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Constituency of the second Assembly

The one hundred and twenty-eight participants, from 38 states, came

together to the second Assembly as a working group under the auspices of

CLENE, but they represented many other groups. By type of organization, the

four largest groups were: Library education programs (33); Academic libraries

(21); State library agencies (21); Public or other libraries (20). By type

f position in organization, the four largest categories were: Directors (43);-

Professors (20); Consultants (12); Assistant Directors (12).

The Purpose of the CLENE Assemblies

The CLENE Assemblies serve a number of important purposes. They serve

as a forum to identify current problems and issues in library, information,

and media continuing education -- issues to which_ CLENE should give particular__

attention and take action, and issues of concern for the whole profession.

They serve as an up-to-date learning resource for all those involved in con-

tinuing education. Through the Continuing Education Fair, they serve as a

centralized medium for demonstration of projects and activities. They serve

the very vital function of making it possible for members of many different

groups concerned with continuing education to meet, dialogue with each other,

and learn of current developments.

Of particular importance, the Assemblies have the ingredients of a force

that not only can discuss, but can adopt feasible recommendations. These can

be forwarded to the Board of Directors of CLENE for implementation and can be

brought to the attention of the whole profession for consideration and action.

4 Elizabeth W. Stone
Executive Director
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INTRODUCTION

With this second Assembly, the "ad-hoc" CLENE organization which

had explored the question, "Do we need an organization?" now began to

search for answers to questions like, "What shall our organization do to

serve the continuing educators in the field? What are the essential skills

required for our task? Are the programs and projects CLENE has begun really

doing the job?"

CLENE has a continuing concern for direct contact with the individual

member who is engaged in planning, conducting, and evaluating continuing

education events. The first session of this second Assembly consists of a

report to the membership by President Nettie Taylor on CLENE activities

and services over the past six months, together with a report of the concerns,

questions, and suggestions 6f the membership.

The major program segments _concern_ how those of us who are engaged

in continuing education shall define our tole, and how we go about the

business of defining continuing education needs and developing appropriate

ways to meet those needs. Dr. Alan Knox of the University of Illinois, a

long-time participant and analyst of continuing professional education,

proposes the-concept of "knowledge broker" as an appropriate model for those

engaged in developing continuing education services to the library and infor-

mation science profession. His analysis of the component dimensions of this

role will prove helpful to anyone engaged in a self-critical assessment of

what he or she is doing in continuing education.

Jim Sucy, manager of Education Market Services of Kodak ("a small

photographic company in Rochester, N.Y."), presents an analysis of the



essential steps in developing continuing education programs and products

to meet definite training needs. He helpfully distinguishes between those

needs which can be met by training and those needs which require management

or organizational change.

The long, carefully thought out process which occurs prior to a

specific program format or educational product is called "Performance

Analysis and Instructional Design". Mr. Sucy stresses that we analyze what

the individual needs to know and what skills he must acquire to perform

on the job, before we plan specific programs, speakers, tape shows, or

products. A careful study of this industry-based process apllied to at

least one educator's planning process has convinced him that his own

educational planning often started without asking the essential questions,

and often resulted in educational events which, while exciting, did not

meet the real needs of the individuals who came to the events.

In keeping with the econd Assembly theme, "Updating and Skills

for Ourselves: Directions for CLENL", the small workshop reports in these

proceedings cover specific concerns related to the workings of the continuing

education broker at several levels:

Principles Of Adult Education That Should Be Adhered To
In Continuing Education Programming

Needs Assessment Techniques Used For A Continuing Education
Program In Staff Development

A Model Program Of Continuing Education And Staff Develop-
ment For Academic Librarians

Non-Traditional Educational Techniques

Development of Instructional Modules: Self-Contained
Learning Packages
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How To Plan And Conduct Continuing Education Workshops
And Institutes

Initiating A Statewide Program For Continuing Education

The Knowledge Broker

Clearly, CLENE is beginning to ask hard questions: "What is out-

standing professional performance and how do we train people for that? How

are our needs assessment tools working? What kinds of coordination, dupli-

cation, and resource sharing can we do? How do we train our knowledge

brokers in evaluation techniques? How is recognition related to evaluation?"

Hopefully future CLENE Assemblies will continue this type of searching

analysis.

vii
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PROCEEDINGS

of the

Second CLENE Assembly, July 16-17, 1976

Opening Session at the Palmer House, Chicago

Nettie Taylor: It is my pleasure to welcome you to the Second CLENE

Assembly and to review with you thc, agenda for this meeting which you

have in your program. I want to report to you on the status of CLENE,

and as a part of that report, the Treasurer's report and a report of the

Panel of Reviev and Lvaluation. These are all going to be relatively

brief. We want to have opportunities to provide for questions, comment,

input from you, so at the end of these reports we will be having you

assemble-again at the small tables for the questions and the discussion

that you would like to bring -.4p. I hope that we can allow plenty of time

for discussion of these reports before we break up. We will then be

_

announcing the results of the election and-introduCing the new Officers,

and Ruth Petri& will be explaining the Assetbly program meeting. As you

may have realized when.you read the constitution and by-laws, it is the

duty of the President to report to you on the status of CLENE. That is what

I am attempting to do now very briefly.

First, as you know, this has been a year to bring into being the

structure and organization of CLENE, making it an official national

organization with a constutution, by-laws, and dues structure. These have

been accomplished and I won't review the details of this unless you want

to bring this up in the question period. CLENE is now incorporated as a

non-profit agency. Just last night when the Ad Hoc Board had its last

meeting as'an ad hoc board, we all had to sign a paper that the lawyer

1
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said was required so that our "ad hotness" goes out of existence and

we passed on CLENE to the duly elected officers of this association.

The second priority for this year, as for any new organization,

or for any organization for that matter, has been to recruit new members.

This has been done in a variety of ways, through organized media, through

letters, through publications, through a number of people being speakers

at conferences and before other groups, through the work of individual

Board and Advisory Committee members, and other members here who are

interested in the purposes of CLENE and would like to see it become a

very live and viable organization. As a result of about eight months of

recruiting activity, CLENE now has 450 individual members, 18 institutional

members, 15 association members, and 15 state library agencies. Of course,

as you realize, this recruitment and membership drive will certainly

continue.

A third major activity was to begin to provide services related-to

CLENE's purposes and objectives that ned been expressed to us as being of

the greatest interest to members. I want to highlight some of those briefly:

1) Up-to-date infozmation on continuing education

opportunities and.programs. This has been done through

the establishment of a computerized data base of

continuing education prograns, and operates out of Betty

Stone's office at The Catholic University of America,

through a published directory of continuing education

opportunities, programs, and courses that is in the

batk of the room, through the membership directory of

CLENE members which we decided really is a misnomer. I guess

we've decided it really should be called a Who's Who_in

Continuing Education, because that directory indludes

1 1
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information on special interests, special skills and

experiences in the field of education of the members

of this association. This Directory just came off the

presses today or the day before. There are copies here

for sale and Leon will be saying more to you about this.

It is a resource for continuing education planners in

locating other continuing education personnel resources

that might be available to you. So it's much more than

just a listing of the members of this association.

2) The CLENE Assetbly Program. These Assetbly programs --

we've had one, we're now coming into the second one -- the

first one in January was on the assessment of continuing

education -- the Proceedings of that First Assembly are now

*printed-. They have-been distributed-to-the-participants-of

that First Assetbly and additional copies are available to

othei members for a.f. The Second Assembly is the one we

will be having in 1.%!... Aext twn days on "Needs Assessment --

Individual and.Group." The Continuing Education Fair, width

we held at the First Assetbly, aroused a great deal of interest

I believn, from the people that were there, and this will be

continued at the program today and tomorrow. The purposes of

these Assemblies are to provide a forum to identify and

discuss unmet needs and problems and issues, to learn more

and update our learning on continuing education resources,

12



continuing education trends, things that are going on

in the field -- it's also an opportunity for many different

kinds of people from many different kinds of groups to

meet and discuss and to learn from each other. The Assemblies

have focused on the topics that members have indicated are

of major interest to them. Ruth Patrick will be explaining

this to us further when she talks to you about the program

that will follow this meeting.

3) The CLENExchange, which is another important avenue

of providing communication among members, to members on

CLENE activities. Also it serves other purposes. I've been

impressed myself with the analysis of outstanding

publications in the field of continuing education and the

brief descriptions of some of the programa and activities

of other associations and agencies.

The CLENExchange was issued'four times this year and

it is the plan to continue to issue it on that basis. We

expect that in the future it will provide also a medium of

direct exchange of ideas and comments from the individual

members, Go that we can then use this publication as a way

to get direct input from individual members about any of

the continuing education ideas or concerns that they may

hAve.

4) Other publications this year that are available from

13
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CLENE provide direct assiatance to contuing education

planners -- Concept Paper #2, A Guide for Planning and

Teaching Continuing_Education Courses, Concept Paper #3,

Planning and Evaluating Library Training Programs, and

Concept Paper #1 is still being developed. It's in the

process, but it's called Developing Continuing Education

Instructional Materials, and this is being done by Brooke

Sheldon and Blanche Woolls. These do not exhaust certainly

the list of numerous items of correspondence, news releases,

answering individual letters and questions, that come

directly to the CLENE office.

A great deal of time was also spent this year in the preparation

of the proposals which were submitted to the U.S. Office of Education for

funding next year. These two proposals do address, I think, some of the

major concerns that have been expressed by the members and were discussed

to soma extent at the CLENE Assembly in January.

The first project is the one to train continuing education staff

people in 25 state library agencies. This will be a five-day institute that

will be held in November at the Illinois State Library in Springfield. This

institute contains within it at least two components, as I said, that have

been identified as being of major interest to CLENE members. One of them is

the design of a needs assessment model to assist continuing education

planners. The other is to develop some criteria for evaluation of continuing

education programs. Both of these will be dealt with within that institute,

and it is our expectation that out of that will come some publications

that will be of interest to the whole CLENE association.

14



The second project is a feasibility study of a recognition system

for library and information science personnel, including non-traditional

formats. Included also in this project is the development of a prototype

for home study programs, including guidelines and criteria.

A summary of these two proposals was in the CLENExchange.

Another thing, of course, that has been of overriding concern is

money, and I am going to call on Leon in a few minutes to talk about

funding, as he is the Treasurer of the association.

The CLENE Board at its last two meetings has worked on and developed

a planning document for the new Board. This document tries to outline

for the new Board where we are, all the things that have been carried on

this year, the kinds of things that we believe should be addressed by the

new Board. I think that it's very difficult, it's been very difficult for

this Board to come to grips with the priority items that we should be

addressing within the limitations of staff, staff time, money, and it's our

hope that now that we have a good membership base that much of this input

will be from the members. Some of the work will be from the committee.

One of our major concerns, really, has been to involve the

membership much more actively. I think you have to realize, you know, that

'when we started a year ago, there really wasn't a membership, and the Ad

Hoc Board and the Advisory Committee did take on, I think, many decisions,

many kindp of responsibilities within those two elements that really ought

to be membership kinds of activities. Now that we have a membership, I

think it is an overriding concern of the new Board that the membership gets

put to work and gets actively involved. We are concerned that some of the

things that we are doing may need to be evaluated; many of you have not

been too happy, I suppose, with the dues structure, and the new Board I

expect will want to look at this. On the other hand, we don't have a lot

6
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of money, as Leon will tell you, and the funds we anticipate having

for this next year will probably allow us only to carry on the things

that we are already doing, unless some of these things get shoved aside

for things that the membership feels are more important. The Board is

going to meet to address itself to some housekeeping and procedural

matters which this Boara has really not had tine to do, and that is to

develop guidelines and policies on a number of things, one of them

certainly being publications, who gets them, at what prices, to what

extent can CLENE absorb a loss on publications if they are not all sold

there are a number of questions, program questions that need to be

addressed, as well as financial questions. As I indicated, we did

officially sign papers that turned over the responsibilities of this

Ad Hoc Board to the new Board.

We are concerned about ways to make CLENE more understandable,

more meaningful to the members. I already had this in my notes of what

I was going to say to you and those of you who were here for the earlier

orientation meeting realize that we are aware of this and you are aware

too that there are some probleus in this area; it is one of the probleus

that; came up. So we are really talking about how we can provide the most

benefits with the limited resources we have and I think that's where we

need all the help we can get from you as members in helping to solve these

problems. Most of us, or maybe all of us, joined CLENE because of our

interest in continuing education, and our belief that a national organization,

devoted to the development of continuing education, could improve the

profession, and could improve our own capacity as individual members in

carrying out our responsibilities. And I think we're all working toward

having these hopes realized. As our friend Peanuts said, "There is no

greater burden than a great potential." I think that's what we have. At

7
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least I feel we have.

I want to say before I close this first report to you'that we

are continually indebted to Betty Stone and her very small staff of Mary

Baxter and one secretary for long and dedicated hours and dedicated

service to this idea. And I would like at this tiue to ask Julia Virgo,

our secretary, to read to you a resolution of the Ad Hoc Board of Directors.

Julie.

Julie Virgo:

WHEREAS Dr. Elizabeth Stone has served.as Executive Director

of the Continuing Library Education Network and Exchange during

its first year with unstinting diligence without financial

compensation, and

WHEREAS her effective leadership in inaugurating and developing

the structure and services of CLENE has resulted in a viable

national continuing education organization, and

WHEREAS Elizabeth Stone continues to serve with distinction in

carrying out and furthering the programs and purposes of CLENE

for the benefit of the library and information science profession

and its members,

NOW THEREFORE BE IT RESOLVED by the Ad Hoc Board of Directors of

CLENE that deep appreciation and commendation be extended to

Elizabeth Stone for her accomplishments and her continuing

contributions to this effort, and

17
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BE IT FURTHER RESOLVED that this resolution become a part of the

official-records of CLENE and that a copy be transmitted to

Elizabeth Stone.

By the Ad Hoc Board of Directors, July 16, 1976, and signed by

Nettie B. Taylor, President, and Julie Virgo, Secretary.

(Motion Lrom the floor to have resolution entered in the minutes.)

Nettie Taylor: I want to say one last personal word of my own in thanks

and appreciation to this Board. I think we've had a very difficult year --

we've had a very exciting year, and certainly we've had a Board whose

members have really been dedicated to trying to tackle the problems of

bringing this new organization into being. Let me introduce the membors of

the Ad Hoc Board: Maryann Duggan, Dorothy Deininger, Pauline Vaillancourt,

Dick Wilt, Margaret Myers, Al Trezza, Bessie Moore, Leon Montgomery, Julie

Virgo, Howard Hitchens. Thank all of you, many thanks.

One of the things the Board did this year which was allowed in the

by-laws was to appoint a Panel of Review and Evaluation, to look at the work

that had been carried on this first year and to report back to the Board

on this. That committee was made up of Ken Vance, Kay Gesterfield, and Dr.

Joanne Harrar. Dr. Vance is from the University of Michigan, Kay Gesterfield

is Illinois State Librarian, and Dr. Harrar is Director of Libraries at the

University of Maryland. Kay Gesterfield will present the report of the

Panel of Review and Evaluation.

18
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REpORT

of the

PANEL OF REVIEW AND EVALUATION

Kay Gesterfield: Neither Ken nor Joanne could be here and Ken called me

the other day to ask if I would do this for the panel.

It was very gratifying to work at Catholic University with Betty

Stone and the staff at CLENE. We had all sorts of cooperation. They

furnished us with great documents and at the end of the week we were able

to fnrnish a nine page report. The typing took a little longer, but we had

the thoughts down.

We evaluated CLENE's first year in terms of the objectives as set

forth in the proposal which funded the first year of planning and organization,

that is to say:

Creation of a permanent administrative structure for CLENE,

Board of Directocs, Advisory Committee and Assembly;

Secondly, establishment of an acceptable financial structure

in terms of membership, institutional and personal membership

fees and a basis of fees assessments;

Third, development of operational mechanisms for the four

processes of CLENE: continuous needs assessment, information

acquisition and exchange, program and resource development,

and communications and delivery to increase the awareness level

for continuing education in the field of library and information

science, and

19
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Finally, the identification of sources of funding and

the preparation of proposals.

