback. Observat1on of the staff to determine whether they are pnact1c1nq the

2

techniques pregented would be another reans of evaluation.

-
-

Safety trayning act1vft1es 1include viewing slide/tape presentaticns and f1lms, practice 1n use

of fire extingu1shers, and practice Jn evacuation progcedures. The objective 15 to instruct all

employees 1n the actions necessary to evaCuate patrons and themselves™from the 11brary building

P

in case of an emergency. Speed of building evaguat1on will be the evaluation measure, as

.

aonitored by Safety Department and Fire Department personnel.

~ - -
* 1]

-~

MAJOR RESOURCES USED AND THEIR SOURCES
‘ -

- L]

. F Y .
Hajor resources used 1n the staff deweIobment plan tratning actrvities are the Iibrary staff
This s true particularly for the

ta

me-bers themseTves, both as instruckors and participants.
ortentat1on and Job rotat1on objectives, the compiter training, and the government document )

workshop planned. BD1sé C1t{ afe Department and Fire Department persdnnel have been involved ’

in des1gn1ng an emergency evac n plan for ‘the building and in safety, training 1ct1vities
The Customer Seryice Repr #ive from C.L.S. I 's Santa Clara office trains the 1ibrary s
Comput®r Lonsole Operator 5§§o in turn trasns other Technica] Processes and Circulation sto¥f
members .in procedora1 chg;oes brought about by new program releases for thelgystem Or. Michael .
E1senbe1ss, a local psyghologist, 11censed to teach Qr. Thomas Gordon's "Human Effectivenbss —
Tra1n1ng“ c1asses will be utilized in presenting the concepts of active listening methods for
communiga$ing needs, and "no-loses problem sa1v1ng to all members of the library staff in two -
four-hour workshop pessions Most of the resoyrces for our first year training p]ans are

people rather}than media\kits, although the Staff Dexglopment Committee plans to utilize s11de/

10N IN/;hE PLAN . .
. .
At this stage the ta¥f development plan objectives do not specifically include a conm1tnent to
In-service training programs wil} be provided for staff members
in a11 job classifXcation levels, I&tqgut d1scr1m1nat n. The Boise City Personnel Department
is now in ,the wrocess of preparing a U ty-u1de p}an. for dffirmative action. In 1977, each city

department, inctuding the 11brary, will be responsible for preparation and acceptance of ‘an . .

individualized affirmative act1on pTan
-

-
N ’

. AFFIRMATIVE ACTION CONSI

pf
the 55 employeg§ 13 are male and 42 areifemale. .All are Caucasian except for one female~ Y
profess1ona1 1ibrarian who is Japanese and one maleé page who {s an Anerican Indfan. The distri-
bution by sex within library job c1ass1f1cations is as €pllows. librarians with M.L.S. degree,
1 ma}e, 8 female, assistant 1ibrarians wjth,the_B.A. degree p1usA16 hours of library sc1ence

¢ \ LI .
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i . ‘ .
gourses, 1 Fale, 6 female, ¢lerical employees, 2 male, 2

maintenance emplovees, 2 rmaje.

. - 3
.

The'outléok for Staff Development for Boise Public Library employees oh all levels seems much
more hopeful than last year at thi¥ time. Although much work remains to_be done in planning
for meaningful training activitiessand for appropriate evaluation of the programs, the Staff
Development Committee has been formally-established and motivated to plan traiﬁinq in response
to the gxpressed needs of 11brary_staff rembers and the objectives of the‘organization.
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SECTION I STAFF DEVELOPMENT MODELS, I LIBRARIES,

AGENCIES, AND LIBRARY SYSTEMS ) X
. - \
N , ¥ M l'
o
. | .
MODEL 14 o
PARTICIPANT......... U Judy Engnan ..
ORGANIZATION. .o vvveevnneeennnnnnnn. e Mid-Columbia Req1ona1 lerary
: Kennewick, Nash1ngxon
DATE . . e e e Draft of May, 1976
. COMMENT: )

"External" factors often ipfluence what can and what cannot be done

in a staff dévelopment program. In this case, curtailment of funds
inhibited the original plans to meet muTtip]e'ﬁeéd;. The feasible
poséibilities did\nbt have the same scope as the desirabIe expectations.
However, to pare those expectatwons to what 12 mest benef1c1a7 for

the 1east cost is a challenge well met here. Rather than’ she1v1ng

pians entirely, a single practical emphasis continues interest in
growth until more might bé;done later. - /

-

WICHE/USOE Institute for Training in Staff Development -
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Envifronment . v

Mid-Columbia Regional Library 15 a two-county library system, serving Benton and Franklin counties
1n Southeastern washingtor. Established twenty-six years ago when the area was largely rural and

- bookmob1les were the primary means of information dispersal, 1ts growth over the years has been
affected by the development of nuclear power at the Hanford Atomic Works 1n Benton County and the
. -~ massive 1nflux of a technmical, wel1-eduthed'popu1&t1on.
. ﬁ. q - A 1 - . _( N
. It is 'mportant to know that de-Cplumb1p Regional Library staffs the information desks in 1ts two
M . » i
. main buildings with a professional or para-professional librarian at all times. [t has peen the
. N policy to have all the librarians, ather than the dire , spend a certain amount of time each
peek 1n this capacity, n order to retain their reference\skills so they can assi1st with coverage
during 111ness, vacations, and emergencies. It 1s these "ojcasional” people who felt the most
) need for a refresher course. The three small brances are sta(fed by ]1brary eﬂerks, and they too
expressed concern that they were not giving the best service poss1b]e out of thewr building, with
their particular reference tools. .
.
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\ :
; .
With the appointrent of a new director 1n 1974, the professiongl staff of eight Iibrarians began
experiepcinc the satisfactions dand the probyems of active part5c1pat1on n managerent for the
first time. A needs assessment was made 1n Uctober 1975( and at that time they 1dertified the
following areas ‘
1 Mid-management sk111s (job descriptions, subervision)
Fiscal expertise (cos} acébunt\ng, buddet analysis & writing)
Writing goals and’objectives for the 1ikrary
Yeeping current 1n Reference service \ \

.
v . Y

o oW N
e .

Promotion of library services

. . . ’

With an extremely tight budget for 1976 allowing for no fiscal support for any training program,

1t.was decided to 1mitially prioritize the Reférence problem, since 1t would have an 'mmedrate
umpact on library service and coutd be accomplished with no outlay of funds.

\
V

MODEL FER A REFERENCE SERVICE TRAINING PROGRAM

. - ‘ LY

Goal.

To maximize the quality of reference service available to the patron, regardless
of when he comes to the library.

Objective: \

To cut the number of unsatisfactorily comp1ete4 infqrmation requests by half.
("Unsatisfactory” meaning that the librarian either [felt that she had not
served the patron well, or had to call upon another [1ibrarian for assistance},

P~

JActivities. . - | '
| o ‘
Oy | < |
y " 1. Bi-weekly workshops in specific areas { ;
! " 2. Weekly infroductions to newly acquited material | ;
3., Visits to each branch library !
Time Frame: . a . ’ ) e
) ‘ | . o
October-December 1976 -
. . P ’ ‘ ’ » ¢
COSi:. . ,l \ PO *
4 , ) . ¢
StAff time for participants to attend . : .
‘ Preparation time for Reference Librarian )
Travel time to branthes for Reference Llbrarian ”
Evaluativé Techniques: . ) . s,
- .

1. Personal dialogue with each 1ibrarian to ascertat

they feel their awareness
level of material has improved
2. Decrease in number of "hold-over" requests f

one shift to another

s

"
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~
* Evaluative Technigues  {cont'd) Voo
. i #. Decre QF an nurber of “subject” requests §ent to State Library
.- i , + ,
Description of Ajkwv1t1es~ -

1
'
t ! 4 , -

+
1. Workshops. Format of the workshops will-be a detailed *Walk-throuah" of €he
features of béoks selected by the tibvar1ans as those they want' to learn

‘  more about, followed by specific “droblems” that will give ‘them an opportumty 5
to work directly with the bobks. fhe first three workshébs are tg be attended
« by all the librarians, since they représent the areas of greatest. felt need.
The f0110w1nu gnes are to be attended by the paraprofess1onals and any
profess1ona1 1*brar1an that feels a need ln “that subJect area:
September 23 -- Washington State Laws i '
October 7 -- federal Laws ° .
; 'Qctober 21 -- Business Reference.
- November 4  -- Quick Reference
November 18 -- Histony Reference .
. . December 2 -- Literature, Music, Art Reference
' te . December 16 -- Social Science, Science Reference .
. ‘ . '\_,\ %
4 2. Xntroduct?bn'qf‘new materials.. A brief discussion of specia) features of new material

at a weekly management staff meetings will be held, .and the material will be:held at the
. Reference desk for one week till everyone gets a chance to browse through it.

3. Branch library visits./ The three branch 11brar1es a]] have a2 few of the usual *ready
refereﬁce” tools, plus good sets of encyclppedias, the Lincoln Library, a science
reference set JPersonal visits to each will be scheduled during the October to

, December ttme to work with theft so they may get the full benefit of what fis ava11ab1e
to them in their reference books, plus showinq;them how to use the Washington Library
Network microfiche to their advantage. l i
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SECTION 1 STAFF DEVELOPMENT MODELS IN LIBRARIES,.,
AGENCIES AND LIBRARY SYSTEMS

MODEL 15 \
o ) >
PARTICIPANT. ..ol ...Dwight W. ‘Shannon,
' ' - 1
ORGANIZATION. ....ovvviiininnnnansd ~77....Learning Activities Resource
. Center
California State University
Chico, €alifornia
DATE.......... e Ceteeeensnsesnesaaaans Draft of Max, 1976 .