Our document treatt, each one of these objectives individually, and

I would be happy to answer any questions about them. However, the conclusion

is that the Review Panel agrees that the project has indeed been successful

in its efforts to achieve the initial objectives established for CLENE.

-Further, the Panel wishes to encourage the first formal Board of Directors

to continue striving toward the fulfillment of the CLENE mission so effect-

ively begun by the Ad Hoc Board and the CLENE staff.

We did have a series of recommendations and since this report has

been submitted the Ad Hoc Board has met and has comments on our recommenda-

tions, which I will try to incorporate into the recommendations as I go

along.

The first one was that the vacant position of Research Assistant

should be filled immediately by a qualified individual, who should devote

at least half time to this important responsibility. I believe the day that

we were there was the last day the Research Assistant was on duty. The Board

responded to this recommendation by pointing out that that position was

funded by the 1975/1976 USOE project and is not in the current one, therefore

it is not really a vacant position. However, the Board agrees with us that

the recommendation that this position be funded as soon as possible is

a good one. There is at the present time, as I understand it, no source of

funding for this, but apparently it is something that the Board is considering.

We made a mistake on the second one. We recommended a full time

secretary, and they already have one. We had a little trouble with the by-laws

and recommended a review of the by-laws with reference to Article VI,



Advisory Committee, and Article VII, Sections 3,4, 5, and 6, Board of

Directors, because of the use of the word "class," which does not seem to

be quite consistent throughout the by-laws. At least in those Articles it

does not seem to correspond with the use of the term "class" in Article IV,

Membership, and it is not defined in Article VI. A little picky, picky, but

we had a little difficulty with that one.

The Panel advises the new Board to review the financial support

structure of the organization with the realization that foundation or

special grant support will continue to be vital to CLENE's future.

In addition, more effort should be made to inspire membership from

state agencies.

The Panel recommended a yearly audit of the financial records of

the organization by a certified public accountant. The Board points out

that this may not be necessary, since CLENE is included in the audit of

Catholic University, and the BOP al,reed to obtain copies of the portion

of the audit that relates to CLENE for its records.

Recommendation No. 6: The concept of needs assessment.in publications

emanating from CLENE should be continually stressed.

Recommendation No. 7: The Panel recommends the development of specific

tools to be used in the evaluation of such activities or services as the

"Idea Forum," the Membership Directory, the Directory of Cbntinuing

Educational Opportunities, and the data base.

Recommendation No. 8: CLENE should take more initiative in its role

among library-related organizations to assume sole responsibility for the

publication of continuing educational opportunities. This is another recom-

mendation that the Board reacted to. It said that CLENE expects to assume

an increased leadership role in this area. However, the Bolard feels that

it is not appropriate for any one organization to assume sole responsibility

12
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in this activity.

We were of course concerned about the duplication of effort

and the publication of some educational opportunities in many places.

Recommendation No. 9: The Panel suggests that the organization

avoid unnecessary duplication of information. It may be feasible to

direct distinct publicity toward special groups, outlining the importance

of CLENE for each group, rather than having only one general brochure

for all possible constituents.

And finally, the Panel recommends that the organization re-examine

its use of the terms "goals," "objectives," "missions," "programs"

and "processes" in order to assure that each is distinctly and non-

duplicatively used, and used in that way on all future planning and

publications.

As I said, it was a very interesting and pleasant experience

to work with the staff of CLENE. We enjoyed the opportunity and we

were very pleased to see how very well CLENE had accomplished its

objectives in this first year.

Nettie 'Taylor: Thank you, Kay.

I think the present Board, the new Board, is very appreciative

of the work that these three people did in kind of taking an outside

look at what has been going on, and I think that the points she made

were certainly well taken. I'm not sure that Kay read to you the full

minutes of the Board in which they did adopt the rest of the report and

express their appreciation to this Comnittee for doing this job for us.

You may want to think about what she.has said and use any part of this

in your discussions at the tables in a few minutes.

I'd like now to call on Leon for the Treasurer's report.

13
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K. Leon Montgomery: During this year the incone has been $61,000. The

four major sources of theSe funds are some government grants--grants from

the U. S. Office of Education amounting to $28,000, which permitted the

liftoff of the organization, administrative structures and so forth. From

the states -- 15 states that joined this year have provided a total of

$16,000, roughly $17,000 -- $16,900+. They are all included in that figure,

though. From dues and memberships, and income deri73d from the last Assembly

meeting, there was $15,5000 -- again these are rough. I have the precise

details in case anyone's interested. And from the sales of publications to

date roughly $1,000. The expenditures for the year were $47,000+. Major

cost centers in these expenditures were of course personnel at $25,000, the

creation of the computer data base, the publication -- the creation and the

publication of the various directories that have already been referred to,

the Continuing Education Directory, the Membership Directory, or Who's Who

in Cuutinuing Library Education, and the concept papers, and so on. Again,

cost breakdowns are available there. If you noted that we took in $61,000

and spent only $47,000, this leaves us a balance from the first year of

approximately $14,000. The general notion is that the Board has been

reasonably conservative in trying to assure that CLENE exists in the next.

several years, of course, and perhaps forever. But the idea is that we

wanted to be sure that there were sufficient funds to operate the second

yearlpecause the $28,000 grant was a one-time grant just to get started.

So a tentative budget has been set up for the next year of approxi-

mately $39,000. Now this budget is reasonably austere in the sense that it

does not, as Nettie has already suggested, allow much room for major new

activities. It also depends on the continued unstinted time and effort of

Betty Stone without financial compensation and also leaves open a Research

Assistant position. However, we believe that all programs, at least as now
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going -- all ongoing programs -- we have sufficient resources to keep

those going. Yes, and obviously you are all encouraged to continue your

memberships.

Now the notion that was brought up previously, that Joe Shubert

suggested, that we might make some effort to be sure that the state library

agencies and the state library associations and others are getting -- see

some return for their money, I think Nettie referred briefly to me in that

context. I recommended to the-Board last night that in fact we be sure that

some of our products are sent to each of these agencies as 'Au ertisement,

if nothing else. The notivi. being that we did not have time, in the way

things developed, to have an extensive ad campaign alerting and making

people aware of all the publications and that the new Board consider sending

some of these in the sense of promotional materials to state library agencies

and to state library associations, and to others who may be interested in

CLENE.

I also wanted to tell you, make a couple of comments about some

decisions made last night by the Board vis a vis the Directory pf Continuing

Library Education Courses. This Directory, as a special promotion during

this Assembly meeting, will be on sale for $5.00. Also the Membership

Directory, which is brand new and will be on sale as of Monday morning at

a price of $12.50, will be on sale for $10.00 during this Assembly. This

is a brand new publication. If you choose to buy both, the price will be

$12.50. That's just a special. We're going to try to have a series of special

promotions for those who come and register at each of the Assembly meetings.

Are there any questions from the floor? Obviously we have a number

of potential questions. And I should also call to your attention that when

we break up in small groups there will also be an opportunity there for you

to explore ful:ther if you like.
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(Question from the floor, inaudible)

The Directory was originally priced at $15.00 and will be again,

but right now it is $5.00 for those who are in attendance here.

Nettie Taylor: We talked yesterday with the Task Force that set up the

program for this meeting. You will have an opportunity tomorrow when you

fill out your evaluation of this program to give the new Board and the new

task force for planning the next Assembly your view on whether the Assembly

should be connected with the ALA conference, or how often you want an

Assembly, where you 'think it should be held -- there will be several

questions that will be on that evaluation sheet tomorrow. They would very

much like your input on that, and they asked me to remind you, to tell you

now that this item would be on there, so that you might give it some thought

and give us your ideas on this before you leave tomorrow.

You now have a chance to break into your small discussion groups

and bring up any questions, any comnents that you would like to. I think

you should have about 30 minutes for those groups. Members of the Board

and Advisory Committee will be your hosts/hostesses at these groups.

I think I should say at the outset that if there are easy questions

I'll try to answer them. If they're difficult ones they'll either get

thrown back to the Board or to you, the members. Petty Stone, Ruth Patrick,

and Margaret Myers who gave you the background information at the orientation

meeting may be able to help answer some of the questions. I would ask when

you respond from the audience, it would be usequl if you would use the

microphone, because these proceedings are being recorded and we may lose a

good deal of the discusAon if it can't be picked up.
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Let's start with this table over, here, and just move down and

around. I there a question from Table No. 4?

Qu^stion: What about cooperation at the state level for continuing

education -- is CLENE promoting that? Will there be state chapters of

CLENE?

Nettie Taylor: Let me answer part of that, or try to explain part of that.

I think that is indeed true, and one of the things that the planning ,

document that the old Board has put together for the new Board is that the

kind of organization or state plan, or organizational kind of framework

within the state that brings together the state agencies, state library

as;cci:Ltions, library schools, other kinds of library associations and

groups within the state, so that this kind of a program is coordinated

within a state, is very much needed. One of the objectives of'CLENE is to

further that kind of working together at the local level and within the

state. I think that we very well recognize that this is something that

CLENE has not been able to address very sucessfully during its first year,

and you are right that it is one of the things that will be a major piece

of the discussion and of the planning of umyd to bring this about that will

take place in that institute. I don't think we've gotten so far as to talk

about chapters. There was a very strong feeling that we ought to try to

get this together in some kind of format. We are talking, and you will be

hearing from Dr. Knox, iLI'm not mistaken, about this whole concept of

linkage agents -- of how this might operate to get this kind of input to

the association and to generate this kind of activity cooperatively at the

local level, state level, regional level.
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Ruth Patrick: If I might comnent on that. There has been talk about that,

and we've been a little less ambitious, but we have been thinking about

having an infornation network and identifying a liaison person it each state,

who could begin to accept responsibility for at least disseminating information

about CLENE and trying to gather information that they would then hand back

to us. There is going to be a task force formed that will be Membership

and Public Relations, and as part of its charge, we are going,to consider

this function. But the idea of the state chapters -- that's the first tine

I've heard it mentioned, and I think we definitely will explore this further.

Nettie Taylor: Table No. 12?

Question: I'm Joan Durrance from the University of Toledo. We had a number

of concerns that we have heard already and I was very pleased that you had

mentioned those. We would like to see CLENE encourage the recognition and

rewards system in continuing education. That would include setting guidelines

and yardsticks for continuing education and assuring that participants in

continuing education be encouraged to take the lead. This led into the

statement that CLENE serve as a lobbying agency with managers, for many

librarians who are working in situations where they're in special libraries,

and they're working with people who are managers. CLENE needs to work with

these, with the management group. CLENE also needs to work with other library

associations and with library schools, and encourage cooperation and a

liaiLza with these outside groups so that we not only talk to each other

but we talk to those who are not directly involved in continuing education.

It was suggest ' that CLENE should provide well structured modules

or packages, that that should be done with relative priority. That would

include assessing the needs and then developing the packages.
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Nettie Taylor: Thank you. I think Betty is either going to respond to

this at the moment or when you talk about this as part of new business.

Which would you prefer to do?

Betty Stone: As long as it's been brought up now, we would particularly

like to respond to your stating that there is a need for us to do something

about recognition systems. I am very glad to hear this idea because it is

one of the proposals that we turned in to the U.S. Office of Education, and

this is one of the proposals that was funded. I would like at this point

to introduce you to some of the people who are working on that, and to

emphasize the fact that at the CLENE Fair tonight these people will be

there to get you ideas as they start collecting a consensus of how you feel

about what should be included in a recognition system. The name of the

program is "The Development of a Model Recognition System to Serve the

Profession of Library, Media, and Information Science, which will include

Non-Traditional Formats, Especially Home-Study," and in this area we are

developing a prototype. The principal investigator for this project on the

development of recognition systems is Dorothy Deininger. Dorothy has been

Director of Continuing Education and Professor of Continuing Education at

Rutgers University. We are very fortunate to get someone who has had an

outstanding career in this area -- continuing education -- to head up this

project, and she will be on the staff of CLENE, carrying out this project,

throughout next year, Assisting her as full-time Research Associate is

Eileen Sheahan, who has been most recently on the staff of Yale University

Library, and who has had considerable experience in the area of continuing

education.

Tonight at the Fair, these two members of the Recognition System

Project Team will be at one of the tables -- they encourage you to cone by

19

28



and tell them your ideas about what should be included. They will have

some lead questions for you.

Another key person in this whole project is the person who is

developing the prototype model, and we chose it because we found out from

earlier surveys that this is a prime need, and that is "The Impact of

Automation and the New Technology on Libraries and Information Centers."

The person who will be developing this package is Dr. Leon Montgomery, of

the University of Pittsburgh. We also have a distinguished advisory board

who will be working on the project; they will be meeting this week also.

Nettie Taylor: Who's next?

Question: I'm Helen Miller, Idaho. At our table we discusied some need to

make a simpler questionnaire, in order to get better response from the

people who are providing continuing education events and could provide

input into the directory. We suggested the idea of some coordination with

such simple listings of CE events as are put out by Illinois and Kentucky

presently, that perhaps some simple listing that is more current would be

useful nationwide and then the things that are published by CLENE could be

for retrospective use with more detail. Also, we aren't sure how the data

in the computer is being used. We hope if it's being used that way, that

it would be possible to make it somewhat like Medline so that a call could

be made to CLENE asking for a bibliography of the events that are in the

computer on a certain subject, and that could be mailed out.

Betty Stone: If I could respond to this. I know all of you like to have

simple things, but in all of these projects we take a research approach.
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The reason that there was a longer questionnaire was based from other

professions which found that if you are not going to operate like an

accreditation body, which we are not, for continuing education opportunities,

there should be enough information so that individuals will know before

they attend whether a given opportunity meets their needs, whether it is

at their level, what are the behavioral objectives, what they will learn

as a result of the program. Also, it is important to have enough information

so that planners - manpower planners as well as planners of continuing

education courses -- can know what's being covered. If you just have a

brief listing, it doesn't, you know, serve quite the same purpose or meet

as many needs. .

Perhaps a brief listing might come out in the CLENExchange, but the

committee that worked on that saw the need for this detail because it does

add some kind of a measure of quality presented there for the people to

see before they partake or for planners to know. But we appreciate your

suggesting this, and we'll look at it again. Maybe there is a half-way,

medium, in between the two.

So far as phoning the data base and getting those lists goes, you

can do that now. The Directory itself, in the introduction, tells you all

the ways you can ask for information. And you can get that now.

Nettie Taylor: Next?

Question: I'm Paul Little, from Oklahoma. We have an observation we'd like

to make at our table. We have expressed there a concern for the finances

s'well as the giowth and a broad base of membership for the organization.

Viewing some trends that we've heard and noted today, we'd like to encourage
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CLENE to work toward promoting individual membership, as perhaps the most

immediately available broad base of growth as well as finances. And we have

a question.

If the state association is a member, is it possible for an individual

member of the state association to purChase CLENE documents at a discount

through the state association?

Nettie Taylor: I think it's clear enough that if the state association

itself does the purchasing they get the discount, and what they do then in

supplying those to the members I think would be up to that state association.

I don't think we are prepared to provide the same discount to the individual

members coming directly to CLENE: But if the state association wanted to

combine these orders and send them in under the aegis of the member association,

the structure is set up now to handle it that way. We'll let the Board

wrestle with the individual discount problem.

Next table.