4

COMﬂkNT:

. .
This model gives evidence of a strong, well-based beginning for a
comprehensive staff development program. The initial needs p
identification process was found to be only a partial assessment

y

with broad needs requiripg, further definition before specific
activities can be planned to answer them. The individualized
approach to obtain more and.better information is an excellent

foliow-through. - R

Without a clear statement of the purpose of the program itself,
pre-occupation with specific.activities might lead to a scatter-shot

response of unconnected learning events, valid only for short-term

and specific needs. .

*WICHE/USOE Institute for Trainding in Staff Development L7
Y _-85’— )
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Environmént

The—earning jctivities Resource Center (LARC) at the Calrformia State unmiversity, Chico includes
the University Library and thé Instructional Media Center (AV & TV). The University Library staff
consists of 73 people of whom 26 are professional. The Instructional Media Center has 23
professional and suﬁszrt staff members. The LARC serves a faculty of 850 and a student body of
over 13,000. The University serves a largely rural area of approximately 30,000 square miles in
Northeastern California. It 1s the only dearee grantina institution in its service area.

The LARC staff has been active over the years 1n attending regional and statewide professional
‘meet1ngs, wdrkghops, and nstitutes. In addition, the Umiversity Personnel Officé has sponsoréd
maﬁ} training sessions and short courses which have i1nvolved a broad cross section of the staff

1n staff development activities. It was not, however, unt1] the Associate Director became a
participant in the WICHE/USOE Institute fo 'Tra1ning in Staff Development that any serious thought
was given to the establishment of a formal staff development program.

3 * "3‘
As a resylt of his participation i1n the Institute, the Associate Director appointed a ten member
cqmmittee to work with him on staff development. The committee represents a crass section of the
staff of the University L{brary and the Instructional Media Center, and has from its inception been
chaired by him. )
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NEEDS

In order to determine 1ts priorities, the Staff Development Cosmittee developed a comprehensive
needs assessrent survey questionnalre in the fall of 1975. Members of the committee then met
with all staff members to0 explain what was being done, to go over the survey questionnaire, and
to enlist their support 1n answering the guestionnaire which i1ncluded both written comment' and
machine scored components. ’

' v

. - .
Of the 93 questionngire packets distributed, 67 were returned to the committee. Thus 72% of

/
the staff chose Sg voluntarily participaté in the survey. As a result of the survey, the Staff

Development Committee was able to identify the following major needs and areas of concern.

New Employee 0r1entat§§n

Staff Morale : ‘
Communication

Management & Supervisory Skills

Training & Education Opportunities

N & W N —
P

OBJECTIVES

In setting up objectives for the staff development program, the conmittee realized that some

of the above needs and areas of concern are veiy broad in scope and so gengral as to make it
difficult to address the issues. To cope with this problem, small subcommittees or individual
committee members are conducting individual or group interviews with staff members who have
specific concerns, particularly in the areas of morale and comnunicaiion. The Staff Development
Committee 15 also aware that some areas of concern are budgetary or administrative in natﬁng

and not necessarily resolved by a staff development program. - N

With the above in mind, certain broad objectives have been stated for the staff development
progranm. .
]. New staff ﬁembers wil] go through several sgecific periods of orientation
within' 60, days of employment as defingd by the Staff Development Committee.
2. A series of lectures, short courses: or workshops or interpersonal, group, and
> organizational communication will be made available to the staff at regular
intervals on a continuing basis. ’ :
3. A series of lectures, Short-courses, or workshops on management and/or
supervision skills will be scheduled at regular intervals on a continuing
basis for the staff. . . L/’
4., Recognizing that education is a continuous process, a comprehensive plan
will be daveloped for in-house in-service training of staff in such areas . %
as filing, operation of AV equipment, basic classification and cataloging,
the budget process, etc. Thirty or-more subjects have been identified for A
ch treatmenf on a rotating basis thus ensuring that in-house in-service
~— "+ raining will be a long term continuing program. Within budgetar‘xlimitations, -
staff members of all.ranks will bé encouraged to attend off campus conferences,
workshops and training sessions which have some relagion to their work—————-
responsibi]itieg‘or aspirgéions. Staff nembers will be encouraged to audit or
enroll for credit fn any courses offered by the UniveMty which will help
to meet their individual needs. , .

e ™
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- Evaluation techriques have yet to bg determined for measurement of the results and change in

In so far as possible, resources for staff development lectures, Qroup discussions, workshops, and

traiming sessions will come frem the LARC staff and from the university commumity. Films and other
nonprint media will be used from campus sources or borrowed or rented as tHd occasion requires. In
some instances, 1t will be advisable to bring 1n outside resQurce persons becRuse of specral

abilities that they may have.

AFFIRMATIVE ACTION

. "
[}

The affirmative action program for the umiversity.Library has been updated as far as recruiting and
employment pract1;es are concerned. The role of the Staff Development Program is one of assisting
and mplementing the Affirmative Action Program to ensure that minority members of the staff receive
y ' Beyond that,
the Staff Development Program 1is designed to encourage the acceptance of minority staff members

every opportumity for development and training that other membets of the staff enjoy.

on their merits as individuals rather than thinking of them as members of a minority group.

EVALUATION <

»

attitudes that can 5@ expected when the staff development program 1s implemented. Evaluatio jof
the program should measure whether program objectives have been met. It should identify strngths
and weaknesses in the program and determine whether the results of the program are worth the

time and money expgnded. !

Although the Staff Development Program is yet to be implemented, almost all members of the LARC

staff are enthusiastic about its potential. The LARC administration and the university administration
are committed to it {n giving time, resources, and available funds for 1is.promotion. An indication
of the staff's long term commitment fo staff development is the recent adoption of a Staff Personnel
Flan which provides that an elected Staff Development Cormittee be one of two standing committees.

'
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SECTION I , STAFF DEVELO?MENT MODELS IN LIBRARIES,
AGENCIES AND LIBRARY SYSTEMS

/ ¢
MODE{ 16
, ¢

PARTICIPANT....... e et eaae e .Frank J. Swan
ORGANIZATION....vvvvvernrrnnnnn. Z.......Jackson County Library System

‘ /// .Medford, Oregon
DATE. v eeeeenreeenaiunanns vibevire......Draft of April, 1976 -

t— -

L

COMMENT :

&

This is a model of a process for developing a staff deve]ogﬁent program.

The plan 1ntends to facilitate the Staff Development Committee’ S \\\\

~accomplishment of 1ts goal to constantly improve staff capab111t1es As
the Committee moves through the process to fulfill its mission, its
members will be exposed to the opportunity for a valuable learning -
experience.

»‘ |
Personnel in some organizations tgnd to adopt a very specific trdining.
activity in moving toward a staff|development program. This app}oach
offers immed1ate evidence of activity and can serve to 1nterest the

_staff in growth opportunities. In this model, however, a systems

approach is offered. It will take longer to reach the stdge of implement-
ing activities but is 1ikely to lead to a wholistic inclusion of mutual
staff and organizational growth and may, in the long run, assure’hua]ity
programming. ' ) .

HICHE/USOE Jnstifute for Training in Staff Development .
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Envi ronment”

Josephine County Library System comprises a, main library and three branches all with a total full-
time equivalent staff of about 25 persons of which no more than four are librarians with MLS

© degrees? This library system serves a county of approximately 50,000 people of which about 14,000
- are in the county seat of Grants Pass where the main 11brary 15 located. The county is also served

by. a/commun1ty college 1ocatedr1n Grants Pass. The 11brary system delivers primarily basic library
services to its community on a very limited budget
"3
The Jackson County Library System includes a main 1tbrary, a processing center, and 12 branches.
The tota] full-time equivalent staff is about 65 persons of wh1ch_only_10«haue.MLS degrees. 0Of -
the rema1n1no. acoroximatelv 30 ark full-time emplovees and 15 are part-time. Many of these part-
time personnel are Community Librarian positions. This.libfary system serves a county population
of 108,000, with 34,000 of the total living in the county seat Medfar-. ,here the headauarters of
“the 1ibra;y system is lecdted. Staffing will be reduced in the Gpming fiscal year. '
~ . ’ ‘. ) )
The county's continuing education ngeds are also ‘served by'SOSC, a four-year college in Ashland,
a town of 14,000 where a large branch library is located. This branch is‘headed by two professional
Tibrarians. Other local education programs are offered by Oregon C011ege of Business in Medford,
the Free versity classes 1n Ashland. Evening courses are of fered by some of the "school districts.
Jackson dnd Josephine Counties are it least a three-hour drive away from the Univers1ty ‘of Oregun
at Eugene which has an accredited MLS progr The Jackson Cqunty Library System gives basic ’
Ivices to its djverse community fithin the copstraints of a shrinking budget and an
inadequate headguarters building. - ) ,

1
|

library se
| <
. i

~The eleven remaining library branches in Jackson County serve towns of 400 td 5,000 _people each
Most of these 11b?§?1es are open less than 40 hours a week and Operated by on1y one ‘person, many

of whom have only a high school education‘dlthough yéars of experience in their jobs.
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The Jackson and Jusephine Co . stadms have long been ,involved 1n ¢ooperative activitied
for mutual benefit. These neighboring librar systems have parf1cipated n a cooperative staff
development program since 1973. Staff developgent 1s a ‘necessary, funition of the Library System
derived from the requirement of the system to co antly improve 1ts gervice capabilities. Planning
for this staff development program is done oy a comittee of six representing both 1ibrary systéms.
The following 115t indicates some of the aspects o:zthe present staff development~program wﬂich
need corrective action if in-service tra1n1hq fqr‘mg{;num staff beneéfit is to take place:

The In-Seeroe Commi teee- currently lack; the ty for lona~range, well concgived

planning and dinrection of %taff development ég;:iams.

AN ! M

- -

Time 15 occas10na11y lost n the comm1ttee due to 1ts present lack of a common o
" basic’ approach to planning staff development and a lack of defined goals for
the program, . § ) no -
‘ S e - 1 KN
Cléar and méasurable objectives have never been set out for current
staff development programs., ;

B ’ “ N N - . : -
H ‘ -
Present staff development programs are, not «capable of measurable .
* evaluation. '
- . . /

v - ¢ P
} -

&
Wide ranging staff participati on in des1gn1ng devélopment programs is
neededy in order to improve de 1red part1c1pat1on v e

[ “
.. . -

The present staff development program is.not geared to the needs of '

PR +

management and middle management petsopnel.
. ’ . ' * -/
* : v /
The present staff development prggram is ﬂot’ designed to provwide in-depth . .
knowledge and directly useable u derstanding; for a majority of athe, staff— ’
a2 ~ hY

The staff development needs assessment done in Jackson and Josephine County i
Libraries in September, 1975 was incomplete because it contained no questions
pertaining to the present In-Service Training Program / ' f

.
- .
.. .

. - % v ~
Staff development activities do not generally lead to a solution Qf ;he L - .-

operatiorial problems which occur within-the 1ibraries. o

S
g

-

a .
Staff deve]opment' rograms|have not enc0uraged theiestablishment of clear
and measurable ‘departmenta apd system wide objectives, .

- b -
s

As a participdmt of the WICHE Institute on LSD it ds my responsibility.to assist and traih the

In-Service Training Cmnﬁittee, dpd iSF as their resource person for designing pregrams, hHowever,
it is not my responsibility to‘persdhgg 'train the whole staff nor to personally establi m néw
activities or programs mydelf. Preparation of staff development progiams is the function of the

In-Service raining Committee with the suggestions and help of tﬁs entire staff. ‘

. » !

. L 4 -
Since the content of thed’ICHE Institute on Library Staff Development has been the planning

procedures wk are to use to design staff development prograns rather than staff de451opment

- 9] - ) RN
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'programs per s, since everything that the WICHE staff has presented to us has been on the basis

of utilizing that same planning procedure, and since in my own prior contact with this procedure
through: the systems approach f came to believe 1n 1ts vahidity and strength as a planning ;oo]

I have made the aSSumptxon that presentation of this procedure and the systems -approach to our.
staff is the most benef1c1al and logicat first step toward improving our staff development programs
as well as- many other 11brary funct1ons

T
[}

The systens approach 15*a wholistic, rather tham linear, method of observing, evaluating, p]annin \

'Qr des1gn1ng anyth1ng» It was developed from the genera] systems theory as 3 result of observat1 n
Sf systems of a|1 kinds - natura1 social, mechanvca] and mathematical - 4n an attempt to find a | =

QJ"“O" bond. The systems approach ut111zes an ob11gatory sequence of 1nteract1ve elements. l

[ I
N - “ e N

e ' s
,

OBLLGATORY SEQUENCE

Observation of the énvironment (1.e.,Situatﬁbn) with 1ts resources, constraints,
requirements, restrictiens leads to a NEEDS ASSESSMENT. 'Based on this, assessment

t
.

_ ¢ .one designs«a System (or program, p]an,etc.5 by first %stablishing needs related

gggp§. Goals are then transformed into.measurable OBJECTIVES, from which are
derived the ACTIVITIES {functions) required to aceomp]ish_the'system's goals. \\
Ty ] . i f . "u :
. Not until this point in the process when all the above pre-planning is accomplished
should any thought and delision be given to the COMPONENTS required for the ﬁct1vjties -
needed At each step there should be FEEDBACK AND EVALUATION lead:ng to possible ..
reassessment and accommodat1on Constant eva]uat1on of the system's relationship ‘kﬂ’

to enivironmental needs must be maintained.

. . ! “ . ¢

'

The purpose of Staff Deve]opmen//in all’its posfible forms is to enab]e the 11brary and its staff
to contﬁnuaT]y impove heir, service effectiverfess {0 individual ‘users and the commun1ty ‘at large.
All staff development programs must be able to demoqstrate at m1n1mum, stated ind1rect benefits ,
to the*11brary user_in terms of improved-or enhanced/services ) ' .

»

Therefore,ln desﬁgn1ng training programs the In- Service Training Committee must constant]y raise

the question, ‘}my will this train1ng pragram or activity benefit the 11brary u$er?" If affinnative
resu]ts cannot be anticipated and put in written Form ‘the act1v1ty 1s suspect. .
, . B
: . v s
r," . . .« - R
My goal as the resource ‘pgpson’ from the WICHE Institute on Library Staff Derelopmpnt (LSD) fis:
To improve the ability of the In-Service Training gpnmittee to determme and iRglement staff

deve]dpment programs which are goal orignted, functionally re]evant for all staff 1evels, and

capable.of concrete eva]uation. O - . ;ﬁ‘

2

H -'(

The In-Service Traintpg Committee w111 be tnained “in the use of the systemssapproach as a tool for
designing staff development programs by June, ]976. Evaluation of the successful kccomp]ishment

of this objective will be measured by the\f0110w1né criteria: ] / . .
. -‘92‘,- . /’, . ) .‘
A S o’ ‘ ‘
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The committee will have assessed the staff needs of the present In-Service
°rogram and will have translated those needs and the previous needs assess-
ment into an overall Staff Development Program goal by March, 1976.

t

2. Clear, acceptable, and measurable objectives for staff development programs
will have been defined by the committee based upon the use of the systems
approach by April, J976.

* “

3. Anouthine of a fifanc1ally realistic staff develcpment program, serving
* all staff levels, which is capable of concrete evaluation will be developed
by May, 1976.
4. The In-Service Training Committee will nave completed a two-year plan for .
orderly, goal oriented staff development which recognizes and addresses
1tself to priority training needs of all departments and all staff levels

by June, 1976. ‘
~

5. The In-Service Training Committee will have trained other deparitment
heads and key personnel (at least twenty-four pgrsons in the two
systems) in the use of the systems approach by October, 1976.

RESOURCES
My own 1imited experience with the systems approach
Experience of some other staff with other models of plahning concepts

Library materials collections dealing with program budgeting, planning,

decision making, and systems planning .
}

WICHE staff, background and knowledge

a ¢

' Good will and réceptive attitude of In-Service Training Committee and /
" their willingness to work for change ‘

Text will be "Developing a Systems View of Education™ by Bela H. Banathy,
Fearon Press, 1973 ~

ﬁuxiliary reading materials - “Planning and Evaluating Library Training . “~o
* Programs” by Brooke E. Sheldon, Florida State University (Available from
WICHE). “Preparing Instructional Objectives" by Robert F. Mager, Fearon ~
Press 1962. "The Universal Traveler" by Don Koberg and-Jim Bagnall, 1972.

CONSTRAINTS

s

Training of In-Service Training Committee members must not unduly interfere i
with their service to patronss |



N Although staf# development commttee time is limited due to both financial and
Y

4 service constraints, presentation of the systems approach and planning procedures |
requires clncentrated or at least frequent contact time for maxtmum results.
o) The directors of the two systems must be involved 1n the training of the In-
Service Training Committee as active learner-participants, but especially as
evaluators.
- ]
, . Since membership 1n the In-Service Committee changes, training in the committee's -
work, goals and techniques must ultimately include any staff members who might
become members of the commttee. .
Each learner - participant will be prepared for each session w1th written notes
pertinent to that element of the obligatory sequen”«hmh is the subject of "the
particular session. X
Learner - participants will be paired and each pair assigned portions of the plan
to draft,utilizing input from participants prepared notes and information from
subsequent discussions.
ACTIVITIES
1. Presentation:
Overview of the training program including the obligatory sequence e.q., Needs
Goal Objectives functions COmponents Evaluation
Basic Sequence common to systems analys1s, PERT, CIPP, PPBS, MBO and problem
solving, etc. )
9 - :
Relationships of Systems e.g., Enviromment, Suprasystem, System, Subsystem
Discussion of techniques of needs assessment
Assignment:
Cormittee members will conduct and analyze a brief needs assessment on the current
In-Service Training Program among their departmental staff. !
]
~~Read Banathy, Preface pages v and vi and Chapter 1 pages l‘thru 4. .
=", 2. Presentation: .
»
Review of systems relationsh1ps and study of system structure, e.g. ,1nput transformation,
. output, feedback ///,/
Developing a familiar model for transformation -
. oog v
| :l.S) J i
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Discussion of needs assessment results from committee members as well as information

supplied by resource person fror the Septerber 1975 needs assessment guestionnaire

. . \
Prelaminary formylation ¢f a Staff DeveIopmehﬂ Goal based upon the needs assessment
analysis

Discussion of the characteristics of a goal
Requirements of Objectives
Assignment.

Read Barathy Chapter 2 pages 5 18. .

-
Committee members will 1ndividually prepare goal oriented Staff Development
Objectives, based upon the neads assessment analysis.

Members will also begin keeping 2 1og of problems encountered and solutions
attempted in using the approach.

3. Presentation’

'D1scu551on of objectives formulated by committee members to determine those objectives
best addressing the training needs of the two systems. .

&

Discussion of output model: What wil} the final product 1look like, aét 1ike or
be like according to specified objectives.

Assignment:

Committee members will present goals and objectives to department staffs for
feedback and evaluation. -

Read Banathy Chapter 3 pages 19-34.

-~

4, Presentation:

\

Reevaluate objectives, determine if all objectives meet all criteria of objectives.
Determine if objectives are 1imited to the problem(s) at hand.

Evaluate training actfvities and accomplishments thus far according to Objective
criterion #1. Cos

Preview analysfs of input activities and discuss.

Assignment:

N .

Commi ttee 6embers will prepare 1ists of alternative program concepts potentfally
capable of satisfying objective requirements. Costs and availability are not to
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Assignment: (cont'd)

be discussed or considered at this point. In preparing lists committee will maintain a mental
distinction between program concepts and program components.

%

Read Banathy Chapter 4 pages 35-50.
v
( "-‘ * - A
. 5. Preseptation:

Discuss alternative program con¢epts Generated by committee members and brainstorm additional
program ideas. :

Compare program 1deas to ~brefyives and evaluate,

Analyze and discuss the organization or structure of the transformation process.
~ s
Assignment:
Participants will meet with their department staffs to brainstorm program - component ideas
from which participants will prepare lists of all components which could possibly activate
the various alternative programs.