Question: Hi, I'm Ray Vondran. Our table has three items we would like to

bring up. Two concerning recruitment and one concerning publications. Since

students in the Library Science Master's program are undergoing the first

steps in socialization within the library profession, and since their

attitudes are being formed toward continuing education at that point, we

were wondering what measures could be taken to aggressively recruit the

Master's students, library science students, both winning them, co-opting

them into continuing education, and also in bringing them into the membership

of CLENE. We had two particular suggestions. One was that local members
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might wish to give colloquia at library schools, and the second would be

an inducement to students through lowering the fees. Something like a

nominal fee, a $5.00 membership, that would be offered to Master's students.

Nettie Taylor: A good idea.

Ray Vondran: The second point about recruitment was that local members would

actively and aggressively contact state library agencies to supplement

whatever mailings they would be getting from CLENE. A more personal approach.

Lastly, with regard to publications. With regard to the publication

of the document on continuing education programs. One suggestion was made

that perhaps one could look into-the feasibility of reproducing a document

via computer output microfiche, reducing the cost, and then having individual

libraries and agencies reproducing only a portion of the document in hard

copy. Those are the three items we have.

Nettie Taylor: Thank you very much. I think those are good suggestions. There

has been some discussion about the microfiche approach and it was discussed-

last night.

Are there any other tables we have not heard from?

Question: You were mentioning linkages. I'm ludky enough to be in a state

association that seens to be undergoing change, and could CLENE become a

lobbying agency to press the state agencies to form roundtables for continuing

education? Would you have a data base or a list of those state associations

that do have such roundtables?
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Margaret Myers: Although earlier in the year I did send a letter to all

the state association asking if they had continuing education committees,

and I did get responses from about 20, I believe. I did.give that list to

Betty Stone. Some of the state associations have library education committees

or groups, which are more concerned with basic education, but there is

a move in some state associations to broaden this to include continuing

education, so I think in contacting state associations this is certainly

a good basis on which to work.

Question: In that news release that you were discussing, I would suggest,

my own personal opinion, that you do press for that, because that would be

a good linkage agent, something that would exist which would work both ways.

Nettie Taylor: Are there other comments?

I %ope that you think this has been a very useful way to bring the

whole membership to the CLENE Board. I'm sure I speak, as the Past President,

for the new Board and the staff that all of these ideas will certainly get

into the mill. To the extent that we can, we will certainly try to address

them to the satisfaction of the members.

I'm now going to turn the mike over to Betty, who will introduce

to you the new officers of the association.

Betty Stone: I noticed that Maryann Duggan asked for a point of personal

privilege , and I would like before I undertake my assignment for a point

of personal privilege. First of all, I want to say that I was very touched

by the recognition but obviously in this association, as in others, it

really depends on the work of so many people. Nettie had the Board introduced,
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but I would like to pay a personal tribute to a couple of people whom I

would like to single out who have been particularly supportive in addition

to the Board. First of all, there is Nettie herself, our first President.

I don't think any of you have any idea how much time and effort she has

devoted to this, and never have Mary Baxter or I phoned her that she hasn't

given willingly of her time. Then I would like to turn to the CommisSion.

You did have Bessie Moore introduced, and you did have Al Trezza up here

on the platform, but I want to say that it's been a gre'at inspiration to

all of us to know that a body which is as imPortant and has as much influence

in our profession as the National Commission has indeed been behind us.

The support that both Al and Bessie have given is wonderful. For example,

you may not know, but Bessie just suffered from being in the hospital, and

one doctor told her she shouldn't come here, but she Was determined to come

an she is here today. These are great motivating factors which you may not

have realized unless you've worked with these people.

I would like to go nto National Commission history just a bit

before the active participation of Bessie.and Al to somebody I see sitting

in the back of the room, that is Rod Swartz. He is now State Librarian for

the sovereign state of Washington, but many of you may not realize that

when he was the Deputy Executive Director of the National Commission, it

was he who kept emphasizing to the Commission that the development of

human resources through the medium of continuing education was important.

I think we owe him a particular vote of thanks.

There is someone else I wish I could ask to stand up who has

exerted a major influence in CLENE since the first. Some of us who are in

the Association of American Library SChools may remember that we started

out with this idea of having a continuing education network quite some years

ago, and some of the-people. in this room were active in this. Along with
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the National Commission this was certainly one of the major factors that

helped CLENE get on the road, and the leader both in the Association of

American Library Schools, because she did teach part-time at the University

of Oklahoma, and in all the meetings and the activities of the Association,

was A1lie Beth Martin. I think we owe her a particular tribute. We tried

to say something about this in the CLENExchange, and although there we

didn't have room to express all of our ideas, sone of her key thoughts about

the importance of continuing education for everyone are expressed there.

If you didn't happen to read this I hope you will, because I think it

reminds us of the fact that a really great leader of our day thought continuing

education was very important; and this is a clue for us also.

Then also there are a few more people I wish to acknowledge before

I introduce the new officers. One group is the Ad Hoc Advisory Board. You

had a very dedIcated Advisory Board as well as a Board of Directors, and

the President, Ruth Patrick, spent a great deal of time. She also came to

the Board meetings. There were a number of people on the Advisory Committee

who went far above the call of duty. Whenever we sent out papers they always

reacted. Two snch people who always reacted and spent a particularly large

amount of time on that Advisory Committee are here today -- one is Barbara

Conroy, who I don't think we ever sent anything that she didn't react to,

and we appreciate that; another is Joe Shubert. Joe is now a member of the

Board.

Then there is somebody else that I'm afraid most of you don't recognize

11 who has given many hours to this cause, and I'm sure she's been

pleased to hear the praise that's been given to the CLENExchange, because

as a volunteer service, Mary Feldman has been serving as our volunteer editor
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for the CLENExchange, and so Mary, we thank you for the many hours

you have spent on this project.

Now on to the newly elected 21-member Advisory Committee.

There is something I would like to point out to you about the Advisory

Committee. That is that Barbara and others have always been telling

us how important the grass roots are, and I think this is very important.

The new Advisory Committee has only three people who have been officials

of CLENE before. It is really exciting that we have all these new people

involved. I will read their names, and ask them to stand. We have

15 states represented on this Advisory Committee. Dr. Henry Alsmeyer,

Texas A,E, M University; Susan Bullock, Cheshire Public Library, Connecticut;

Ching-Chih Chen, Simmons College, Boston, Massachusetts; Joanne r .pen

Park Ridge, Illinois; Jewel Drickamer, Rhode Island Dept. of State

Library Services; Paul Little, Oklahoma County Library System; Sister Therese

Remy, Emmanuel College, Boston; Dr. Frank Birmingham, Mankato State

University; Margaret Grazier, Wayne State University; Nancy Greer, .

Denver Public Library; Charlotte Kenton, National Library of Medicine;

Sheldon Lawarence, Arizona State Library; Mary McKenzie, New England

Library Board; Betty M. Nichols, Kansas City Public Library; Barbara Conroy,

Tabernash, Colorado; Marilyn Gell, Washington, D.C.; Harold Goldstein,

Florida State University; Cosette Kies, George Peabody College;

Peggy O'Donnell, Southwestern Library Association; Joyce Veenstra

Columbia University, and Barbara Weaver, Central Massachusetts Library

System.

The Board of Directors has 15 people. There are 14 different

states represented, Ruth Patrick is the new President of CLENE, and the

Vice President/President Elect is Maryann Duggan. Elizabeth Lindsey

is the Secretary and Leon Montgomery the Treasurer.
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The other members of the Board of Directors are Joe Shubert

of the Ohio State Library; Rod Swartz of Washington State Library;

Margaret Myers, of the ALA offices; Jane Younger of the Wisconsin State

Library Division; Duane Webster of the Association of Research Libraries;

Dr. William Summers, Dean of the South Carolina University Library

School; Helen Miller, of the Idaho State Library; Julie Virgo, Medical

Library Association, in Chicago; Virginia Lacy Jones, Dean of the

School of Library Science, Atlanta University, who was unable to be

here today, and Jim Nelson who is Director of Continuing Education

at the University of Kentucky.

The Nominating Committee members were: Lyle Eberhart, Wisconsin

State Library Chairman; Harold Malinowsky of Kansas, and Elizabeth Pan

of Washington, D.C.; Susan Schmidt of Kentucky and Dr. Robert Stueart

of Simmons College.

We also had an Election Committee (it was decided to extend

the time in which the ballots would be received because the

mails really slowed our election system and for this we apologize)

consisting of Carol Alexander of the Federal Library Committee, Sandy

Beeson of Northern Virginia Community College, and Christina Carr Young,

who came in on July 1 to count the ballots officially. We immediately

got out the results.

Before I sit down I want to make a final introduction.

Eileen Sheahan, will be a Research Associate on the recognition system

project. Both she and Dorothy Deininger will be at one of the CE

Fair tables tonight to get your reactions about a recognition system.

Bessie Moore: I couldn't resist this, the opportunity to do this,

because I think all of you who have been working in the area of libraries
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or education or any public endeavor know that an idea has to have an

advocate--sometimes it's more than one, but there certainly can

be one and in this instance it's more than one--there has to be some one

who believes in an idea so strongly that they can convince others.

And I am here as a member of the National Commission to tell you that

the advocate in this instance was Rod Swartz. If Rod had not continually

pressed the National Commission on this matter and stood as a strong

advocate when it came to spending priorities, the money might not have

been spent for a study at all, because there were many pressing needs.

It was Rod who pressed for continuing education to have a top priority,

and I wanted to pay him this tribute.

Nettie Taylor: Thank you, Bessie. Thank yOu, Rod.

I'm going to turn this over now to Ruth Patridk, who is going

to explain to you about the programs for the rest of this Assembly

meeting.

Ruth Patrick: I'd first like to introduce and thank the members of the

Assembly Task Force for their important role in first designing and then

implementing the Assembly meeting. I'll just read off their names and

then ask them to stand.

First of all, Mary Baxter of the CLENE staff, who looked after

publicity and local arrangements; Frank Birmingham, from Mankato

State University, Minnesota; Julie Blume. Assistant to the Director of

Education, Medical Library Association, who coordinated the Continuing

Education Fair; Pat Broderick, Pennsylvania State Libraries, who

coordinated the consultants; Muriel Fuller, Professor, University of

Wisconsin Library School, who will be leading one of the workshops;
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Travis Tyer, Senior Consultant, Professional Development, Illinois

State Library, who is coordinator of the workshop leaders and recorders,

and who is also going to be the chairperson of the task force for the

next Assembly meeting, so if you have ideas that you'd like to pass on

to him, do take the occasion of the next couple of days.

Nettie Taylor: The consultation rooms are listed on the green sheet

in your registration packet with the list of consultants. We will

begin the afternoon session in this room at 2:00 P.M. We are adjourned.
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Travis Tyer: It is my distinct pleasure to open the first program

segment of the Second CLENE Assembly, and since we're on a rather tight

schedule we want to begin as nearly on time as is possible. There are

lots of good seats up here in front, and you're going to have a good

time during the next few minutes, so you might as well get on up front

and be on the firing line with the rest of us.

I have one housekeeping announcement that needs to be made at

this time: those of you who are planning to put out materials and

exhibits for the Continuing Education :air from 9:00 until 11:00 this

evening should make plans to leave the second diL.cussion group 15 minutes

early in order to come to this, che Grand ballroom, and set your exhibits

up. Julie Blume will be here to give .leou your assigned space and help you

in any way she can.

Our keynote speaker tic. 7ternoon in Dr. Alan Knox, Associate Vice-

Chancellor for Academic Affairs at the University of Illinois at Urbana

and Chairperson of the Office of Continuing Education and Public

Service. His career, before joining the staff at University of Illinois

includes appointments at Teachers College, Columbia, the University of

Nebraska and Syracuse University. All of us who are associated with

CLENE are constantly amazed at how much work Betty Stone accomplishes

and how involved she is. Well, Alan Knox is another one of those

persons who seem to cram 36 hours of activity into each 24 hours.

It has been my privilege in the four years that I have been at Illinois

to be associated with Alan in a number of ways and it is an extremely

pleasant experience to introduce him to you at this time. Dr. Knox.
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THE KNOWLEDGE BROKER

Alan B. Knox, Keynote Speaker

Thank you, Travis.

During the next 20 or 30 minutes I'd like to talk with you about'

action -- action that you can take regarding the professional knowledge

and competence of library personnel, and in so doing preserve time for

you to make some comment and to raise questions regarding this topic.

I've been impressed as I've followed the development of CLENE, with

your efforts to draw together materials and people to facilitate the

process of continuing education of library personnel. Your effort is

timely. Similar efforts are occurring in a number of professional

fields, and the parallel reflects recent developments in this country

and in the professions.

When you consider the amount of attention that continuing education,

generally, and continuing professional education in particular, is

receiving in recent years, it seems to me incredible that twenty or

thirty years ago continuing education of adults was as invisible

as it was.

Thirty years ago was before the Adult Education Association of

the U. S. A. was formed. Some people in 1947 realized that they were

very much concerned with educational programs for adults. They had been

active in a number of associations such as the American Library Association,

and the National Education Association which had a history of 10, or 20,

or more years being concerned with educational programs for adults.
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They may have been active in the American Association for Adult Education

that was formed in the '30s, and that went out of existence at the same

time that the Bureau of Adult Education within NEA was ended to form

the Adult Education Association, but thirty years ago that event was

still a few years in the future.

A large proportion of the people who were then working in the

field of adult and continuing education didn't think of themselves as

being part of a broader field concerned with educational programs for

adults. They were doing their job within a personnel department, in

business and industry, or they were working with university extension

programs, or the public school adult education programs, or in libraries,

or in the dozens of other settings in which educational programs for

adults occur. For the most part they were not aware of the wide range

of educatioAal programs for adults that were going on in other settings,

from which they could have learned a great deal.

The mass media back then very seldom gave any attention to

educational programs for adults. It would be a singular event to come

across, during a year's time, a reference to an adult participating in

an educational program. To have this referred to over radio, or in a

magazine, would just be very, very unusual.

By contrast, recall during the last year the number of instances

when you come across references in the mass media to adult and continuing

education programs. If you are at all alert to this, you can't read

the local newspaper in a week's period of time, without coming across

two or three references to some adults participating in some sort of

educational program. It's relatively standard now. In the course of a
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week or two on television it's likely that there will be some reference,

even in a situation comedy or a drama, to an adult participating in

an educational program.

Many of you, I'm sure, saw the September 20, 1975 issue of the

Saturday Review that was devoted to lifelong learning -- an entire

issue of a national magazine devoted to lifelong learning. Some of you

may have seen the Spring 1976 issue of Daedalus, the magazine of the

American Academy for Arts and Sciences. It was devoted to "Adulthood" and

announced that the next century is the century of the adult. Two centuries

ago attention shifted to childhood as a particular area of concern, and

during the last century we have been preoccupied with adolescence, but

this -- this is the century of the adult.

I propose to describe a leadership role concerning the planning

and conducting of continuing education programs for adults in many fields,

and I have labeled this leadership role the "Knowledge Broker." I am

concerned, in talking about that knowledge broker role, with efforts to

link the kinds of action problems that library personnel confront as part

of their professional activity, to outside knowledge resources that would

be helpful to them in trying to perform that role more effectively. In

broad outline, this knowledge broker role is probably more familiar to

library personnel than to any professional group in this country. Let

me describe a rough analogy that seems to me to be very useful.

Imagine for a moment that you are working in a library setting -- a

public library, a school or university library, a special library -- any library

setting. Assume for a moment that it is not one of those instances in which

you are very busy to finish a task, or that you are in a grumpy mood, when
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a patron comes to you. You might be an administrator, or a librarian,

or a clerk. Let's assume that you don't just brush this patron off,

quickly answering his question and going on about your business.

Let's assume for the moment that you're acting out the best practice,

as reflected in the literature and the tradition of the library field.

In all probability, that patron has some particular problem or concern

that has brought him to the library. He is looking for information; he's

looking for materials; he's looking for -- something. He has the q&stion

already formed. If he already knew exactly what he wanted and exactly where

it was located, he wouldn't bother you. He would go directly to that

location, and obtain what he wanted (and he would probably check it out

before he left with it.) However, the fact that he was not entirely sure

of what he wanted and exactly where it's located was the main reason that

he interrupted you.