Read Banatﬁ} Chapter 4 pages 51-72.

! 6. Presentation: <;3\_ﬂ

Compare and combine the various program concepts with the components listed and evaluate
against objectives.

Resource person will bring in,commercial program components and related information gained
» from the WICHE Basics Workshop.

Brainstorm all available resource and possible constraints which might impinge upon the
two library systems and their staff development programs.

Discuss output organization and activities.

.

. {
Evaluate training activities and accomplishments according to objective critéria #2 and 3.

. :
. Assignment: . \
. . :

‘ |
Compare and weigh constraints and resources against the various program - comppnent
aiternatives.

1
)
i
|

Read Banathy Chapter 5 pages 73-B3.

Q ‘ T . Co B .
FRIC - - ; : | c?zas
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7.

Presentation, .

Discuss feedback and control structure.

Compare and evaluate the most promising program - component combinations n relation
to stated objectives and highest priority training needs, -

"List all foreseeable results and 1ndicate most likely results for each program
combination. *

N
3

List and estimate all costs for programs which appedr most promsing and evaluate
against likely results.

Evaluate training activities and accomplishrents usSing objective criteria #4,

Discuss methods for In<Service Training Committee to prepare their staffs-in the

basics of the systems approach. . 2,
. _3
Assignment: ; -
Go therefore and do Tikewise. i AN
REQUIREMENTS

Location central to Grants Pass and Medford

Privacy to avoid interruptions and allow free discussion yet still provide an
avai]abiﬂity of participants to rest of library for emergency purposes.

Mornings would generally appear to be a better meeting time since participants

‘would be fresher, generally more free of meeting activities, and if the time is

carefully scheduled might allow two of the participants to meet on the way to work
thus saving some mileage expenses.

Meeting times need to fit with.all participants schedules, particularly the schedules
of the directors. ,

frequency, number,, and length of sessions'operate together in that fewer sessions
require longer time periods with shorter intervening periods and vice, versa.

The work load demands on all partieipants coupled with public service requirements
of all participants would seem to effectively rule out frequent all day sessfons;
therefore sh@t sessions of two to three hours would seem appropriate.

Short sessions, as 1ﬁd1cated_above,would lend themselves to a frequency of every
week or every two weeks which would additionally allow time for contgmplation and _

work with the process. ;
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- Activities listed indicate a need for five to seven separate short sessions. Gold Hill
Library would fit all these requirements. It 1s closed to the public each morning and
therefore available (unless otherwise scheduled for meetings) until 2:00 p.m. It is staffed
on Tuesday mornings, which could also be & benefit for hand]ing incoming phone calls, etc.

While materials costs of this training program are relatively low the dollar value cost in

staff time and travel is significant. The largest materjals cost would be for eight (8) copies

of the text I prefer, purchased by Jackson County Library System from the Directors fund for a

total of eighteen dollars ($18.00) and cost ‘of cassettes at seventy dollars ($70.00)

Staff time required for each participant including travel time should be about 25 hours. Dollar
value of staff time used for three participants including the director from Josephine C0unty\1s
expected to be about $500.00 based dh ansestimated staff time cost of $20.00 per hour. Based

on an estimated hourly cost of $33.00 per hour for the five Jackson County part1c1pants.1nc1uding

the director, the expected value staff time used would be $825.00, v~

Mileage costs can theoretically be rcdﬂ:e:/to a minimum by adjustments (where possible) in the

schedules of some participants and by maximizing carpooling. If this 1s done round trips from

Grants Pass to Gold Hill'can be®reduced to seven (7) and one way trips from Gold Hi1l1 to Grants
Pass can be reduced to seven (7). One way is about 20 miles figured at a rate of .16¢ a mile;

the mi]eege cost*to the Josephine County Library would be about $67.00. Total miles 420.

Following a symilar approach there could be only seven (7) round trips, Ashland to Medford, 26
miles each, and seven (7) round trips from Medford 4o Gold Hill at 28 miles each and 14 one way
trips from Gold Hill to Medford at 14 miles'each for a total of 574 miles at .16¢ a mile. Total .
travel cost $92.00. ‘

It is recommended that both library systems borrow cassette recorders and purchase 14 (90 minute)

. cassette tapes each on which to record training sessions The resource person will also have a
personal set going. These will enable both systems to use the material for aids in training \
additional staff later as well as providing playback capabilities for participants. \

COST TABLE:

L d

Jackson Cobntz Josephine bountx \
Text Books $ 11,25 ‘3 6.75
Materials (pads, cassettes, coffee, cups, etc.) 55.00 . 37.46
Salaries ' ‘ 825.00 500.00
Mileage 92.00 67.00
. $983.25 . . sen.2l
BENEFITS

The first required benefit will of course be a two-year staff development plan that includes programs
for all staff levels and needs and indicates priorities. This plan should be ready in late spring

or early summer. A less apparent but more important benefit would hopefully be a nucleds of staff
members in both library Systems,who would have a common mental framework with which Yo express their
unique backgrounds and knowledge in tackling System problems, training other staff, and helping to
move -the libraries toward the use of program budgeting and management by objectives.

- 08 -
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SECTION I. STAFF DEVELOPMENT MODELS IN LIBRARIES,
AGENCIES, AND LIBRARY SYSTEMS

i

MODEL 17 -
PARTICIPANT. ... ... e Mary Bates \
ORGANIZATION . + et vveeeeneneierensaeenenenns Blue Mountain Community College Library:
i Pendleton, Oregon 97801 ?
DATE . e v e e eeeereeeeneenenns UUTUTRTRO Draft of April, 1976

4

| 1

COMMENT :

This model is essentially an action plan which seeks to build from

present opportunities that exist to explore ways to cooperate and to

make the most of serendipity. Often the side-benefits from staff

development efforts are overlooked, because the focus is too closely

on the anticipated outcomes. Yet, in many cases, serendipitous’ \
outcomes may be more long-lasting and beneficial both.to the individual |
and to the organization. \

1

»
’ .

WICHE/USOE Institute for Training in Staff Development
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This model has a three prong thrust. (1) the obvious attention to the needs of the (ollege
1ibrary staff proper, (2) the consideration of c00pefét1ve staff development needs among all
types of dibraries n the College district, and (3) the prospect of working with the rest
of the Oregon participants 1n the WICHE workshop to deyelop a team which could travel to
various parts of Oregon to dssist with the process of setting goals and object1vés for sta%f
development programs.

~ GOALS:
\ ’

1. To deterwﬁne on the basLs,gf present opportunities for staff deyelopment methods

[}

of satisfying the needs of technf%a] competence and personal growth of the
College library staff. . .
- .
2. To determine how staff Jevelopment needs might be accomplished in @ cooperative
way among various types of libraries throughout the College district.
. .
4 3. To discover a method by which all five librarians who represented Oregon to the
WICHE Stalf Development wosthop might share ideas with librarians from all types
- of librarie yghaut Oregon.

4. To take advantage of any serendipitous opportunities for staff development.

OBJECTIVES:
. /T a. To determine College library staff development needs from staff members
by November 1975 (See form below).

¢

N How well do you Where do you | What would pelp
Present tasks? do them? want to be? | you to get there?

1. ) .
2. ’ ‘

rch, 1976.

¢ Yotmulating of goals and

‘

1ibrarians and their supervisors
objectives. “Include affirmative action.

3 a. By mid-April to hold planning meeting fo} method of sharing concern for staff
development with participghts at Oregun Library Association annual convention
‘to be held in Lincoln City, April 28 - May 1.
. , .
- ) b. To discover through inquiry at OLA, interest in ap?1y1ng for possible Federal * *
or foundation monies to finance tr31n1ng‘se§§1ons‘throughout Oregon. =

~ \

-101 -
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4 a. To keep 1n close contact|with publisher representatives throughout 1975-76 as to
types of training sessigns or workshops available.
1]

-

&
b. To keep abreast of actiyities of "Umatilla-Morrow school librarians through 1975-76
via their monthly meetinjgs and to note any opportunities for cooperative staff
develapment activities. -

| 202 ‘
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES, 4
AGENCIES AND LIBRARY SYSTEMS

&

oty
A
MODEL 18
PARTICIPANT . . eiiiiieeercrennnsocennnas Sue Littlepage
¥ ¥
ORGANIZATION. . evvveeeeennnnooonnoss e Pathfinder Federation of
Libraries
Great Falls Public Library
Great Falls, Montana
, : \
DATE e ieeneeenenaccasossscsosnonnnnes Draft of April, 1976
COMMENT :

This model inter-relates the purposes of the Continding Education
Committee of the state library association with those of the 1ibrary
system. A needs assessment, conducted by the Committee, revealed
state-wide needs for staff development. The Federation then has used
those needs as the basis for a series of system workshops over a two-
year perioed.

The use of a state-wide assessment of needs s here assumed to ref]e&t
the prime needs within the Federation. Given the essential kinds of
needs indicated, this assumption is probably fair1y/$ccurate.\ In
another situation it might not be.

The series of training activities might also be used to build people
relationships throughout the Federationﬂfor other purposes, ihc]ud1ng
further staff development efforts. The use of existing scheduled
events is necessary in a state with huge geographical distances between
1ibraries. ’

The continued success of the symbiotic relationship between the 1ibrary
“ association and the regional system$ will depend to a great extent on
sustained mutual benefits, continued consistent coAm1ttee membership

and the outcomes from the initial activities.

[y

WICHE/USOE Institute for Training in Staff Development
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Environment . * - A
¥

In the State of Montana, there are three‘large public libraries, a few moderate sized libraries,
: and numerous very small libraries. Many of these‘small libraries are staffed by a si;gle person,
most often non-professional, from 5-40 hours a week. Distances are great between libraries,
money is scarcep and educational opportunities relatively non-existent for the remote librarian.
In the mid-sixties a federation system for libraries was instituted to overcome some of these
problems. (Each of the six federation districts are headquartered by 1 large library 1n that area
which, in turn, provides the rural libraries with many basic library services. Because &
federation system allows the small library to remain autonomous and free to federate or not
federate, nearly 50% of the counties in the state have not yet joined a federdtion, thus per-
petuating that body of librarians with many of the problems overcome through federation member-
5u|p } Regardless of the status of a library, there is frequently a call for help or training
of some nature froMPthese remote areas which must be heeded by someone, somewhere in the state.