Probably the question that he asked was not precisely phrased.

Probably he hadn't thought through exactly what it was that he wanted, and

how he wanted to use it. When he asked a question it probably was not

entirely clear to you what you can best do to help.

Probably you will ask a question or two -- ask about the material,

ask about what he is already familiar with, ask about the depth he is

interested in going into, and so on. You may also ask if he is familiar

with some of the materials and aids that exist in the library to enable

him to locate what it is that he is trying to find. So, an early task

you have as a librarian is to figure out what his problem is, what he wants

to know, what he wants to find out, along with something of his background,

so when you do give him some suggestions or assistance, it serves his

purpose well.
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Once you know that, you have several options. You can say,

"Wait here a moment, and I'll go get it for you and bring it back to you."

But probably you won't do that. Instead, you would try to accomplish two

objectives. One is to help him locate the materials that he's looking

for, the second is to help him to become a more effective user of the library.

To accomplish this objective he should discover that there are some ways in

which he can use material such as the card catalog and the Reader's Guide

to Periodical Literature, Current Books in Print, and reference books in a

selective way to identify some of the items that seem relevant to his

purpose. You help him to be able to select from the wide array of materials,

those relatively few items that are just what he wants.

I would submit that this process with you as the librarian helping

an adult as a library user, is the basic process that I'm referring to

as the knowledge broker.

What I propose to do is to recast the roles a little, and to talk

about each of you as CLENE members, as someone who plans and conducts

continuing education programs for library personnel. I propose to discuss

your role as a knowledge broker who facilitates the continuing professional

education of library personnel. In this role, the persons you are trying

to assist are library personnel instead of the general public. Nobody

wears a little badge on their jacket or has a little sign on their desk

saying "Knowledge Broker." Nor should they. It's an abstraction. It's

a way of describing a role or a function that somebody can perform usually

for some portion of their time, not as a full time responsibility.

Who is likely to perform the knowledge broker role? In a smaller

library setting, the director of the library is the most likely person to
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do so in relation to library personnel. The knowledge broker responsibility

is part of effective supervision and staff development. In a larger library

setting it may well be that there is somebody who has a specialized

responsibility for personnel or staff development including attention to

identification of outside knowledge resources, new developments nationally,

at state libraries, or at universities, and for bringing these outside

resources to the attention of the people who are working in the library,

as technicians, as librarians, and as administrators.

In states where there are library systems that encompass a number of

public libraries, personnel who work with those library systems have as a

part of their responsibility a knowledge broker role where the beneficiaries

of that role are library personnel.

Some faculty members, in some library schools, are very much concerned

with a knowledge broker role, and ,.ee it as a part of their responsibility

trying to make more accessible to library personnel, materials and ideas of

other people that can enrich their careers and increase their competence

in the library field.

In this Bicentennial month and year that serves as a hinge between

our second and third centuries, there are some parallels that relate to

your experience here in CLENE. And some observations about Thomas Jefferson

are instructive because of the parallels between the knowledge broker trying

to relate knowledge resources to action problems, and Jefferson, who so

typified a combination of action and knowledge. The fields in which

Jefferson was active -- as a farmer, as an architect, as a statesman, as a

scholar, confounds the stereotype that there are some people who are

thinkers and there are some people who are doers. His ability to perform
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effectively in both worlds is very impressive. Add to that Jefferson's

personal commitment to self improvement, through work and study, his

concern with drawing from the lessons of the past in order to deal more

effectively with the active present. As Erikson pointed out in his recent

book, Dimensions of a New Identity, based on his Jefferson lecture of several

years ago, Jefferson was not only concerned with his own identity as a

person, with trying- to fit together the somewhat uneasy segments of his

life that related to action and contemplation, but was also concerned with

the larger social system that was then in the process of rapid transition.

Jefferson's way of dealing with stability in a time of rapid social change

was to concentrate on deliberate changeability, to build in deliberate

mechanisms that facilitate the sorts of change and ferment that he was so

concerned about.

Another useful concept from Jefferson's experience and ideas is

the importance that he placed on a communal network; a network of other people

who are physically and psychologically close enough to each other that there

could be the type of interaction regarding ideas that seemed to him to be

the essential setting out of which both stability and change could be dealt

with.

As you consider the entire range of professional fields it is clear

that there is much ferment and change within professions. Continuing

education is a way of trying to deal with both stability and change under

changing circumstances. For example, within the health professions

physicians are trying to describe, carefully and in detail, how physicians

spend their time. Pharmacists are trying to deal with the question of

standards. How do you decide which practices are more desirable than others?
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Nurses are trying to deal with the question of role relationships with

physicians, and with emerging types of health care personnel. These

changes cause nurses to rethink their roles. One of the functions of

continuing education is to encourage professionals to consider issues that

are fundamental to professional practice as a springboard for planning

educational programs that will not only be beneficial to individual

members of the profession, but to help them, in turn, to advance the

profession.

I'd like to turn next to ways in which you might perform the knowledge

broker role. I realize that each of you, in the course of the last year

or so, has found yourself in some instances as a participant in a continuing

education program, in other instances as a teacher, or resource person,

and at other times as a planner of a continuing education program. However,

I'd like to focus now :n the knowledge broker role as a critical one to

help in the planning of continuing education programs.

There are three 1,road dimensions of the knowledge broker role.

The first is that you 'ave contact with practitioners. You should be

familiar with the daily activities of library personnel if you want to help

plan more effective cor' 'nuing education programs. This entails having a

sense.of 1:ow the- fcr about what they do, as well as an analytical sense

of what they do. This is one of the reasons why knowledge brokers ought to

have at least one foot in the camp of the personnel with whom they're

working. If you are working with library staff in a neighborhood branch of a

library in a large city, it seems very important that you be in that type

of a work situation, or should have recently done so, or should have very

close continuing connections with what it's like to work in that particular
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work setting. It seems only in this way is it likely that you will be

sufficiently familiar with the concerns, the educational needs, the action

problems that practitioners are confronting, to be able to help identify

relevant resources.

In my example where the patron came into the library, it was important

to get some feel for that person's background, and what they wanted

before you began to think, "Now which of the resources that exist in the

library do I call to his attention?" It likewise seems important to have

some real feel for the work situation in which practitioners are involved

if you are to effectively identify relevant knowledge resources. Two

broad objectives should be kept in mind in working with practitioners: the

improvement of patron services, and the enrichment of library careers.

A second dimension of the knowledge broker role is a familiarity

with knowledge resources that are likely to be relevant. Again returning

to my example, as a member of the library staff you are likely to be

familiar with many resources that exist in the library that might potentially

be relevant to the interests of that patron. If you didn't.know any more

about what was in the library than the user who came in the door, it's

likely you wouldn't be of much help. On the other hand, if you told them all

.you know about what was there in the library that might potentially be

relevant to their interests, it would be overwhelming. It would be so

discouraging at that point to most of the people who came in the door, that

they'd turn around and go right back out again. So you need to be more

knowledgeable than the person you're trying to help, but you've got to restrain

yourself from sharing all the information that you know about that might

be relevant. In working with library personnel, this is a major task, to
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not only be knowledgeable.about what's going on, but to have some basis

for being selective, about what you call to people's attention.

Fortunately, through CLENE you have many resources available now

that were not available a year or two ago. As you think of the newsletter,

the list of continuing education courses and programs for 1976, the

personal contact that many of you have through ALA and other groups and

now through CLENE, there is a familiarity with national and regional resources

that you can bring to bear when you talk with anyone interested in attending

a continuing education activity, or pursuing a focused plan of professional

reading.

In addition to the national resaurces that are available to all of

you, each of you within a state or region where you work has a variety of

other resources that can be brought to bear. Library resources, obviously,

such as those from a state association or state library or a library school.

In addition to those resources from the library field, there are many

resources that exist locally that don't have "library" and "information

science" any place in the title but that are very 1.81evant to library

personnel. Such resources may have to do with man.ament, communication,

or human relations, and they may be designed for people in business,

education, social work, or the general public. However, thcy can be very

useful to practitioners in the library field whom :ou to help.

To the extent to which you are related to those netwr. Lhe

level you can perform the knowledge broker role far ,,abre

The third dimension of the knowledge broker role is thr llitical one.

That area has to do with connecting antion 7vtoblemE and knowledze resources.

It's relatively easy to be familiar with the problems of running a library or

performing a particular role in a YJ.1tearv. Ctits r$ avy to keep



track of a range of knowledge resources. As any faculty member in a

library school will tell you, there is a great flow of relevant information,

and you can associate yourself with those materials and people related to

them. But I would submit that it is relatively difficult to work back

and forth between those two; to have enough of a sense of the action

problems that practitioners are confronting that you can see the relevance

of certain knowledge resources, identify those that are relevant, and

then help people utilize those resources.

I find it helpful to conceptualize the movement back and forth

between action problems and knowledge resources around five components of

what I've called the "mentor role." These components are needs assessment,

assessment of resources, selection of objectives, selection and organization

of learning activities, and evaluation -- activities that constitute the

stock-in-trade of most people who plan educational programs for adults.

These components are not only useful for someone' who is going to teach

adults, and for the individual adult who continues his education on a

self-directed basis, but they're also useful to you in your role as a

knowledge broker. I'll next discuss each of those five components in

terms of what your role would be.

Regarding the first component, assessment of needs, one of the things

you can do as a knowledge broker is to help to publicize the variability

and deficiencies that exist in profnssional practice generally. In nany

fields, people are not very familiar with the ways in which other people

go about doing things. I had the experience a number of years ago of

surveying the choices and decisions that juvenile court judges make.

That information was summarized and provided to them a week or two before they
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attended a week-long institute to help them to deal with their roles as

juvenile court judges. There was little that could have been done then

that would have been more effective in giving them a better sense of their

own way of working. They don't have much preparation. Juvenile court

judges learn on the job. They are elected, or appointed, usually having

been an attorney, and suddenly they're a juvenile court judge, and they

usually evolved their own arrangements. To see the variability of practice

and the range of satisfaction with the results, was one of the most

exciting educational experiences I've ever been through. Sometimes just

knowing the variability about what people who have jobs just like your own

do and where it is working well and where it is working poorly and to put

your own experience in that sort of perspective is a very useful way to

identify some of your own educational needs that you'd like to work on further.

Another contribution that you can make is to publicize rationales

and procedures for needs assessment. This includes some of the ways in

which they can assess their own educational needs, as well as ways groups

of people can go about doing needs assessment. One part of that assessment

is helping people to compare the way they are performing right now (what

they know and what they do) with an attainable standard of desirable practice.

And one way to concoct that attainable standard has been referred to in

some fields as a "college of peers." A number of people who are very able

practitioners describe (out of their own experience and their sense of the

literature and what other people are doing) very effective practice in

various areas, which allows individual practitioners to compare what they

are now doing against the standards of practice. This provides a very

useful way to encourage the needs assessment activity that will help in

the planning of more effective continuing education programs.
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In addition there are inventories, use of library records and

arrangements for people to observe practice and share their insights.

The familiar argument about needs and wants and whether the assessment of

needs should be done by the individual or somebody else who_is more impartial

is a silly argument. It's one of those "either/or" questions where the answer

is clearly "both/and." The viewpoint of the individual as to where that

gap is between where he is and where he'd like to be is very, very valuable,

and it helps to increase the learner's commitment to do something about

closing that gap. But people tend to be somewhat myopic, and many times

someone who works in a related field or is in a role of an administrator

can provide some useful insights as to what the practitioner is doing

and what he might be doing, to hold up a mirror, in a sense, to current

practice. So it seems helpful to obtain a view of the gap as seen by

the potential participants in the continuing education program and by

others as well. Sometimes the comparison of those two views of the need

may be more valuable than anything else.

The second component is diagnosis of the setting. It is important

to assess the setting within which a continuing education program is going

to be planned by an association, or by a library, or by a library system.

To assess that setting in terms of the resources that are potentially there,

that can be drawn upon for planning an effective continuing education program;

to assess that setting in terms of the facilitators that are already helping

you in terms of the reward structure, or available materials, or time

availability, and also the barriers. The barriers include the influences

that are getting in the way, that make it difficult for you to plan and

conduct effective programs of continuing education. Part of your task
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is to help people who are out there planning continuing education programs

for library personnel to have a greater awareness of the setting within

which they are operating along with the materials and human resources

that they might draw upon. But also, you can help them to recognize

ways to increase access to resources, to make them more available, to have

them packaged in a way that people are more likely to use them.

Another way that you can help is to encourage libraries, or state

libraries, or associations to assume more responsibility for supporting and

conducting continuing education programs for individual renewal and for

organizational renewal. Those states that have library systems spanning

across a number of public libraries have a unique opportunity.

The third component is setting objectives. In thinking about

objectives for continuing education of library personnel, there are three

somewhat related notions that are useful. One of them has to do with the

career aspirations of library personnel. What is it that they see as a

part of their experience right now that they would like to pursue further,

to strengthen? What do they see as some next steps leading from what

they are doing right now to some other segment of their career? So

career aspirations can be a very valuable source of potential objectives

for continuing education programs.

The second notion is the use of standards as criteria for

performance. What represents a very, very effective way to do that sort

of thing?

The third notion is the clear statement of educational objectives.

It is helpful to state as clearly and precisely as possible what it is

that somebody should know or be able to do as a result of a successful
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continuing education programs. In addition to clarifying those distinctions,

it is useful to share with the planners of continuing education pro6rams a

rationale for focusing on a relatively few objectives.

One of the reasons why more professionals do not engage in more

continuing education activities than they do is that the number of things that

they don't know but ought to know is so great that it's overwhelming. The

tendency is just to throw up your hands and say you just don't know where to

start. But if there is some way to pull out some particularly high priority

objectives, where there is something they're interested in, based on some new

and exciting ideas, the inertia may be overcome. Encouragement within the

organization or career prospects may yield priority objectives.

The fourth component is the selection and organization of learning

activities. How people spend their time in a continuing education program

definitely makes some difference. It seems to me that to the degree with which

you are familiar with a wide range of ways in which professionals can learn,

you'll be more likely to help people select those that seem more appropriate

under the circumstances. I think it is appalling that over the years there are

so many attractive and effecrive ways by which adults can learn, but we select

two or three or four of those almost all of the time, and ignore most of the

rest. When you consider the retrieval procedures that are now available to

select print materials, and the simulation!, that have been developed to provide

a way of getting a sense of the complexity of a topic, and the Learning Exchange,

it seems a shame to restrict ourselves to so few methods.

Learning Exchange personnel ask people who want to learn to describe

on an index card something of their background and what they want to learn.

People who want to facilitate learning indicate what they are willing tp help
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somebody learn about. Then the index cards are exchanged and people work

out the arrangements for themselves. There are thousands of people each

year who participate in the Learning Exchange and work out individualized

arrangements for learning.

In the performance audit, people within an organization look analytically

_he way in which part of that organization functions, and then proceed to

ask "What can we learn to improve the functioning of that part of our organi-

zation?" As you consider that wide range of possibilities, it seems to me that

part of your task as a knowledge broker is to help people to understand that

that range cf learning activities exists and to encourage them to select and

organize the types of learning activities that are most likely to be effective.

The fifth component is evaluation. One of the tasks that you can perform

is to alert persons about the range of evaluation instruments that are available.

Evaluation instruments are especially useful when they are accompanied by a

report that indicates what people discover from the use of the evaluation

instrument. This enables you to use that report as a reference point to

interprete what you find. Program evaluation findings can focus on various

aspects such as the resources that were available, the participants and their

backgrounds, the effectiveness of resource persons, and the materials. Program

evaluation can include assessment of the process that goes on during the continuing

education program and the results at the end. Results can be reflected in people's

satisfaction, or what they apply after the program. It is helpful to obtain

information that describes what actually took place during the continuing

education program, but also what the expectations of the planners and participants

were beforehand. Program evaluation should compare what the expectations were
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for the educational program with the description of what did occur, and

look at the difference as the basis for using your evaluation findings for

program improvement if the results are not satisfactory. As a knowledge

broker, you can broaden the perspective of planners regarding effective

approaches to program evaluation.

In summary, one of the tasks that you can most effectively perform

as a knowledge broker who assists those who plan continuing education

programs for library personnel, is to publicize case examples of library

personnel who have effectively planned and conducted continuing education

programs, and to help people see more holistically the way in which that

process works and the results that come from it. The payoff would be, I

would hope, that you would help library pracititioners to develop a richer

repertoire of effective strategies for alternating between the types of

action problems that they confront and relevant knowledge resources.

Ruth Patrick: Thank you, Alan. I think we have all seen the analogy you have

drawn for us here. And now, the first question.

Leon Montgomery: Let me preface my two questions with the notice that at the

University of Pittsburgh we have a formal educational program in what I perceive

you are calling knowledge broker. We choose to call that person the "information

counsellor," but certainly it has all those properties. This is within the

Information Science Department in the Graduate School of Library and Information

Sciences.

Two questions. One, the knowledge broker, at least as you toPced about

him here, seemed to be mostly assigned to the library area. Do you perceive such
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a person also working outside the library area, for example in court systems,

or government and education, or other places?

Alan Knox: The first place that I published anything on this knowledge

broker or linkage agent role was in the health professions rather than the

library field and I tried to identify people as various parts of the health

delivery :..ystem who were concerned with continuing education for health

personnel. It included elaborate systems such as MIST and other computerized

systems as well as print systems for identifying information that was needed

for people in the health sciences in order to perform their role more

effectively. I think you can find people who perform the knowledge broker

role within some state education departments, schools of education, school

systems, and intermediate districts, for people who are in the field of

education as school teachers, or administrators in the elementary and secondary

schools. There have been a number of national studies of this role as well.

---
So I think you can find this functioning in a dozen professions right now.

Some of the concern for technology transfer, for people in engineering is

an example. I am using the term "knowledge broker role" in a generic

way within continuing professional education in any professional field,

even though many of the people who might be technically competent to be

doing this may have come out of information science, as you describe it.

Leon Montgomery: Certainly we share your perceptions on that one.

The second question is "Do you have some specific suggestions with

regard to continuing education that you believe this group might pursue

or might develop? For example, the notion of the knowledge broker, or

counselor, requires, it seems to me, considerable behavioral kinds of training,
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at least in terms of information seeking behavior, and I wondered if'

you have any specific suggestions for us.

Alan Knox: I have three. One is to locate the person who is going to

perform that role for a group of professionals as close as you reasonably

can to where those professionals work. If you have the choice of whether

you're going to locate a knowledge broker within a school system, or

library system, or a factory, or instead to locate him someplace where

he's going to travel and be there once or twice a week, my own conviction

is that it is more difficult to establish linkage with a client system

than it is to establish linkage with external sources of information,

so it would seem preferable to locate the knowledge broker physically

close to the client system.

The second is that there are a number of bodies of knowledge that

would be helpful in training people in this role. Ronald Havelock of

the University of Michigan has, in the past six or seven years, been at

the forefront of producing summaries of information regarding the various

ways of encouraging dissemination and utilization of scientific knowledge.

The knowledge broker or linkage agent is well grounded in his findings.

He has a book on training of change agents, in which he identifies a

number of relevant bodies of content. His conclusions about diffusion

and adoption of practices and systemic linkage between knowledge systems

and client systems is exceedingly helpful. Another aspect of his work has

to do with interpersonal relations, effective working relationships with

people who are in that client system. Such relationships include an

understanding of communications, of the sources of resistance on the

part of clients, and trying to encourage change and growth, while minimizing
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the defensiveness that so often occurs. In preparing people to perform

the knowledge broker role well, there is much useful information available.

The third is that it is helpful to have some sort of backup system,

some way of providing the people who are in the knowledge broker role with

up-to-date information. There is a good deal of information on the

opinion leader; the person within the circle of friends that each of us

has who tends to be particularly knowledgeable on some topic, and to whom

people turn for advice, ideas, and new information on that topic. The

opinion leader is only effective when he or she has information. When

the opinion leaders don't have anything that the clients don't already

know, they drop out of the opinion leader role. The same basic point

applies to the knowledge broker role. If the knowledge broker starts out

by providing the client system with some good ideas and suggestions,

but doesn't stay current, he or she will lose their credibility as well.

Backstclping people who perform the knowledge broker role is important.

Nettie Taylor: I'm Nettie Taylor from the Maryland State Library Agency.

Would you comment on the relationship between the expectations of management

and the expectations of the staff in terms of these roles?

Alan Knox: All right. There was a study done in secondary education about

ten years ago on the in-service education of teachers. One of the

major conclusions from that study was that a practicing secondary teacher

in the social studies area, who had some released time to devote to

staff development of other social studies teachers in the secondary school,

could be far more effective in trying to facilitate many types of curriculum
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change, and staff development than could the principal of the secondary

school. One of the explanations that was advanced was that the administrator

is in the position many times of having to deal with personnel problems,

and sanctioning, and budgeting, and that these other roles get in the way.

You hear the same sort of argument from the counseling field that "If I

have to be a counselor in a school situation but also the truant officer

it makes it very difficult for me to convince the kids that I'm really on

their side when they want to talk about something to a counsellor."

Another relevant point comes from a study for which the final

report is now being duplicated, a needs assessment of the continuing

education needs of library personnel in community college libraries and

learning resources centers in one state. One major finding was that the

pattern of continuing education needs that were identified bY all the

various categories of library personnel tended to overlap very substantially,

with one exception. That exception related to the role of the director

of the library. The continuing education needs of the director of the

community college library or learning resource center departed very

substantially from those of other library personnel.

A recurrent problem is that administrators are heavily represented

on planning committees and when deciding on continuing education

objectives often emphasize what they need. One sound concept in planning

continuing education programs is to get "they" in the process of helping

to plan what "they" need.

Nettie Taylor: I think that's right. I think that's the point I was

really trying to get at because I don't know how you relate what the
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administrator feels or the director feels are the deficiencies or the needs

of his staff in continuing education and the perception of the staff itself,

and how you bring these two together if they are completely different.

Alan Knox: There is a wonderful analogy that some of you are familiar

with from the management field as a recommended "good practice." If you

are a work supervisor, once a year or so you ask each of the people you

supervise to describe what it is they've done during the last year, what

they see their job as being. You also ask them to identify how they would

like to have things different. How they'd like their job to change, or

how they think their productivity could be more or different than it is

at the present time. In parallel, the supervisor does the same thing

for the employee. The supervisor describes what he or she sees as that

employee's performance during the past ir and identifies the goals that

the supervisor thinks are important for this next year, and then they

exchange those two descriptions. Then they sit down and talk about it

and try to come up with some agreed upon notions of what is really important,

some objectives you have to achieve as a necessary condition of performing

your job satisfactorily if you're going to get a raise or you're not going

to get fired. In addition both the supervisor and the employee would try

to identify some specific tasks that the employee will try to woik on

during the coming year, that the supervisor will try to help the employee

accomplish. The basic notion is a very useful one in thinking about

both the needs assessment part of this, and the planning of continuing

education activities, to try to close the gap between Jhere the person is

and where he or she would like to be. I find the notion of the gap



useful in bringing together some of the needs assessment information

and combining it with the notion of it being viewed by the potential

learner in the continuing education activity, but also by some other

people, who have a stake in the performance of personnel in an organization

for which they have some responsibility. So I think that both viewpoints

are valuable and can be reflected in the planning of continuing education

programs.
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Secend Session

Ruth Patrick: I'm especially delighted to be able to introduce to you

now Jim Sucy, Manager, Education Market Services, Eastman Kodak

Company, situated in Rochester, New York, our next door neighbor to

Syracuse. There are several reasons for this. First of all, Jim has been

involved with CLENE since its beginning in 1974 with the National Commission

on Libraries and Information Science sponsored study to develop a nationwide

plan for continuing education. He is one of the hundred or so people

that we interviewed in depth to get ideas on how to develop this grand

plan we were working on. When we contacted him at the suggestion of

Julie Virgo, we were looking for an exemplar program in business and

industry. It was a memorable occasion for me, because ideas that

Jim presented to me in that interview deeply influenced my approach to

the design of continuing education programs. He intioduced me to a concept

I have since had reinforced by Malcolm Knowles and by Alan Knox, the idea

that an assessment of what an individual's continuing education needs

are begins first and foremost with an analysis of the skills or competencies

that that person needs for his or her present job or the one aspired

to Am the near future.

The year following that interview the class to which I was teaching

Staff Development and Continuing Education visited Jim at the Eastman

Kodak Training Center in Rochester, and you will be seeing sone slides,

I believe, of this truly impressive ttaining center. We saw the presentation

that you will be receiving this morning, and again it was a memorable

learning experience for me and the class. Jim has been involved in various
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training functions at Eastman Kodak over the years he has been there:

He's instructed, developed, and managed many technical and managerial

programs. Until recently he was Director of the educational development

at the Kodak Educational Center.

Talking to him last night I discovered that in his spare time he

really does get quite involved with libraries, consulting on various

projects, and he is very involved with what they are doing, and I'm very

pleased to know that he did spend all day here yesterday finding out more

and getting updated on what this new organization has been up to. He

is the originator of programmed instructional lessons, audiovisual

programs, educational models, educational simulators, and various other

educational media and programs. So I am very much looking forward to

this refresher session for me, and I hope you will find it as rewarding as

I did.
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STAFF TRAINING AND DEVELOPMENT IN INDUSTRY

Jim Sucy: Thank you very much, Ruth.

I hate to stand behind a podium so I hope you'll bear with me if

I'm moving around while I'm talking with you. I can hardly wait to

hear what I have to say, after that introduction.

The fact is I'm not sure what I'm going to say right now, but

I've been trying to put my thoughts together as to how I can share with

you some experiences and some problems that we've had in industrial

4
training in a way that will make them meaningful to you in helping to

solve your problems as far as continuing education is concerned in libraries.

Let me qualify what Ruth said just a bit, to the extent that I know practically

nothing about libraries, or librarians, or how to run libraries. But

I think that there is a common thread in all types of training problems

that we have in industry, or that we have in our public schools, or that

you people have in your libraries, that is useful at least in discussion.

We'll work on that assumption this morning.

Let me get into what I want to say by mentioning a little about

what Ruth has already told you about my function at Eastman Kodak--have

you all heard of Eastman Kodak? (Laughter) We're a small photographic

company up in Rochester, New York, which if you're not from the East,

I'm sure you thing we're from New York City, but actually there are

places in New York state other than New York City. As a matter ef fact

our city is about 350 miles from New York City.

These slides show some of the Kodak facilities. The corporate

headquarters for Eastman Kodak is in Rochester, New York. This is Kodak
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office, built during George Eastman's days. The total employment for

Eastman Kodak in the world is well over 100,000 people, and are scattered

around the country and around the world. On the left is our Camera

Works, the plant where we make all the cameras, and then the little

pictures on the right show Kodak Park, Tennessee Eastman and Texas

Eastman, where some of our chemicals and films and papers are manufactured.

In the Rochester area there are about 50,000 people working at Kodak.

Many of those people have to be trained year after year. As a matter of

fact, many people are unaware of the extent of training that goes on in

industry. I think you are familiar with the figures for public school

education and that in 1976 the cost, to us, of public education is well

over one hundred and twelve billion dollars. It has been estimated that

more money than that :s put into industrial and professional training.

You can look on that as being continuing education, and it is certainly

extensive.

Now, we can break down the kinds of training we do into three

broad categories: the orientation type of training, which is the familiar-

ization with the company, or the job; then the actual job training, which

is the initial training that an individual receives in order to be brought

up to competency in that job; and then there is the continuing education,

or refresher programs, that go on for the rest of the individual's working

life. So we touch almost everybody in the company on a yearly basis

with one of the types of training.

Ru:i mentioned the Education Marketing Center, and on the

left is a slide of the four buildings that make up our campus, if you

want to call it that, outside of Rochester, New YoTk. It was during the
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time that this campus was being built that I was Director of Instructional

Development, and we knew that we were going to have some nice new facilities.

We were concerned that we were going to move the same old training programs

into those new facilities. Further, we knew that the people's expectations

of the quality of training is dependent upon the environment. In other

words, you're not quite as bad if you have a poor training program in a

poor environment, but when you have a poor training program in a nice

environment, people notice it more. So, we had to do something about the

quality of our training programs, to make sure that they were top notch.

We had a staff of 12 or 14 people who devoted full time to writing

training programs, and we-wanted to evaluate these programs. We wanted

to insure quality programs. Time was running out and the building would

be completed; we had a choice of either trying to pull ourselves up by

our bootstraps or going outside and getting some help.

Because of the time, we chose to go outside and hire a consultant

in the field of educational technology and behavioral sciences. We looked

around at many of these consultants. Frankly, many of them were very good

from a theory standpoint but did not have practical experience in industrial

concerns. We found one that had at least one foot on the ground, and

hired him. We had a strange contract with him. We didn't hire him to

write programs for us; we hired him to train the people on the Educational

Development staff to be consultants just as he was. Now that puts a

consultant in a'unique position, because if he fails to train those people

to be just like he is, then he doesn't get paid. On the other hand, if

he succeeds in training them to be just like he is, he doesn't have any

more business with you because rw he's produced a lot of people internally
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that will do the job for him. Over a two or three year period we hired

him on successive contracts until we felt comfortable flying on our own.

But once you train people to do something as complex as developing

training programs, how can you insure that they will continue to do so,

and how do you insure the quality of the product that they produce?

The second half of those contracts was to provide us the same kind

of quality programs in the future, so that at the end of the contract

with the consultant everything just didn't slide downhill from there on.

What I'm going to be sharing with you today are the techniques

that we use to remiffd our staffs to go through a systematic process. Now

I'll show you a lot of paper work and guides and things that we use to

do it. These are self-reinforcing, self-motivating approaches that we

felt are necessary, at least in the beginning, and many of these things

you will not want to bother with yourselves. It's too complex; it's

too detailed; it's too much work. That's the story we always hear. On

the other hand, once you have internalized the process, you find yourself

thinking that way, approaching all problems, training and otherwise

in pretty much the same analytical, systematic, problem-solving

approach, so that you essentially internalize these guides as a way of thinking.

The Training Center that you see here, and some smaller satollite

ones around the country, help us train about 50,00 people a year in various

training programs which you might consider for the most part continuing

education. In the photographic business we had a lot of technical changes.

We come out with a new product or an improved product every three working

days. Somebody has to be trained how to use that product. Many of those

50,000 people are our customers, people who are in the business of using
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photography as a living. So we have a big training problem, and as

I say, it involves many people, not only our own people, but also many

customers, in all varieties of training situations.

Now for lack of a better name we could call thiE approach "Performance

Analysis and Instructional Design." The performance analysis is the front

end analysis that really makes the difference between starting off on

the right loot or starting off in the middle of the process. Many times

people sit down to write off the top of their heads, with the assumption

that they know exactly what has to go into the program. One of the things

that this system has taught us is "Don't even make the assumption that you

need a program until you test it." You may not. I dare say that 25%

to 50% of all money spent in industrial training programs and professional

training programs is probably spent on training programs that are either

not needed in the first place or are the wrong solution to the problem.

These programs are very poor training programs, not right for the people

to whom they are being given. That's probably a conservative estimate.

To make sure that you have the right program for the right people you have

to go through a little morl work on the front end analysis.