ERIC
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’

The Continuing Education Committee of the Montana Library Association comprises repreéentatives
from school, vo-tech, university, and pub11c 1ibraries as well as library education o have shown
a worktng interest in establishing a cont1nu1ng education program for Montana 11brar1ans The
goats of the committee include the intention to: a
1. Create an awareness of the importance of professional growth in the f1e1d of
library service and the need for continuing education.

2. Implement an assessmeht of continuing education needs. i
Coordinate and advise state continhing education program opportunities.

4. Serve as a link between WICHE and the state in collecting and
disseminating mager1a1s, information, and services.

5. Evaluate continuing education activities.

NEEDS ASSESSHENT ~

The state-wide heeds assessment, distributed, tabulated, analyzed just recently, serves as the
primary quide for this model. Of an approximate 386 questionnaires sent out to public librarians
and their staff members, 125 were returned. One hundred and seventeen of those returned were
completed correctly and useable in tabulating and analyzing the results. Seven primary needs
were 11::£l£1ed by public librarians as being priorities in training opportunities:

1. erence and intérviewing techniques

2. Library materials selection .

3. Determining library and community needs (defining the role of \

’ the Tybrary in Rhe community.)

4 Cataf&ging, weeding, and technical processing
5. Planning and organizing 1thrary activities and programs
6
7

.

Improving skills in dealing with individuals and-greups———— —~
Public relations and publicity skills

»
>

>

- PROGRAM -
These needs are to be incorporated into a continuing education program which will run through
1977, with meetings being held quarterly at the federation head&barters -- in this case, the
Great Falls Public Library, Headquarters of the Pathfinder Federation. Coordinators of the
federation headquarters will then report their continuing education activities to tZé MLA
Continuing Education Committee, which will in turn share the information through a hewsletter
with other public 1ibrarians in the state. |
The objectives gdverning this program are:
1. To deliver training to 1ibrarians through workshops, seminars, meetings/ and
other activities to attempt to satisfy the needs expressqg in the needs .
assessment. . .
2. To introduce the concept of continuing education to rural, non-federated
1ibrarians, 11lustrating its value to the extent that the 1ibrardans will
continue to attend and seek other continuing education activities.

- -

3. To provide organized continuing education activities other than formal course
work in such locatfons as to facilitate feasible distances and costs to the o
participants and the host 1ibrary. N

- 206 \
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4. To increase the competency level of librarians in the state, thus increasing the
library's service potential. 7

(Separate objectives, of course, will be designed fdr each of the training sessions.)

ACTIVITIES

-

b The dates established in this model ;@1nc1de with the quarterly federation librarian meetings/
workshops that have been held at Great falls Public Library since implementation of the federation
system. The goals of the continuing education activities are worked toward by district wide
participation in this program, therefore 1ibrarians from non-federated counties are invited to
participate with the federation librarians 1n the various activities. Scheduled activities occur
throughout the next two years as follows:

1. May, 1976 MLA Conference
June, 1976 Reference materials and interviewing techniques
September, 1976 Library material selection

.

December, 1976 Determining library and community needs

March, 1977 Public reiations and publicity skills 9

Mgy, 1977 MLA Convention .

June, 1977 Cataloging, weeding, and technical processing

September, 1977 Planry‘vgand organizing 1ibrary activities and programs
December, 1977 Improving skills in dealing with individuals and groups -

W 0 ~N O ;BN
« & +« e & e e«

-

Meetings will begin at 10.00 a.m. and end at 3.00 p.m. as has been customary in former federation
meetings/workshops. If funding becomes available, travel expenses to the federation headquarters
1ibrary will be met by the headquarters. All AV, printed, and other instructional materials and
supplies will be provided by the federation headquarters.

To illustrate the way in which these activities will be administered, various methods and materials
for the first session will be discussed in this model. As an introductory activity to the first

¢ sessfon, a 30 minute video-tapeprogram purchased out of Milwaukee and entitled. “Reference. More
Than an Answer” will be shown. Discussion will ¥ollow led by a university instructor in library
science and an experienced representative from the re®erence department. Tips on frequently used
tools, reference collection development and maintenance, and techniques that can be used in the
reference interview and information assistance to ful\y satisfy a patron will also be covered in
discussion by the two resource people. Part three of this program will entail a serief of actua
reference situations distributed among the participants for a simulated learning eRper1en
Analysis discussions will -¥ollow each presentatjon.

. . After these preliminary training activities, a search exercise will be conducted/ Each librarian
present will be given 8 packet of requests she or she has submitted to the fedephtion headquarters
. over the past few months to seén;h in the headquarters library. Assistance wfll be offered, again,
by the resource people. Following this activity an actual staff edchange wifl be implemented in
- which headquarters librarians will staff the rural libraries while that 1ibfarian spends 2-3 days
) as an employee of the federatton 1ibrary. At this meeting & schedule for §he exchanqge will be
established in accordaﬂsg)ﬁ;i:oeach 1ibrarian's scheduling preferences. Ajcurrent packet of
reading méter1als collected for this topic will be given to each librarian|to use as fo]low-up
information after compietion of the workshop.

L 2




PAFullToxt Provided by ERIC

EVALUATION,

Evaluation of this program.session will take place over a period of time 1n three basic phases.

The first phase will consist of a2 written evaluation wigf discussion as 2 conclusion to the
wo;kshop. The second phase w11l be aeheadquarters aqgfysis of the requests turned n by the
attending 11brarians as to the degree of mproveren clarity and specificity of requests
coming since the workshop. Phase three wi1] be & it by the resource people and headquarters
coordinator after a s1x month period to observe the reference process, scrutinize the reference
collection, and answer any additional) questions the librarian may have had. A final evaluation
phase to the entire continuing education progran outlined here will be spot surveys and inter-
views 1n the commun1iy of all of the areas of service covered 1n this program. Additional

programs will then be designed, to retrain librarians 1n the indicated areas of weakness.




SECTION 11 STAFF DEVELOPMENT FOR LIBRARY PERSONNEL
ON A STATE-WIDE BASIS

MODEL 19
S (0 Geneva Van Horne -~
ORGANTZATION. + oo enereeeeeeennnnnsss “.....Montana Library Association
DATE ettt ittt ittt enensencensuenssosnnnas Draft of May, 1976

1
COMMENT:

Vi
This model presents the continuing education effort by a state
1ibrary association designed to meet.the needs-of the state's
school library media practitioners. ‘RE\such, it relies primarily
on the individual to acknowledge his/her specific needs, to
avail him/her-self of the learning opportunity and to integrate
the learnings into the on-the-job application.

The scope of the effort is noteworthy and might well serve as
a stimulus for further and future efforts. Thé conference
program has made use of many resource pér50ns who then are
identified as individuals who could he contacted subsequent to
the conference for assistance.

WICHE/USOE Institute for Training in Staff Development

’
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NEED DETERMINATION
~
/
In early October of 1975, the State's school library mecia. actitioners who belonged to the
Montana Library Association responded to a self-adm tered needs assessment instrument dealing
with the continuing education focus and cover ; for the annpal state conference May €, 7, and 8.
In addition, the boards of the two sc divisions, library (MASL) and A-V (MIMA), participated

4n a 1ively group problem analys rioritizing known professional needs of themselves and

colleagues. Third, through-telephone calls and personal tinterviews of eleven key leaders,
including district supervisors, and a geographic sampling of school library-media practitioners
1n class A and B schools, further refinement of specific needs was ascertained.

.

Expressed needs centered on the desire to become better acquainted with the new national
guidelines, Media Programs: District and School; selection of media to fit the

curriculum; simple A-V media production, Title IX and affirmative action, basic A-V equipment
specifications, purchase, use, and repair, toping with challenged materials, literature for
kindergarten; reference up-date; and designing individualized learning packets. *

ACTIVITIES

Acknowledged experts in the state were identified and contacted to develop ten mini-session
workshops of one hour or less for the annual state conference addressed to those issues. .
Only two among those fields identified as needed has not been covered. Reference up-date
and designing individualized learning packets will be offered during.this cummer session at
the University of Montana.

Besides subject content, 1nstructioﬁa1 strategies and methods were varied, including effective
s1ide/tape sequences, games, Small group interaction followed by large group synthesis, 6%ne1,
"hands-on" A-V experiences, simulation, video-tape, transparencies with slide/tape seguences
to reinforce lecture, and model guidelines. .

F-2

EVALUATION .