Now there are many ways of breaking up a systematic approach into

steps. Everybody has their own method of doing it. In our particular

case I have arbitrarily broken it up into a half a dozen different main

points here. I'll cover these briefly and then we'll go into more detail

as far as the kind of deelsion-making process that you people should be

going through every time you approach the design of a new training

program, o the selection of a training program, or the evaluation of a

program.
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The first step says "Define the problem." And most people say,

"What do yoL mean, problem? I don't have a problem. All I want is a

training program." Well, if you don't have any problems, in other words

If everything is as good as it can be, don't spend money on training programs,

don't bother doing anything. You're lucky, you're one of the few people

where evelything is as good as it could be. By the way, let me have

your name dnd address, because I'd like to know what you're doing that

the rest of us are not doing. There's always some room for improvement.

When we say "problem" we're not necessarily talking about the thing

you think of as being a serious problem. A problem is usually identified

with some little red flag going up to say "There will be a policy change

next year and that is going to create some different things that we'll

have to take care of." "A new technology is coming along and we're going

to have to prepare fur that." That's a problem. That's an anticipated

problem, that's an indicator that something should be done, and that's

really all we mean when we say "problem." It's the difference between

the actual performance that is going on and what you would like to achieve.

That different is what we're talking about as the problem area.

Then we take a look at the target people. Who are these people

we're training? Where are they located? How many of them are there?

What are their deficiencies? and all the other information that we can

gather about the proposed audience for olr training prograr. In addition

to that we like to identify resource people. If we have to put on a

*"Performance Analysis and Instructional Design worksheets follow
Mr. Sucy's speech on pages 94-103.
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training program for these people, who can we turn to with the expertise

that we need to do this, to do that? Who are our resource people?

Somewhere very shortly we have to identify the scope of the problem,

so that we'll find out whether we have enough money to do it, or enough

time to do it. Is it a huge four-year project that's going to take $100,000,

or is it something that has to be done next week for $350.00? Somewhere

along the line we have to have a meeting of minds and an agreement among

the people who are involved who have responsibility as to what the size of

the problem and the project is. Those are sort of the things that help

us to get started.

Next we take a look at the job proficiencies themselves. We

call it "mastery performance," and it's a job definition. I want to make

the distinction here between a job description and job definition.

"Job descriptions," and I don't know whether you people have thew, I'm

presuming some of you do -- right? They're about a page and a half of

generalities. Most of them are that way. Job descriptions are fine for

certain purposes. Our wage and salary department likes to have them as

a way uf putting a balance on people moving from job to job. But a job

definition is a much more detailed emphasis of all of the tasks that go

into a job and all of the criteria for doing those tasks correctly.

We'll talk about that More later on.

(Incidentally, the symbolism of my taking off my jacket at the

beginning of the show is to let you know that you can interrupt me and

ask questions and anything else. An informal session is much to be preferred,

so if I say something that you disagree with or if I say something that

you don't understand, please let me know and I'll try to clear it upright then.)



Now we come to the part where ',Je t;..ke a look at possible problem

causes. When I was Director of Instructional Development at the Marketing

Education Center, the most common introduction I had to our clients within

the different market divisions at Kodak was "Give me a 20 minute slide

program to do this, and this, and this." In other words, they came to

me with their solution already in mind. I had to spend a great deal of

time backing them up to try to find out what their problem was. Of

course I got the answer that they don't have a problem, because they'had

already sort of skimmed over the surface and arrived at a point half

way down the process telling them what the answer was going to be.

Their answer may well have been correct, but we had no way of knowing

unless we go back and we try to find out these things. Now it's interesting

in our role as educational consultants that by asking certain questions

at this point, we find ourselves being much broader as management

consultants, because many of those problems cannot be solved by training

programs. You have to be ready to identify those problems which cannot

be solved by training programs, and to put those off to a side and recomusnd

that management take care of those by some other means. I'm a firm

believer in training programs, but if you put on training programs for

training programs' sakes when they're not warranted, then that's a waste

of time, money and people's talents. So we test for those causes and

if it's not training we find alternative solutions. We have a branch

to our educational dert,,a which takes care of managerial type problems.

I'll tell you what those are in a little while.

Now once we've done that we take a look at our "mastery performance,"

those tasks which have to be done in a job. We take a look at all of them,
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we see which ones are not being performed today, deficiencies in the tasks;

if anything is being done correctly, we cross it out. There's no sense

in providing extra training if people are doing those things right. We

take a look at them and if there is some cause other than an educational

solution -- other than those which are provided by an educational solution --

we cross those off, so that at this point in the game we wind up with only

those tasks that are going to be solved by training. From those tasks

we write our objectives.

It's taken us quite a while to get to the point of writing objectives,

and that's often where people sit down and start to write training programs.

They say, "Gee, we have to write some training programs, let's sit down

and write some objectives first." You read it in all the books. My

premise is "That's too late. Pulling objectives out of thin air, or off

the top of your head, ie not sufficient to validate them as far as

basing training programs on them. So when we write our objectives they

arc very specific, they're tied in to tasks in the job performance.

We have to do some planning and some scheduling for writing these

programs. Manpower, money, time, those kinds of bookkeeping things that

you have to do in planning programs, and then we get down to the nitty

gritty, the behavioral sciences cf the learning problems that are involved,

describing that behavior further. There are some very interesting things

there, and despite the fact that I went through a school of education a

number of years ago, I must confess that they didn't teacn me any of those

things in the behavioral sciences that I have since learned about

6lop1ng training programs and so forth. So I have some very interesting

things to share with you in that area.
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Once you've done that, number 7 is probably at the bottoftrof the

analytical list. In other words you've analyzed it right down to the nitty

gritty and from there on it's pretty easy to put the pieces back together

again. Beqause all along the line you've been analyzing and making

decisions, and whether you know it or not, narrowing in on a solution.

Once you've reached this point, then the solution is fairly obvious.

You may have some choices as to how you want to do it -- Out the material

that has to be there is pretty well determined. So you can start to test

a prototype, and you test it before you print it up or before you have

your visuals made, or the final version of it, so that you can make changes

in it while it is in a relatively inexpensive form. You validate it

at that point, try it out on a real audience. See if it can do what the

objectives said it could do. And if it can, okay; if it can't, you revige

it and then you produce it.

Finally you interface it with the stvdenr, tv, it a lecture, a

self-instructional unit, laboratory hands on progrhv, or whatever, and last

but not least you evaluate it. And by "ev,luate." v, ion't mean just to

send out a questionnaire asking "How did yoo 7110, this program?" Anybody

will probably say "Gee, we thought that was a great program," btic.luse

if they don't, we might not invite them back for another one som!time,

So you have to ;laic a great deal more about it than just the subjective.

Sure, you want people to like youk programs. That's natural. You want

people to go away saying, "Gee, that's the best program I've ever attended."

But., how Ibout the efficiency of the program, the effectiveness of the

program, Nile validity of the program, the cost-effectiveness of the program,

the cost versus the value of the program? Did you pus. on a $50,000
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program to solve a $100 problem? That's not very cost effective, and

yet you see this type of thing being done, from time to time. This

is a rough series of steps, then, that we go through, sort of a

check list, in order to be sure that we don't jump to conclusions ourselves.

It's very hard to keep yourselves from doing %his. I could sit down with

any one of you and say, "Tell me the training problem that you have,"

and by the time you're into about the third see.tence, my mind is already

leaping ahead to solutions to your probler. it's very diffi,;ult to hold

yourself back while you analyze the probJem, before you lump to those

kinds of conclusions. So we use this guidance qystem t.-1 help restrain

ourselves to ask the right questions at the tLgir Orp before we jump

to those kinds of conclusions.

This next slide shows a road map here, whidt (as I said, you

probably can't see beyond the third row of tab:1=i) but I have a few

copies down here in front for those, Pone of you, who might want or need

a copy. But this road map is really cvoly an overview in itself. It

just covers the same steps, but at one level more detailed than what

we saw, but that in itself is not the important thing. You can find these

kinds of flow charts in every me of the educational journals. They'll

vary a little bit in thelr form, but they go through mostly the same steps.

No problem there. That's not the heart of the system, that's a road map

of the system. What we think is the heart of the system, however, is the

guidance theets or the work sheets. Because they provide us with the

self-discipline that we need to keep us on this track. They're a documentation

and a check list to make us ask the right questions at the right time,

before proceeding on. They tend to haunt you if you don't do that.
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Furthermore, in addition to the documentation they also provide a communication

to the other people who have to work on the project, so at least when you

put something dowl va paper, somebody else will see it and either agree

or disagree with it. We have a whole series of these worksheets, which

are just a form to get us to ask the right questions at the right time.

The structure of what I'm going to be talking about this morning essentially

follows these worksheets and I'll be talking about some of those questions

that we ask and the importance of some of them that are particularly

critical.

Let's take a look then at worksheet #1, which is labeled "Defining

the Problem." It's the starting point, it's the collection of data

about the situation that you need to know in order to get started.

Most problems do not present themselves fullblown. Most problems

show themselves only in the form of indicators, little red flags Caat go

up and say "Something isn't right here." It may be a number of things.

I don't know what your indicators are -- maybe it's the number of books

that are piling up that have to be put back on the shelves, or maybe

it's the grumbling on the part of the employees, or maybe it's the lack

of space that you have, but any little red flag that you have that says

"Something's not as good as it could be, something's wrong, I'm starting

to get into trouble." That's not the problem -- that's only an indicator

of the problem. If you go around treating those problem indicators all

you're doing is treating the symptoms. The problem lies behind those

indicators somewhere, and it's up to you to group, to analyze those

indicators. You need to collect them and analyze them and find out what

the problem is behind it, and then find out what the cause of the problem is.
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Now as we're collecting these indicators we need a little data to make

sure that we're seeing them correctly, and so we ask for some instances.

Give us an instance of when the books were piling up, or when was the

help complaining most. Write it down -- specific facts, dates, times,

things like that. Be specific -- that's the hardest part of this system

is writing down specifics, but it is critical that you do that throughout

the whole process. Now you can speculate on the causes of those problems.

There are three parts to a problem. There is an indicator of the

problem, which is the superficial stuff that you see; there is the problem

itself, and then there is the cause behind the problem. Unless you can

find out what the cause of the problem is, you don't have a chance to

solve it. And we have found that causes of problems fall into three

categories. The three categories are, 1) the lack of skill and knowledge

on the part of the people involved -- in other words they don't know how

to do something. That's not placing the blame on them; it may be placing

the blame on us if we haven't trained them how to do it, but for one reason

or another they do not know how to do it. Now lack of skill and knowledge

is the only area that can be combatted efficiently through the use of

further training.

Another cause of problems is the lack of motivation, or incentive,

or the improper attitude: motivation, attitude, incentive problems.

We often think that training is the best solution for those problems.

In fact in industrial training, at least, I have run into many situations

where people have shown up at my tstchnical training programs for reasons

which were strictly motivational. "Good old Harry is the only one in the

department who hasn't been to a training program and maybe that will
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straighten him out or make him feel better or whatever it is."

So-and-so has been goofing off on the job and just doesn't seem to be

putting the effort into everything. We'll send him away to a training

program," something like that. That's a managerial cop out. That type

of motivation will probably last about a week. Maybe a week and a half.

If that kind of thing works well, why do all good car salesmen have to

get together every Monday morning for a good pep talk, motivational type

meeting? It doesn't last very long, that's why. That's a superficial

type motivation. Question?

The question was, "Am I making a distinction between training and

education?" Generally I do not like to make a distinction between

training and education, because I think that many times the distinction

is artificial, a way of distinguishing between industrial education and

academic type education.

Generally speaking, motivationally caused problems are not solved

by education or training. In other words, there is something more basic

at the root of that problem which has to be looked at than just sending

somebody away to a training program. Question back there.

Question: How do you find out what the problem is, by interviews?

Jim Sucy: Yes. Very often when you are looking at a problem, gathering

datt, evidence abour the problem, etc., you will either have to interview

the people, or to observe the people or interview somebody around the p.ople

in order to get that information. You may have to observe the products

of their work, for instance, in order to analyze that.
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From the floor: What I was getting at is do you involve the people in the

problem analysis?

Jim Sucy: Yes. Involving the person in the design of the training is often

the solution to the problem. So from that standpoint, whenever possible

it is a good idea to do that. It isn't always possible, but sometimes

it is. Question.

From the floor: I can't sit still and let you say that motivation and

attitude are not amenable to educational changeTthateducation cannot

effect a change. Generally it's a matter of level. You say that motivation

and attitudes are management problems.

Jim Sucy: Right.

From the floor: Then aren't you talking about management training needs?

Jim Sucy: That is true, but now we're talking about a different audience.

Training may be one of the possible solutions. If I'm saying that problems

that are caused largely by motivational, or attitudinal or incentive type

causes, those are not usually cost effectively relieved through the use

of training programs. That doesn't mean that that is not a possible

solution or a possible part of a solution, but generally that again, is

trying to the symptom3 rather than getting at the cause. Why are they

not motivated? 13 it because of the working conditions? Is it because

of their expectations? Is it because of the reward system that they have?
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Let's get at the cause of it and try to remedy that rather than just

shipping them off to a training program and then have them come right back

to the same conditions that were causing the lack of motivation and so

forth in the beginning. So, managers often use training as a copout

rather than finding out "What's wrong in my department? What's wrong

in my library?" That's what I'm saying. We have to look somewhere else

rather than just training to solve that type of problem.

(Question from the floor)

Jim Sucy: Okay -- the question has to do with "How about the motivation

force of extra knowledge, as far as the job is concerned?" And the

answer is "That's part of job training. Having a person's skills, including

the background information he needs to do dhe job, is part of the job

training. And that should be written into the job description, the job

title, and everything.

(Comment from the floor)

Jim Sucy: Yes. That's true. I agree with you that's part of motivation,

but that may not be the problem that I'm talking about here. It may

be something else. We certainly want to look at job knowledges and skills

as being part of it.

Another question. "How about new employees during the indoctrination

period, the orientation type program, are we not trying to get through

motivation there?" Yes, orientation programs very often are partially

informational and partially motivational.
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We move along here, then to the third type of problems, which

are environmental problems. So far we've talked about two causes -- people

don't know how to do it, and the people don't want to do it.. The third

category is that they are being prevented from doing it. They may want

to, they may know how, but there is something in the rules and regulations,

there's something in the facilities blocking them or they don't have

enough time to do it, they don't have the equipment to do it. There is

something in their environment which is preventing them from doing it.

Sending people away to a training program, or putting on an in-service

training program or continuing education program for those people,

will not solve that problem. You have to remove the environmental block.

You have to give them the time, or the equipment, or the procedures and

so forth to be able to do that type of thing.

One of these three causes, or a combination of these three causes,

is behind every problem that we run across. You can almost always see

these three causes Fxanding out. So in this first worksheet we're

only saying "Speculate on these causes." We'll test it later on, but

speculate on it now. Because if it's a real clear cut speculation we may

be able to short circuit the whole system and go directly to a managerial

solution, rather than a training program.

At this point we write a problem statement, or a hypothesis, in

this particular case something like "These people are not doing these

things because of these reasons as evidenced by this data." Right?

It may be 100% wrong when you start off, but it's a hypothesis that you

can test.

(Comment from the floor)
7 3
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I agree with you, it's nice to illustrate these questions, these

situations with examples, and so at this time I'd like to digress and

introduce an example that we can use for purposes of illustration. I'll

select an example that is out of your field and out of my field, so that

we don't tread on anyone's toes and hopefully you'll be able to correlate

it with your own problems.

One safe area is in the area of driving, so let's say that we're

an educational consultant, and a local businessman who runs the Lackluster

School of Driving comes to us and says, "Gee, something must be wrong.

I've been graduating people from my school and I thought I was doing a

pretty good job, but lately I've had an indication that something might

not bc as good as it could be. I've been checking the accident records

of my graduates and the figures indicate that th,ty've been going up

lately. The number of accidents per year by these students is increasing."

So we say, "Well, okay, we'll look at your problem, we'll help to analyze

your problem, maybe we can find out what it is."

We gc through worksheet one and collect some data, and come up

with a hypothesis based on that model that I mentioned, "These people are

not doing these things because of these causes as evidenced by this

data." Which substituted with the information that we have here reads

"Graduates of the Lackluster School of Driving are having more accidents

because they don't know how to drive through heavy traffic as evidenced

by recent accident reports." Now that's a hypothesis, it may not be right.

As a matter of fact, it's not exactly right. Further evidence will show

that we have to refine it a bit. But that's a problem statement. We

get it down on paper, get agreement or disagreement on that hypothesis, and

test it.
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We identify the people that are involved, who they are, what the

deficiency is, we list some deficient products, and we list deficient

performances.

,Now, translated into your terns deficient products would be hooks

filed in the wrong place, or cards mixed up, or reports wrong. I don't

know what kind of deficient products you might run into, but a product

is a tangible evidence of somebody not perforning correctly. On the

other hand the next line down, deficient performance does not have a

tangible piece of hard copy or something like that to go with it, but which

is like the clerk out on the front desk who has a slightly surly attitude

toward the people that come into the library. Performance is a transitional

thing and must be observed in order to record it, but products are

something you can collect and study after the fact. We're really asking

the same question, two ways to make sure that we get it right.

How many are deficient? Where are they located? What percentage

are deficient? Are they all located in the same building or spread

out all over the state, or the nation? What previous training have they

had? And if there is more than one audience, let's make sure that we

design our program for one audience first and then modify it for other

people after that. The worst thing that can happen to a training

program is to be halfway developed and everybody says "Gee, that's a

great program, but we ought to give it to this group, and we ought to

make it adaptable to that group, too," and the first thing you know

you've waterea :own the intent of the original program to the p.int that

it's not good for any of themp You have to identify your primary audience.
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Well, we do a little more study of the data in the case of the driving

school example, and we find out that it isn't so much that these accidents

occurred in heavy traffic, but that they occurred around intersections

with stoplights. Okay. A little more data there. So we start to go

back and look, at the training program to see what is taught about inter-

sections where there are stoplights. How have people been trained to

handle that type of a situation?

We identify resource people, project leaders, analysis developers,

subject matter specialists, experienced performers, decision makers,

master performers, we list sources of information, like other job descriptions

or definitions of the tasks involved, and who we can use to test any

changes in the program. In our particular case now we are able to identify

John Smythe here, who's gotten to be a pretty good driver, he's gotten

through a million miles without having an accident. So somehow he's

Aoing something right that a lot of other people aren't doing. Maybe

if we studied John Smythe here, we'd be able to figure out what he's

doing right and build that into our training program. For almost every

traini g Program there is a master performer somewhere out there, and if

you can study that individual and find out what they're doing right and

build that into the training program, you will build the level of all

those other people up closer to the master performer. Now some new jobs

have no master performer available and you have to make up mastery per-

formance out of your head. For a new technology that will not arrive

until next year, there are obviously no master performers yet. You have

to create mastery performance on paper and test it.

Define the project scope. All we're talking about there is "What

are the goals of the program? When the whole thing is over what do you
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want these people to be able to do? What are the limitations of the

program?" It's just as important to list what the program is not expected

to do as it is to list what it is expected to do. More people get into

problems because their supervisor believes that a program is going to

do everything for everybody, when in fact it was never intended to do

thac.

Define the measures of success. How will we know if we're successful

when we're all done? Are there other people interested in this program?

We developed this program for our library system, are other library systems

around the country going to be able to use it? That makes a decision

as to how we schedule it, how we budget it, and so forth.

Identify the practical constraints with which you have to work.

How much time do you have? How much money do you have? How many resource

people do you have? Note any red flags that you have. You're developing

this program and you know that che administrator up che line is against

it. That's a red flag you have to recognize right from the beginning.

The two people that you've got invulved in working on the program hate

each other's guts and are going to be fighting all the time. Okay.

You have to know that ahead of time and plan your strategy.arOund that

red flag. That's a bookkeeping type of thing. Defining the measure of'

success is very seldom done as far as training programs are concerned.:,,,

In our role as consultant to the president of this driving school we

might be able to tell him, "Gee, if we make changes in your program and

are succ.ssful, we anticipate that at the end of the year we will be able

to bring the number of accidents down to this accept-the amount. If

we do that, then you pay us the full amount. If we ci. t do that, then
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we'll prorate our budget so that if we only reduce accidents half as much

ar 1.Te say, we will collect half as much money from you." Contingency

management is a scary ar7.a that a lot Jf people don't like, but it is a

way of negotiating with people for performance. You get paid on your

performance. That scares a lot of people because it lays it on the line.

Mastery performance, job definition. This is the heart of any

training program, or should be. How are you going to train people to

do a job if you don't know specifically what the job is? And I mean

specifically. Doing a task analysis is taking that job and breaking it

down into individual tasks. A task is the smallest unit of work that has

a product associated with it. The product doesn't always have to be

tangible. Answering a telephone is a task associated with a job. "The

product is a satisfied caller. The criteria for doing it is to be able

to take the information, cr to provide the information, and to do it

courteously, and do it efticiently, and all the other criteria that you

want to put on that type of a task.

Most of the jobs we analyze, especially professional jobs, have

about 150 individual tasks associated with them. These can be all kinds

of things from the various types of the paper work that you have to go

through, to the supervisory tasks, the budgetary tasks, and the management

tasks. All of those items have to be identified. Once you have done it

for a particular job you are pretty well set, because most jobs don't
I

change very rapidly. Maybe updating it once a year is ,S,ufficient

for you, once you do it. You have to take a couple of days to write

a good task analysis.

8 7
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We use worksheet no. 4 here, for doing that analysis which

essentially says "Here's the job title, here are the general areas, like

managerial, or supervisory requirements, and bookkeeping requirements,

budgetary requirements." You can break any job down int.L three or five

major components, and then you take those components and ...iv hreak

down the tasks one at a time. For instance, there is one U.LaA nt I

have to do every week on my job, whiL:. ,u probably wouldn't

about putting in here, but I want to use ' as an illustrati:n t ',vo,;

to make out a time card at the end of the 1,:-._11t. Does anybody .se have

to make out a time card? Right. If you ,?air..e out a time card that's

a task you have to do. If they fire me amd put somebody else in my place,

that person is going to have to make out a time card. That's part of

the job. It's so menial that we often don't think of it, but when you

stop and think of it, many of the things that we do day in and day out are

almost at that level of meniAl little things that h re to be done. We

hardly even think about them, and yet they occupy a great deal of our time.

So I would put down under the column :14ying "Task," "Complete time cnrd."

And in the next cc: .41 it bays "Product or accomplishment of doing that

task." Well, the ;-nower is olviously "A completed time card." Ir that

particular case it's a very easy one to put down. In the next column we

say, "List the minimum acceptable criteria lor eoing chat t sk."

other words, how will I know if I'm doing it right or wrong? Or, ho4

will you know whether I'm doing it right or wrong? What's the minimum

acceptable criteria for signing or completing a time carcr Well, from

experience: I must sign it in ink, I must sign it on the bottom lime

I.must fill in any exceptions to a 40 hour week, and I must turn it in by
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10:00 on Friday morning. If I am not doing one of those things, then I am

not meeting minimum acceptable criteria fur that task. So now I know

exactly what I have to do as far as signing a time card is concerned.

The next column says "What ate the most common errors in performing this

task?" Now, this is a clue to the educator or to the person designing

the programs that these are the taings you are going to have to emphasize

in your training program. The most common errors are the things you

emphasize to eliminate them. Well, from experience, the most common

error in this example is forgetting to turn the card in by 10:00 on

Friday morning. Unless someone is really bugging me, I tend to forget

that type of thing. So I put in there, "Forget to turn in by 10:00

on Friday morning."

Next column says "What are the tools, equipment and materials needed

for doing this task?" This questi:,u is to ideLtify any environmental

blocks. What supplies do people need to do this task? We've taken on

programs and when we got to that point u ,tre we had to fill the tools,

equipment and materials needed; all .f a suddea it became obvi.)us that

the reason people were not doing it was th.it th,-y didn't have the right

tools, or equipment, or materials. It may be something as inrocuot .s

a poorly designed order form, or a report form, or something slmilar.

Why train people to make them to use an crder form that's obsolete?

Solve the problem by changing the order form!

Finally, "Is this task being performed :orrectly?" if it is,

that's as far as you have to gn with that task. Because if everybody

is performing that task correctly, don't go wasting time on tralning

programs, or writing objectives and skills for that program. Concentrate
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on the things they aren't doing correctly. Now that's worksheet no. 4:

Task Analysis, A Job Definition. That's the heart of any good

training program. As I say it generally takes 150 to 200 tasks to

completely define any professional job.

(Comment from the floor)

Jim Sucy: Question was, whether or not it takes two days to do a

task analysis, and if so how many people and so on? I would say probably

two man days of people who are qualified would do it. Using a brainstorming

technique with planning boards and cards and so forth, I can get 90%

of those LasKs with 3 or 4 people who 'mow the job in 20 minutes. The

rest of the time is spent in getting the other 10% and defining the criteria.

But that's a group type situation -- if you can get 4 or 5 people together,

who know the job, you can get most of those tasks identified very quickly.

The rest of the time is just spent filling in the other blanks, which go

quite easily, for people that kn NI the job.

Generally the cognitive tasks have to evidence themselves in some

type of action and those can be defined as such. Many of the least

visible types of things that we do, the thought process things are only

inportant as they evidence themselves in our decision making or our actions.

We're taking a look at those decision making activities and then at the

skills and knowledges that make those correct decisions. These are part

of the prerequisites required for people to learn to make decisions or

take action. All that background information that we need to know about

the decision making will be listed in the prerequisites, in the training
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function, in the learning function. So we do hLge to addreL:5 ourselves to

those things. It's just that we addr...t.,s ourselves to them in a different

way, in a different place. So we're talking about more obvious tasks

now. Po,

y briefly let me again say that we take a look at all these

tasks th we have identified, we cross out all the ones that everybody

is doing correctly, because we don't have to treat those. What's left

we take a look at from the standpoint of "Are they not doing it because

they don't know how?" If that is obviously the answer, then those are

the things we put into our training program.

"Are they not doing it because they don't want to do it?"

We test all those things to find out what are the motivational, attitudinal,

or incentive causes behind those things. "Are they not doing those tasks

because they are being blocked from doing them because of something in

their environment, the rules and regulations, the equipment, the space,

the time, the facilities, whatever 1.t is, some environmental block?"

What we do is to separate out those two thiags, analy2e them, gather

data, and maybe even make a recommendation to mnagfmert saying "Look,

you don't need a training program for this problem. You've got to get

your own house in order. These people have got to ha..,e new typewriters,

or these people have got to have more shelf space, or whatever."

Environmental blocks. Those are the easiest to identify; those are the

easiest to remedy, providing, of course, you have the money, and time, and

approval to take care of them.

The motivationai, attitudinal, and incentive caused are the hardest

to take care of because they get down to emotions of the person. How
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do you motivate somebody? Every individual has a different set of reinforcers.

You have to know what those reinforcers are; you have to know what turns

people on, if you're going to motivate them. Money is probably one of our

least effective forms of motivation, because it occurs too infrequently.

We can't give raises when we'd like to give raises, and we very seldom

can give them in the amounts that we'd want. Usually we have rules and

regulations which restrict our use of money as a motivator. So we have to

turn to other types of reinforcement. Recognition is one of the better

ones and one of the least expensive forms of reinforcement. But there

are many reinforcers on a personal basis, that work very effectively to

let the employee know when they are doing a good job. A little of the

behavioral sciences and reinforcement theory helps out in practice.

I won't dwell on that particular area, but essentially the philosophy

is that we go through all those skills and knowledges, go through all

of those tasks, separate out the skills and knowledges ones, which are

obviously part of the training program, look at the motivational, attitudinal,

and incentive, know that we may have to treat those when we come into

the skills and knowledges area, but primarily we have to look for the

causes and remedy those causes, and look for the environmental blocks

and get rid of those. We take a look at the overall cost of what it might

be, the cost of the problem, to find out whether our solution is going to

cost more than the problem does. What is it costing us to have people

foul up the records every month, or get behind on the work? What does it

cost us to have people in our library with a poor attitude? What does

that cost us in terms of the success of our program?
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As far as training is concerned then, we have eliminated from our

list of tasks everything which is being done proficiently, everything

which is not being done because of motivational problems and everything

which is not being done because of environmental blocks. This leaves

those tasks which are not being done because people don't know how to

do them as part of our program. From those, we write objectives for

our training program. If we did a good job on worksheet no. 4, we have

cur objectives practically written, because we've got the task, the

product, and the criteria all down on worksheet no. 4. It's just a

matter of saying that "as a result of this program these people will be

able to do these things to this level of performance criteria." Just

a rewording of this information gives us our objectives, in plain,

concise, measurable terms. We don't have a lot of the junk that is put

into objectives when we sit down and write them off the top of our heads.

We don't miss some of the objectives as we would if we didn't go through

a task analysis. So by writing your objectives based on job definition --

tasks you avoid all the problems that you ordinarily get into by writing

objectives from any other base.

Now again, you write these obiectives, and there may be some

subobjectives to some of these. Here you indicate any prerequisites.

In other words, in order to be able to do this task it requires a pre-

requisite of -- an understanding of mathematics, or the ability to do

simple addition and subtraction, or the understanding of a foreign

language, or Latin suffixes, for examples. PrerequisitP- introduced

at this point, because they are the level of learning tInt people have

to be at in order to be introduced to doing a particular task.
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We also take a look at the learning that's required, because

many times we don't have to train people to a very high level of learning

_in some of these tasks. We can break it down into the superficial level

of learning, which is the "talk about." That's often an orientation

program. Give me about an hour and I'll be able to make you conversant

in almost any subject that you choose. At least you'll be able to go to

a cocktail party and talk to people and sound like you're intelligent.

That only takes about an hour, however, and your level of knowledge is

not very deep. If you want to have more background knowledge, to understand

the principles behind those things, it's going to take a little longer,

and a different kind of a training program. Not an orientation program,

but something with some conceptual meat to it, so that you can understand

some basics. But if you want to be able to do something, you have to have

an opportunity for hands-on learning practices. You can't read a book on

how to make an automobile and go out and make an automobile. You can't

read a book on how to make a movie and go out and make a movie. You've

got to do it; you've got to have sone practice, some,hands-on practice.

That's the level of learning that we're talking about.

Different people require different levels of learning even in the

same subject area. An administrator has to know many things at a general

level. A supervisor has to understand the.reasons behind some of those

'things that are done, and a technician has to be able to do them. Make

sure you ain your programs at thc right level of learning for the

right jeople. Sometimes we get into the problem of finding a good

training program and.then givin3 it to everybody. Generally, for all but

one of those audiences, it's a misfit. Too much information for some and

not enough information for other.
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Let me read Lhe objective, overall goal really, of our

program as stated here:

Upon graduation the student will drive any type of automobile

through any type of traffic situation, observing all signs,

lights and rules as outlined in the state rule book,

without having any self-caused accidents of any type

for five years.

Now that's a pretty broad objective; it's more of a goal for the improve-
:.

ment of our training program than an objective, but a specific objective

for any one of those tasks can be written in that same format.

Lastly on this sheet we make a decision to teach to recall, or

to guide. Right here let me say that many times we make people take training

programs for information which they do not need to know, and which they

will forget before they get around to using it. Memorizing large numbers

of items rather than providing them with a guide to doing it at the time

they have to do it. Even in our automobile situation we have some guides.