Evaluation of the workshops was completed through brief conferences {nvolving twenty-one
individuals in addition to a "check and short answer” form. Approximately one-half of those .
in attendance completed the latter. Results of the evaluations indicated that eight of the
mini-wprkshops were consistently rated h1gh with accompanying complementary stateménts added

on several forms, while two of the sessions were rated low, thg consensus of opinfon appear-
ing to be that 1t was too long and excessively detailed, the other, that the person, though
knowing the content well, had difficulty expressing himself coherently and had a condescending,

“superior air."” -

\ CONSTRAMITS

X
Major probiems fnCludeds
1. Locating competent professionals willing to provide sectionals and

workshops without monetary c:ﬁpensation
2. Arranging time slots so the $chool library-media specfalists had
an opportunity to attend f1rstyggd second choices without conflicts

4.
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Major problems included: (cont'd) |

3. Assuring adequate physical arrangements, minimum noise 1nterferénce and
!

A-V equipment performance
- Meeting the expectations of ap heterogeneous audience with d1verse field
experiences, pre-service, andicontinuing education background

“ from the target audience ;

5. Receiving "input“ and "feedbac

]

PROFESSIONAL/PERSONAL GOALS k
{

N * .
I certainly accomplished the professional and personal goals I had set f;f myself. Some of these

were:
Identified the actual needs and interests of the state's school library-media

practitioners who belong to the Montanailibrary Association as far as professional

- ;

growth and development was concerned
Assisted in developing a program far the annual state library konference addressing
to needs and interests of a givén group\of practitioners w{th/a variety of activities
Located a pool of school library-media specialists and educators capable and willing
to provide quality presentations and demonstrations [

Constructed a needs assessment instrument, interpreted the qﬁta, designed program
sequences to achieve identified goals and objectives, and devised an evaluatien
instrument and interviewing techniques to measure the degree of success achieved in

N\ attaining specific objectives ,
erved as a catalyst for directing attention and encouraging development of programs

addvessed to professional growth and continuing needs of Montana librarians as
1qfcom1ng MLA president, and as a member of the state MLA board of directors and the

state's continuing education committee

-
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SECTION II STAFF DEVELOPMENT FOR LIBRARY PERSONNEL
ON A STATE-WIDE BASIS

-i‘ép
MODEL 20
PARTICIPANT .t irvieieeesannenncnnonunnnss Barbara J. Mauseth
ORGANIZATION. v vt viimee i nnsnercnnnnees Nevada librarians through
\ the State Library
DATE. . v et eeeeeeeene e e Draft of May, 1976

COMMENT : ~ |

An in-depth, state-wide needs assessment combtned with efforts to
identify present continuing education opportunities in the state
provides the base for an actjon plan which will be developed through
a new state association committee. To channel the information from
the needs assessment to providers of fraining makes the most of those
existing opportunities.

~
-

WICHE/USOE Institute for Trainﬁnd in Staff Development

L. .21
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NEEDS  *

A needs assessment instrument devised by the four Nevada participants in the Institute for traiming
in Staff Development was mailed to over 800 members of the library community in an effort to

L 4
..."aid the Hevada State Library, the Nevada Library Association, and WICHE n
determining the kinds of training for increased proficiency that can be incor-
porated into a statewide continuing education plan...."

Responses were received from over 200 persons, and a report incorporating the tabulation of results
was published 1n the state library association's newsletter. .

Areas of most need were 1dentified as follows:

\

Personnel administration 95 i~
Local/state history 88 ¢
Technical services . 77 e
Materials selectioff 68 '
Reference services ’ 66

Public relations 64

Non-book materials 61

Interlibrary loan and networking 49

Needs not 1isf&d in the above received less than nineteen votes apiece.

following this initial listing of needs, an informal meeting was held with the Director of
the Nevada Personnel Division's director of Resource Development and Training Program to
determine to what extent already developed programs could be adapted for presentation to
1ibrary personnel. Negotiations for such training will be carried out in the coming months.

A heavy reliance upon the university system to offer training opportunities was evident,
as indicated by the following responses to an inquiry asking who should provide training:

Unfversity 87 "
Employer 74
WICHE 53
Community College 46
Nevada Library Association . 45
Nevada State Library : 43 .
Regional resource libraries
?pub11c 1ibraries) 36
No reply 27 ’

Obviously, some persons marked more than one choice!

As a further result of the tabulation, an attempt was made to gather data abot existing courses
and activities being offered by the libraries and school systems of the State that would felate
to expressed needs. The university system, and one school district so far are the only respondents.
Further attempts will be made to gather the data. ",
¢ .

A further spinoff of the needs assessment -~ and the participation by the four Nevadans in the
Institute -- is the formation of a-Personnel Development Committee of the Nevada Library
Assoctation. The four Institute participants form the nucleus of the group; which also fncludes

rs from the public, academic, and school library segments.

-7 - - .
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V4
PROJ;CTIONS/POSSIBILXTIES
-~

The formation of the above commttee presents an opportunity to use the human resources of the
group to further refine the data gathered, and to develop an action plan from that refinement
process.

Cgrrent plans call for opening negotiations with tpe comunity colleges to provide assistance in

the design of courses that will hold a practical value to those persons already working in libraries
of the State, and to provide an interface with the two university campuses, both of which offer a
considerable number of credit courses ln the subject areas reflected 1n the assessmeq} instrument,

.

Oue to the high numbgr of responses concerning state/local history, 1t is planned that a full day
workshop be offered on the subject during the annuah conference of the 1jbrary association,

» .

. At that same fall conference, 1t 15 hoped that .the Personnel Deve nt Committee will have been
successful enough in its efforts so that a series of action recommendations related to training
}
‘~/9ctivit1es can be presented to the membership.

.

.

v
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SECTION I1 STAFF DEVELOPMENT FOR LIBRARY PERSONNFL

ON A STATE-WIDE BASIS ‘

MODEL 21
PARTICIPANT...covvvvnnnne cemamaesranssees Jim Minges
ORGANIZATION. ..vvvieveenrnrnnen e rasreas South Dakota,State Library
. Pierre, South Dakota -
DATE......... e Draft of January, 1976 -

COMMENT :

i . . .
Th}s draft shows the initiative for staff deyelobment for libraries
in the’ state taken by the state library. A state-wide needs assess-
ment rgiegls interesting patterns of staff development needs. A
comprehensive action._plan, based on those needs, sets clear objectives
and defineéﬁactivities that will achieve those objectives.‘
The clarity ad specificity of the objectives, which are statements
of the outcomes desired, will serve as guidelines throughout the
implementation of this plant The close relationship between each
objective and the actixitieé gives strength and purpose to the program.’

WICHE/USOE Institute for Trainjng in S;aff Development

- 119 -
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Environment

¥

The 126 public libraries in South Dakota form a loose Statewide nétwork, but are totally
. 1nqependent of each other and Of the State Library. There are no intermediate (regional) systems
or networks, nor does the State Library provide grants to individual public libraries at this
time. No well organized training program exists but the State Library has the responsibility
for such training, and several state colleges have small library science programs oriented
primarily toward school libraries. About 10 public 1ibraries have professional directors,
another 15 could conceivably hire such directors in the future and the remaining 100 libraries
are staffed by paraprofessional employees. Travel statewide is bosf?b]e for larger libraries,
within the local area for perhaps 50-75% of the smaller libraries.

216
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¢ In general the needs analysis indicated that public library staffs in'South Dakota need the
ability to\manage increasingly complex operations; to performlimproved public relations
activities) to provide speciallextension services, to attain larger population bases and to
form interlibrary systems, and to perform basic 1ibrary procedures related to materials
selection, teference/interlibrary loan, ;echnical services (cataloging, acquisitions, serials),
government publications, audiovisual materials, microforms, children's and young adult servic
Staffs of lakge libraries need the ability to cope with new developments, such as sophisticated
circulation }st@ms, and cable and video television, and all library staffs need to interface
with developiing networks. These training needs are further affected by:
1) The program for certification of public librarians which is curféntly
being pTanned by the South Dakota Library Association;
2) Adoptlion of the CEU (Continuing Education Unit) as a statewide measure of
nonformal educational'activities. Frequently referred to in this plan,

and is|\viewed as an alternative to college credit in meashring continuing
education.

NEEDS ,ANALYSIS METHODOLOGY

In order to survey a large, widely dispersed library netwark, the following methods were useJ:

1) vAn analysiis of Public Library statistical reports was conducted, supplemented

B .
by this cdnsultant's dn-site evaluations of libraries in the State.

2) A sample df public libraries was surveyed using the attached survey instrument.
Twenty-five 1ibraries (approximately a 20% sample) were surveyed, five by
individual land group interviews and twenty by mail. The sgmple was skewed
somewhat tobard larger libraries to refléct their larger and more complex
staffs and ervice programs as follows:

Population Served Sample

0 - 2,000 " 90of 77

2,000 -10,00 7 of 29

10,000 -25,00 X 6 of 17

' 25,000 + ) ' 3of 3

3) The 1nformatioﬁ gatned by the above steps was analyzed with numerical values
assigned to higk, med\gp and low levels of training need.

1} / N
«°  STAFF DEVEL?PMENT PROGRAM FOR SOUTH DAKOTA PUBLIC LIBRARIESe

GOAL: To develop staffs and trustees in South Dakota Public Libraries who are trained - T
in all skills needed in the provision of public library service. ‘

‘ >
OBJECTIVE 1: To implement a,system for the communication of information among public ) ,
librartans and trustees concerning opportunities for training in 11bra?$q%fhip‘

ACTIVITIES: e ‘ y
1. Obtain information concerning training activities and resources from agencies




ACTIVITIES: (cont'd)

L

Producers of learning packages and aids, and clearinghouses for cont1nu1ng education
information. y

2. Publish In each issue of the South Dakota State Library Newgletter and Bookmarks
(Newsletter of the South Dakota Library Association) a listing of upcoming training
opportunwties beginning February 1, 1976.

3. Inform librarians and trustees. by July 1, 1976, that all inférmation gathered in
activity' 1 are available by written, TWX, or toll-free In-WATS telephone request.

4, Establish by July 1, 1976 mailing lists to notify different categories of agencies
and individuals of training events of interest.

'S. Distribute reports of at least two continuing education activities during each
"calendar year in the period 1976-1980 to all public librarians and trustees.

0BJECTIVE 2: To establish staff development programs within South Dakota Public Libraries,
5rimari1y those with a staff of at least four full time employees (or equivalent}.

ACTIVITIES: ; ‘ ,/’f’

1. Design guidelines for staff development plans in 1ibraries, in EOoperation with other
South Dakota participants in the WICHE Institute for Training in Staff Development by
January 1, 1977. -

2. Make available to all librarians and trustees all staff development plans resulting
from the WICHE Institute for Training in Staff Development by January 1, 1977.

3. Perform a workshop of at least 10 contact hours to train library administrators in
developing staff development programs for their 1ibraries by January.,l, 1978.

4. Assist, upon request, library administrators in performing needs analyses, and'planning
and implementing staff development programs.

-~

OBJECTIVE 3. To develop librarians and trustees of South Dakota Public libraries who are trained
in the areas of primary individual need expressed in the needs analysis performed for
this plan, at an appropriate level 'of sophistication, within five years.

SUB-0BJECTIVES:

A) To train the administrators of 75% of libraries serving at least 10,000 persons,

and of 25% of libraries serving 2,000 - 10,000 persons, in skills needed for effective
management of those libraries.

B) To train staff members of at least 60% of all public libraries in skills at the level
of sophisticatfon needed by these individuals in the areas of reference/interlibrary
loan, materials selection, audio-visual services, technical Eenyices (acq\isitions,
serials, cataloging, processing, weeding), microforms, government publicatipns, public

» relatfons, children's services, young adult services, extension ; rvices, and clerfcal ’

N

AN

circulation systems.
D) To train trustees of at least 60% of all public Hbrarie’iin the dutfes of pub'H

Y trustees, and to increase their awareness of posstbilitiks for expanded\public 11
ssrvices.

s o\
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SUB-PBJECTIVES: (cont'd)

E)" To assure that at least 754 of the public 1ibraries in the state attain personnel standards
required for accreditation of public libraries within the first year of operation of
those standards. ) ¥ ' N

LY

1

ACTIVITIES:

1. To provide a series of workshops for library administrators to be held in at least
one location in the state. One workshop should be held in the spring of each’year
during the per%od 1976-1980, and will award at least 1 CEU. Subjects to be included
will be: program planning, management and evaluation (management by objectives);
budgeting and fiscal management; systems analysis/cost accounting; management of
physical facilities; persbnne] administration; and interpersonal communications.

2. To provide a series of workshops for library staffs to be held in at least four
locations in the state each spring and each fall during the period 1976-1980.

Each workshop will provide at least five contact hours, and the two workshops

within each calendar year will award at least one CEU, Basic workshops will be
offered related to; . reference/1nter11brary loans, materials selection, audio~ §
visual services, tec&h1ca1 services (cataloging, acquisitions, serials), microforms,
government pub11cations, public relations, children's services, young adults' services,
and extension services. More advanced training sessions will also be offered in
reference/interlibrary ban, technical services, children's services and extension
services. It is possible that some of the above topics could be deleted if other

means are used to provide training in those areas. - 1,
3. Contact educational agencies in South Oakota and attempt to implement by Septﬁ@ber
1,1977:. ™ *

1) courses in librarianship for college credit offered in at least four locations
in the state which do not presently have such courses available;

. 2) courses specifically oriented toward the training needs of puplic librarians

. offered fbr college credit in at least two locations in the st{;ib
4. Perform an*analysis of the training needs of public library trustees=by July 1, 1976.
5. Oevelop~e plan for providing Yraining for public library trustees by January 1, 1977.
6. Hold an institute offering at least 3 college credits or 6 CEU's to train those
1ibrarians who are virtually without any training in the basic skills needed for
operation of a small public library, such institute to begin no later than June 30,
1978. . ’

7. Notify public libraries by memorandum or article of local opportun1t1es for

. -, education in clerical skills by July 1, 1976. . L.

8. ,Sufvéy the directors of libraries serving populations of at least 10,000 persons,
ot with annual budgets of at least $50,000 concerning the need for training in
cable/video television, use 4n Vibraries by July 1, 1976.

- 9, Arrange for a demonstratioﬁ“T\xariOus mechanized and automated circulation systems
at the South Dakota Library Association Convention in October,, 1976. ;Eb;t T RN
10. Circylate to librarians of libraries serving at least 2,000 persons test Yépa*ts
* on automated and mechanized circulation systems, on demand. th
11. ldentify and purchase 1nformationa1 materials related to the training needs identified

.in this project. 4
219
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ACTIVITIES. (cont'd) s .

12. Provide at least one workshop during the fall of each year related to new types of
library services, network1ng: an advanced level of one of the skills covered im-activity
2, or some Other subject applicable to libraries serving at least Z,000 persons. Su{h
. workshops shall be held in at least one location.

OBJECTIVE 4. To increase the number of libraries serving a population of at least 5,000 persons
as a minimal figure for support of adeguate 11brar¥ service and a well trained library staff.
¢
ACTIVITIES: ! )

1. Discuss the need for more adequate population bases for public libraries, and problems
involved in expansion of service areas or integration of existing library agencies at
workshops or discussion meetings for librarians, trustees and local government officials
in at least four locations in the state by January 1, 1978,

2. Distribute printed information concerning interlibrary contracts and mergers, methods for
expanding service areas, etc. to all librarians and trusfees by January 1, 1977.

3. Distribute an analysis of alternatives for provision of public library service {n each
county in South Dakota to the librarians, trustees, local government bodies and organizations
in that county by January 1, 1977.

A2
0BJECTIVE 5. To increase the number of Native Americans employédkin South Dakota Public Libraries.

-

N

ACTIVITIES:
1. To provide a wo;kshop of at least 1 CEU dealing with library services to the Indian people,
P including at least one contact hour dealing with affirmative action and the need for an
increased number of Indian 1ibrarians in the state by January 1, 1978.
2. To place Indian 11brary interns in at least six public libraries serving large concentrations
of Indian people in order to perform special services ‘to that population and vrdinary
library activities by January 1, 1979,

.

EVALUATION ‘ s
| {

1) College-credit courses will utilize conventional grading system for evaluation, with a
predetermined target pass-fail ratio.

2) CEU courses will utilize written evaluation form.

3) Non-training activities will be evaluated solety on the basis of implementation by
target date. ) «

4) An evaluator will be appointed, probably another member of the state library staff, but
possibly a 1ibrarian from outside of the agency if funds are availahle who will issue annual
written evaluations, and cumulative three and five-year evaluations of the program. However,
since the evaluator may not remain the same person for the entire five years, reports should

. heavily utilize the above three evaluative aids to provide some uniformity. Prbdram may be
« altered in progress on basis of annual evaluations. ' ’

&
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(This bibliography was provided to each participant f011OW}ng
the Needs Assessment Mini-Workshop in June, ‘1975, as a basis |
for fo]]ow1ng the1r individual 1nterests‘and needs b]

wIéHé/USOE INSTITUTE FOR TRAINING IN STAFF:DEVELOPMENT
| Bibliography T
‘ . An initial bibliography of se]ected general t1§1es
’ - ’ N
Amer1can Society for Training and Development, Inc., Professional

Development Manual. Madison, WI., Amenjcan Society for frajning
. andipeve1opment, Inc., 1974.

A guide to assist those interested in increasing their under: .
standing of the trainer's role and resources helpful in the trainer's |
pers n&1 development. Designed for those involved in training and

develppment profession. . /

Burke,\W., Warner and Richard Beckhard, eds. Conference Plapning. .
2nd ed. Washington, D. C., NTL Institdte for’App11ed _Behavioral - K
Science, 1970 . Ly RN TR 4

RO A T

A qui e to ﬁﬂanhfng and conduct1ng effective conferences for
d1verse purpgses. o

*Chabotar, Kent\]. -and Lawrence J. Lad. Eyaluation GL1de11nes for
Training Programs. East Lansing, MI., Public Adm1n1strat1on X
Programs, Michigan State University, 1974 o

4

Guidelines for state and 1oca1 trainers and administrators on the
most beneficial approaches for evaluating specific types of training
programs given the many complexities and limitations involved in

performing useful évaluations in real-world settings. \

*Conroy, Barbara, Staff Development and Continuing Education Programs
for lerary Personnel: Guidelines and Criteria. Boulder, CO.,
WICHE, 1974. (Also available through ERIC).

Brief but comprehensive tool & ing planning, implementing '
and evaluating staff development a§3¥§5555?u¢ng\gducation programs
for library personnel. This book is no 16hger availab]e through WICHE,

Continui_g Library and Information Science Education. Nati&na] Commission
on Libraries and.Information Sciente, Washington, D. C., G. P. 0.,
1974 (Also published by American Society for Information Science).

"Recommended by the National Commission the Continuing Lfbrary
Education Network Exchange (CLENE) hopes to provide continujng professional

"125‘-'
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“education opportunities for librarians. Much basic information is included

_content, preferred modes of learning, and motivations for continuing

Craig, Robert L. and Lester R. Bittle, eds. Training and Development

It illustrates the status of the overall practice of training and develop-

Davis, Larry Nolan and Earl McCallon, Ph. D. Planning, Conducting,

o . R

\
Y

which would assist planners of training programs in areas such as needed

education. | - .

N\

Handbook. N. Y., McGraw-Hi1l Book Company, 1967.

The purpose of this book is to provide a broad reference sébfég for
those responsible for developing human resources, in any organizatioh.

ment as well as specific techniques to be used in developing training
programs. T \

Evaluating Workshopo. Aystin, Tx., Learning Concepts, 1974.

A complete, concise guide to adult education activities, beginning
with a simplified survey of adylt learning theon&,ythe book moves step - ., - .
by carefd step through the warkshop process, from the earliest planning
stage+to ‘the final evaluation. ‘ ; ‘ %

Denova,.Charleg C. "Establishing a Training Function. Englewood Cliffs,
N.-J., Educational Technology PubTications, 1971.

A basic guide to the problems of training in contemporary business :
and industry. Covers administrative and organizational requirements
for a sound training function, basic aspects of the psychology of
teaching and learning, and eva]ui}iOn of results in training.

Engel, Herbert M. Handbook of Creative Learning Exercises. Houston, Tx.,
Gulf Publishing Company, 1973.

For the "inside" trainer, this book describes the selection and design
of experiential learning exercises to be used in training activities. All
the material in this book is geared to involve the participants directly
anu intensely in the training process.

Gorman, Alfred H. Teachers and Learners, the Interactive Process of
Education. Boston, MA., Allyn and Bacon, 1969.

For teachers who wish to improve the interactive behavior in the
classroom. The'author builds on the basic assumption that effective
teaching and learning is a process of communication among individuals
in a group setting.

Grabowski, Stanley M. ed. Adult Learning and Instruction. Syracuse, .N. Yo,
ERIC Clearinghouse, on Adult Education, 1970. -

An excellent collection of papers which discuss adult 1eq¥n1ng,
instructional theory, and related issues in research and practice.

- 126 -
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Ingalls, John D. and Joseph M. Arceri. A Trainers Guide to Andragog}.
Washington, D. C., G P: 0., 1972.

A guide to new concepts and techniques in the f1e1d af adu]t
education with particular emphasis on participative educationa]
. techniques. v .
Johnson, Stuart R. and Rita B. .Johnson.’ Deve]oﬁigg'Individua]fzed
Instruct1ona1 Materials Palo A]to, CA. B HqStiqghouse Learning .

\,‘&Sess 1970.

The overall purpose of this.hook is to assist teachers to improve
the effectiveness of their instruction W1th the learners' nequ as

the prime con51deratlon T v , .‘)~
Kidd, J. R. How Aduﬂts Learn. Revised @& . "Association Press, . ,
Y R e e R
1973. “‘;i;'.~’.‘ : . (‘» -\-'.' 5 _;.e.' \I_" '-
The Buthor's purpose is to integrate ideas, theories and experience N .
L

that will assist practitioners in.adult education to better understand
’ the adult learner as well as the S?UCGSS of adult learning.

\ K]ev1ns, Chester, ed. Mater1a1s and Methods in Adalt Educatfon
. N. Y., K]evens PubTications, Inc., 1972.

!

Describes a wide range of d1verse views on learning theory and,
implementation in the field of adult education. The main thrust of’
the book is as an aid to. the.teacher of adults in both formal and )
informal settings and at both pre-service and in- service stages of -
professional development. )

Knowles, Ma]co]m\éij The Modern Practice of Adult Education. N. Y.,
n

W

Association Rpess, 1970.

Serves as a b451c and comprehensive guide in planning educational
activities involvifg adults. PBractical handbook, non technical™
language, straightforwatd approach

Kozol1, Charles E. and Curt1s Ulmer, eds. In-Service Training:
' Ph11osophy, Processes and, Operational TeChniques. Englewood
Cliffs, N. Jd. Prent1ce-Ha11 1972.

A guide for the ddministrator or pragram planner on what to ook
o for when instituting a staff development” program and how to ensure
: a successful outcome.

Kozol1l, Charles E. Staff Development in Onganizations:. Cost Evaluation®
% Manual for Managers and Trainers. Reading, Ma., Addison-Wesley,
1974. :

.\\ ; . .
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. effective, more economical, amd more acceptable to trainees if it is par

SRR Bﬁécr’bes how to" set up and maintain a training program-- the basic

" Mager, Robart F. Measyring Instructional Intent. Belmont, Ca., Fearon

~

The author demonstrates that staff growth in any organization is more

of a system managed largely by in-house personnel. Also includes practical
guidelines and a variety of training techniques with suggestions for putting

theory into practice.

* eonard, Edwin C. Assessment of Training Needs. East Lansing, MI,
Public Administration Programs, Michigan State University, 1974.

Pulls together basic methodology on needs assessment in a systematized
format and a single source. Includes instruments and extensive bibliography.

Lynton Rolf P. and Udai queek Training and Development. “Ho*ewood,
1., Irwin, 1967.

concepts,. strategies and methods of trainfng. Principkes are drawn from
experience

Mager, Robert F. Preparing Instructional Objectivesl 2nd ed., Palo Alto,
Ca., Fearon Publishers, 1975.

A programmed text which assrsts the reader to formulate specific
objectives to guide the deveiopment of trainihg activities.

Maget‘i Robert F, Deveioping,AtJhtude Toward LezrningA Pa]o Alto, Ca.,
Fearson Pubiications, 1968.% o

N\ A guide for teachers on how to recognize behaviars they-can use

as evidence of favorable attitude in students. Describes three principles
and techniques they can apply to help students be more favorably disposed
toward their subjects of study, and offers a way of ﬁeasuring success.

Publishers, 1973. ‘ »

A book desidned for those who want to know how well their instruction
works and how to develop the basic tools with which to measure instructional
intent.

Mager, Robert F. and Peter Pipe. Analyzing Performance Problems. Belmont, °
Ca., Fearon Publishers, 1970, ,

" A procedure for analyzing and identifying the nature and cause of
performance problems, and a method, via a quick-reference checklist,
to determine which so]ution is most likely to work.

McCallon, Earl. Workshop Evaluation System Manual. Austin, Tx., Learning
Concepts, 19/4.
224
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The contents are designed to provide a systematic approach to the - .
evaluation of workshops via a scientifically developed instrument for
the collection and analysis of participant evaluation input. Also included
» is a worksgop evaluation scale designed to provide an overall assessment |
¢ of the effectiveness of iﬁe workshop. . '

Nadler, Leonard. Developing Human Resources Houston, Tx., Gulf

Pub11sh1ng Co., 1970. e . i

. A book far those actively invol#d in developing human potent1a1 ..
Discusses the function and background of human resource development,
activity areas for training, education and development, and the role
and funct1on of the human resource developer. '

-Nixon, George. People, Evalq;ﬁion and Achievement. Hohston, TX.,
Gulf Publishing Co., 1973. ‘

R An in-depth explanation of the function and importance pf evaluation.
Outlinés the various types and uses of evaluation and its role before,
during and after training in a multitude of diverse fields. \ '

’Peters, John M. and Cyrtis Ulmer, eds. How to Make Successful Use of the 1‘
Learning Laboratory EngTewood C1iffs, N. J., Prentice Hall, Inc., \

»

1972.
't

A guide to the procedures involved in\planan a% earning laboratofy.

Rogers, Carl R. Fregdom tp Learn. Columbus, Ghio,|Charles-E. Merrill
Pub11sh1ng Company, 1969. . . '

The theme of the book is that learners can be rusted to learn’ and
. to enjoy learning when a facilitative person can set up an environment
which encourages responsible part1cipat1on in select1on of goals and ways
of reach1ng them. ) : o

Shaw, Nathan C., ed. Adm1n1stration of Continuing Educat1on hashington,
D. C., National Association for Public Sechool AduTt Education, 1959.

Apart from attention to recurrifg administratiye responsibilities,
problems, and practices, the book also includes 1mp11cations of major’
thrusts for the next decade. \

: *Sheldon, Brooke E., ed. Plann1ng and Evaluating Library Training Programs.
' Leadérship Training Institute, F10r1da State University, 1973. \

L&
. An attempt to intérpret some current evaluation theory, and translate
_ it into a workable structure for practical application by training program
. directors in_the’ library world.

- \
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in Libraries. Library Trends, Vol. 20, No. 1, Urbana, IL. ; University
of I1linois Graduate School- of Library Science, 1971.

Stone, Elizabeth W., ed. Personnel Deve]opment and Continuing Educat1on g;

3

This issue attempts to make the reader aware of the extent to which
libraries have 0sed personnel,development and continuing education as a ..
meany of bringing about the full utilization .of -talerdt, and of creating an
organizational climate conducive to human growth. One section includes
guidelines and-a_mod&l for 1ibrary personne] deve]opment. . A

3

Stone, E11zabeth W, , ed. New Directions in §taff Development. Chicago,
{1 , Library Administration Division, American Library Association,
971.

Has speC1a1 emphasis on abproach1ng staff development through
part1c1pat1on in decision-making, management by objectives, mot1vat1on of
1ibrary*personnel, and on-the-job training. !

Teachey, William C. and Joseph B. Carter. Learning Laboratories, A Guide
to Adoption and Use. Englewood Cliffs, N. J., Educational Technology
Publications, 1971.

A guide to the oﬁeration of a learning laboratory covering physical
arrangements, administration and i#structional materia]sn
U. S. Civil Service Commission, Administration of Training. Pefsonne1

Bib]jography Series No. 51, Washington, D. C., G. P. 0., 1973.

) An annotated bibliography covering all aspects of tra1n1ng
administration. -
U. S. Public Health Service. Training Methodology: Part I - Background
Theory and Re¥earch, Part Il - Planning and Administration, Part III -
" Instructional Methods and Techniques, Part IV - Audiovisual Theory,
éig% agd Equipment. An Annotated Bibliography. Washington, D..<.,
. P. 0., 1969. ‘ .

comprehensive bibliography, Part I, pertains to research and theory
on individual behavior, group behavior, and educational training and
philosophy. Part II pertains to aspects of instructional design, course
planning, and training programs administration. Part III pertains to a
variety of specific instructional methods and techniques. Part IV {outdated)
describes the various audio visual media that can assist training activities

Vaill, Peter B. The Practice of Organization Development. #adison, Wi.,
Amer1can Society for Training and Development, 1971.

A study of organization development programs from the point of view
of the organization members who plan and conduct them.

i, Clive C. and Ty A. Vonder Haar. Training the Trainer. St. Louis,
Mo.,‘gxtension Divisioq, University of Missouri-St. Louis, 1970.

N\
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Includes tried and tested approaches for preparing trainers for
the training process pJus .innovative ideas. , .

Warren, Virginia B. . How Adults Can Learn More--Faster. Washington “
D. C., The Natignal Association for Pub]ic.qutiQujng and Adult
. Education, 1961. : P K-

B ‘ . - vt o,
A handy guide for adult learners or instryctors who Yish to .
improve. tHiéir learming or instruction techniques. .

Warren, Virginia B.; ed. A Treasury of Techniqyes for Teaching
Adults. Washington, D."C., The National A*sociation for Public
Continuing and, Adult Education, 1964.

. A guide for teachers working in adult education. The conténts

address such areas as creating a good climate for learning, planning
an adult education course, creative teaching techniques to enable
the teacher to retain the interest of the student in his learning
endeavors. :

A}

* Copy provided each Institute participant

e
N

Materials selected by Barbara Conroy
Annotations prepared by f]pra Bovis

»
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