An example of a guide in our driving example might be this: You can

teach people how to reac. from memory, such as how to handle an accident

situation such as being able to swerve or stop; or you can provide them

with a guide (if they have enough time to read it) such as how to shift

the automobile. Most of the little sports cars today have a "guide" on

the steering colurn or knob, so that even if you've never driven that automobile

before you can get in it and you know that "1" means first, and "R"

means reverse, and you can "guide" your way through it. Too often we

do not take advantage of guides. In fact, I can visualize many

examples in a library where guides could be used very effectively.
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I have trouble with the Dewey decimal system in trying to find books in

the right_ place in the library; I'd be a grand subject for a good guide

to how to get to this area or that area. How to operate equipment. How

to use this microfiche viewer, for instance, could be very well guided.

Companies like Eastman Kodak could do more about putting guides right

on to the machine. When all else fails you read the instructions.

Instruction books are nice, but they get lost. I like visual guides

better than word guides. But I'm for building them right into the

machine, right where you need them, so they never get lost. I'm not just

telling you that, I'm preaching it back at Kodak, too. But we could

use more guides, and it would cut down on our training time and

the cost of training immensely. Why train people to do something that they're

going to do once or twice a year and forget between times? Why train

people to do something that is so complex that the number of steps or

the sequence of steps are going to get all fouled up in the meantime?

Why risk training people to do something that is so critical to property,

life or safety. Those things should be relegated to guides. In other

situations, for example emergencies, you don't have Lire to find your

guide and read it, you've got to be able to react instinctivery. There

are some conceptual tasks that cannot be guided very efficiently and must

be learned to recall. But we don't take advantage of guides nearly as

much as we could. A good guide, a really well written guide, Is a

very valuable thiag. A Heath kit guide on how to build a color television

set, even though you hardly know what a screwdriver is, is an excellent

example of a guide. An example of a poor guide is some of the Japanese

instructions on how to assemble a toy that came out right after World

War II. We see more examples of poor guides than we do of good guides.



Scheduling development tasks is one of those housekeeping duties

where you try to lay things out and plan it so that you don't run out of

time or money or people before the program is completed. It's budgeting

and schaduling and where you start to predict "What media am I going to

use?" "What's the structure of the progran .,4a-lAg to be?" You start to

project. You plan target dates, and you might use a very simple PERT

chart to tell you how much time you've got left and what the critical

steps are going to be. That gets rid of that complacent feeling six

months before the progrates due that you've got all the time in the world

to work on it, and then the last three weeks you go into a crisis stage,

working double time. PERT charts -- they let you know if you're slipping

behind and what you can do to catch up. There's a good self-instructional

book on PERT charts for managers, by the way -- I think Argyll is the

company that puts it out. Anyone can-learn-how-to-do-those-PERT-charts

in about two hours time by reading that little book.

Describing behavior further is probably whereyll conclude this

morning because I want to show you some interesting things in that particular

aiea.

Task level mastery (performance mastery at the task level) is a

very valuable thing from a managerial standpoint. It tells you when

you're hiring people what they're going to have to do; it tells you

in training people what is required. In evaluating people it tells the 4

criteria and in letting the people themselves know what's expected of them.

But from a training standpoint you have to analyze performance at least

one step level below that. If you're going to write a guide you have to

take each task that has to be guided, and you go through it step by step,
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writing the steps to accomplish that task. You do a step level analysis.

If your step level analysis is good, that becomes your guide, along with a

few things like "Caution: Do not stick finger into socket," or whatever.

You can test your guide by giving it to someone who has never done that

task before and if they can do it without hesitation or without failure,

you've got a good guide. That's the best way to test a guide.

Does that mean we don't have to do a task analysis if we're not

doing a guide? No. If you're going to lecture about how to do something,

or if you're going to demonstrate how to do it, or if you're going to

write a self-instructional program on how to do it, or if you're going to

let the people do hands-on how to do it, you still have to define, step

by step, how to perform that task. So you have to do a step analysis

for each of those tasks that are part of the training program, where

learning has to be brought to the "do" level.

Now, once in a while we run into a little problem when we try to

analyze performance. Sometimes we have difficulti Writing a step level

analysis, and we say "Something's wrong. Our concept of doing this task

must be faulty or imperfect." How do we get at that type of thing?

We go one step further and write a stimulus response chain -- a prescription.

It's really a prescription of a learning problem. And we go through that

. process step by step and we say "What do we do first? What do we think,

and what do we do?"

Now let's get back to our example of the driving school to demonstrate

the value of writing a "prescription" of behavior. For example, describe

the stimulus-response steps when you approach a stoplight and the light

is red. You take your foot off the gas and you put it on the brake, right?
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We can describe in stimulus response terms exactly what you do from the

time you perceive that red light until the time you've stopped. If the

light is green, what do you do? Keep your foot on the gas and you continue

on through the intersection. Now, what do you do if the light is yellow?

There's where you get into problems. This example that we've outlined

on the slide for you here is an illustration of that. The state rule books

usually say -- what? "Proceed with caution." Almost word for word.

"Proceed with caution" is not enough instructional information to provide

the learner in this situation. So we diagram it like this and we discover

that in a fraction of a second you have to make up your mind what to do.

You're going to act like it's a red light or you're going to act like it's

a green light. You have to consider a lot of things. It's a very complex

discrimination that you have to make, very complex. Such things as

--"Is-the-road-wet-or-is it dry? Am I going-fast-or am-I-gaing-slow?

How far was it to the intersection when I noticed the yellow light?

Am I close to it or far away from it? Is there a Car right in front of

me, or not? Is there a car right in back of ne or not? Is there a

police car on the other corner over there? Is it light or is it dark?" In

group discussions we've come up with at least 20 different factors that

haVe to be considered in that fraction of a second that you have to

decide whether to put your foot on the brake or to put it on the accelerator.

Now that's a complex discrimination, and telling people to read the

state guide book and proceed with caution is not the proper solution to

the problem.

Once in a while by isolating a performance task this we can

determine exactly what the problem is: a large, multiple
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discrimination in this case. We can train people in a learning experience,

how to identify those factors, and how to take each one of.them into

consideration, so they will be much better skilled at making that kind

of a decision. Whenever you have a learning problem that seems unsolvable,

breaking it down to the prescription level (stimulus/response chains) is

a good way to find out where the problem is. You'll probably find a

big hole in there that you haven't even been addressing in your training.

We've done this many times. If you follow the library process from

beginning to end you will probably find many areas that have been over-

looked in defining them from the standpoint of training. You assume that

people know them, bat that's a false assumption in many cases. So these

are good diagrams to try when you get into a real sticky training problem.

Now that's the end of the analysis process. We've broken the whole

----thing-- down -to - the final_ level_af_ detail._ _When _you' re _down._ to_ stimulus

response chains you're really down to the ultimate in detail. You-don't

often have to go' that far, but if you do, there it is.

Now, how do we get back up into a training program. Well, I'm

just about out of time, but let me just remind you that all of those

decisions that we've been making along the line -- the level of

learning, which skills to teach, which ones not to teach, the prerequisites.

that have to be taught, guide versus non-guide -- all of these things

have really been answering the questions for us that we must answer in

defining our training program. We've been making the decisions really,

as we've been analyzing the problem. The answer comes back fairly easily.

We have to provide training programs that will give us hands-on work
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for some, we have to provide prerequisites for others, these have to be

taught only on the understanding level, and you can almost go through the

worksheets and construct an outline at this point. Now you probably

notice that I have not said one single word about "You ought to make

a movie, or you ought to make a slide program, or you ought to publish a

self-instructional book," because from our standpoint we don't want to

make that kind of a decision until we get to this point. That should not

be an overriding consideration until you get past this stage of analyzing

the learning problems.

I mention three learning problems here on the last slide. First,

the learning problems of discrimination, of being able to tell things

apart that look very similar. There are rules of thumb on how to treat

discrimination learning problems. Second, there are sequence learning

problems, doing things in steps. We have rules of thumb on how to

design training programs to take care of sequence learning problems.

Third, there are generalization learning problems -- how do you apply

rules to a lot of different situations? -- n.:1 we have rules of thumb

for teaching generalization learning prold,,o . Those are spelled out

in various behavioral science learning textbooks. We also use the

"mathetics" design for self-instructional designs as being far more

effective than the linear programmed instruction that I did earlier.

Tom Gilbreth's Mathetics is a good book to look at as far as this approach

is concerned. Demonstrate, prompt, and release every unit of material.

For motivational purposes, each lesson is preceeded with an overview and

the consequences. "Today we're going to be talking about this material,

and it's important that you pay attention because..." And if you can't
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think of any reason why it is important that the learners pay attention,

you'd better stop and think of whether it's worth teaching.

Do validation testing, and be careful that you don't load the

audience

learners

with the wrong kind of people; they should be the same kind of

you're going to wind up with in the final program. Now you

start to produce the program, regardless

you use. By this time you probably find

that you can use. And it doesn't really

of the media and methods that

that you have a choice of media

make a bit of difference whether

you use a movie, or slides, or a self-instructional book, or whatever,

you just adapt it to the kinds of learning problems that are designed.

If you need motion, okay; if you need audio, okay; if you need hands-on,

okay. It's right there for you. So we have all of these types of

training programs -- hands-on, conceptual, seminar, self-instructional,

workbooks, tapes, movies, demonstration or discovery approathts, or

whatever.

And lastly you evaluate the program, and here's where I said

you've got to be careful. Don't be satisfied with just saying -- "If

people go away liking the program that's nice." Attitude is only one

factor. The validity of your program is another. Did it do What it

was supposed to do? Was it effective? Did it do all of those things

it was supposed to do, and did it do it efficiently? Was it effective

for the right audience? What were the costs of the program? Was it

worthwhile? What was the value of the program?- Weigh the value versus

the costs. You'd probably cancel half of your programs if you did that.

And finally, recommend revisions.

Well, I'm over my time, and I think we can have the lights back up.

Thank you very much.
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PERFORMANCE ANALYSIS

WORKSHEET 1 DEFINING THE PROBLEM

I dentify
Problem

I ndicators

List
11111 Problem

Evidence

Speculate
On Causes

S/K, WA/I, Env.

Write A
P roblem

Statement

5 DESIGNING FROM OBJECTIVES

I ndicate
Prerequisite

For Each Task

Determine
Level Of
Learning

Write
Objective
For Each

Task

List All
Deficient

S/K Tasks

Talk About

Indicate
If Must Be
Recalled

Undersfand

t_
I ndicate

If Can Be
Guided

6 ir SCHEDULING DEVELOPMENT TASKS

V

Identify
Content,
Software,
Hardware

I ndicate
Best Learning

Activities

Schedule
Development
People, Costs,

Deadl ines

Il

Test For
M/A/ I , E nv.

Causes

Validate
Causes

Determine
Value Of

Solving And
Priority I.

7 DESCRIBING
BEHAVIOR FURTHER

Do A Step
Level Mastery
Description

Cons.
Gu,

Write A
Prescription
If Necessary
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Determine
Learning

Problem Type

I ndicate
Special

Strategies
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ID INSTRUCTIONAL DESIGN

I den tify
And Describe
Target People

List All
Tasks With
Deficiency

uct
le

Eliminate
Tasks Now
Proficient

Recognize Write
Practical Project

Constraints Goals

List All
Alternative Advantages, Alternative Detailed
Solutions Disadvantages Solutions Action Plan

Test And
Val idate

Prototype

Construct
Prototype
Materia Is

(II OUTLINE THE CURRICULUM

Sequence
Learning
Activities

Complete
Program
Design

Revise
Prototype
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DEFINE THE PROBLEM
e

Name Date

1. Check any indicators (symptoms) that relate to this problem.

New performance for experienced people

New people

Low productivity

Low quality

No rewards

Poor attitudes

Poor service

Low incentives

Conflicting motivation

Negative motivation

New technology

New skill

Low or lacking in skill

New knowledge

Low or lacking in knowledge

New responsibilities

New equipment (or facilities)

Probien with existing equipment

Takes too much time

Not enough time available

New management

No two-way communication

Standards not known (or defined)

New policy (or standard)

Conflicting standard (or policy)

Ineffective management

Economic (or cost) problem

Other

2. List some specific examples of the problem indicators checked above.

3. What might be causing this problem?

a. People don't know how to do their job (lack skill or knowledge). Who are they?

b. People don't want to do something (lack of motivation, incentive, attitude). Who are they?

c. People are prevented from doing something (environmental block). Who is prevented?

What is the block?
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Project

0

_I

1

4.

_

List evidence to support the cause or causes cf this problem as answered in Question 3.
Consider facts, documented examples, records, poor or defective products.

5. Write a problem statement (as you see it) using the preceding information.
MODEL: These people are not doing these things because of these reasons as
evidenced by this data.

6.. How

7
sure are you of this problem statement?

Need to check 7 Enough to proceed

7. If
statement,
test

you were asked to check the accuracy and completeness of this problem
how would you do it? Think in terms of how someone else could

this problem statement.

8. Possible

riTraining

AChange

remedy to problem:.

(if you checked "a" in Question 3)

Incentive prograM or motivational development (if you checked "b" in Question 3)

in work area, or equipment, or schedules, etc (if you checked "c" in Question 3)

Combination of training and incentive (or motivation) development (if you checked
"a" and "b" in Question 3)
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Skill/Knowledge

When students or employees do not perform correctly or do not produce products
to criteria, they may or may not need instructinn. As a rule, instruction solves

skill/knowledge (S/K) problems. Other measures are needed for solving motivational/

incentive (M/I) and environmental (ENV) problems.

Putting the "whys" of problems together is not simple, but for instruction to be

effective and efficient, the correct analysis is vital. Below are some indicators
of skill/knowledge problems.

Suspect a skill/knowledge cause when:

1. People are new to a task.

2. People have a background of generally low-level skills wird knowledge
(and there is no history of motivational/incentive problems).

3. People have had no formal training in the task.

4. A history of inadequate training capability in the organization is
present.

5. Training has been massed rather than distributed.

6. Training did not inclUde a chance to practice skills.

7. Training was paced to a group rather than the individual.

8. The deficient task.is branched (alternate routes) raLher than linear

(straight-sequenced).

9. Decision making is involved in the task.

10. The task requires the applicat,.on of general or operating principles.

11. People cannot perform correctly even though they know they are being
observed (or know that their job depends on it).

These indicators are considered guidelines rather than rules.

Motivational/Incentive

Trainers and managers may think that instruction is the answer to all performance
problems. Others lump most performance problems under the motivational/incentive
category, "They could do it if they wanted to," etc. A rational trainer/manager
must look at the problem causes with an open mind, considering all possibilities.

Motivational/incentive and environmental problems are often closely allied, and it
can be argued that all motivational/incentive problems are caused by environmental
problems. Nonetheless, motivational/incentive and environmental problems often
require different solutions. Categorize them separately.
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Suspect motivational/incentive cause when:

1. The deficient task is distasteful or socially negative.

2. People are unaware of the value of the products produced.

3. There is strong disagreement about the method that should be
employed in performing the task.

4. The effort involved in performing the task is greater than the
reward received.

5. Punishment is employed as a management (teaching) technique.

6. There is a history of documented motivational/incentive problems.

7. People do not get feedback on their work.

Again, these seven points are guides, not rules.

Environmental

Suspect environmental cause when:

1. There has been a history of:

a. Deadlines not being met.
b._ Frequent management turnover.
c. Greatly. fluctuating_profit and loss statements.
d. Supply and demand difficulties.
e. Duplication of effort.

NOTE:

2. There is no clear-cut chain of tommand or work flow.

3. People are forced to "wear ;Tony hats.'

4. Grumbling is widespread.

5. People have no alternative tasks to do while waiting for the product
or accomplishment of some other person.

6. There is the frequent appearance of people "not having anything to do."

7. T*oubles with machines, lack of supplies, or unworkable schedules exist.

S/K The reason people usually do not know what to do, or how to do it, is
.because they lack the skill and knowledge to perform effectively.

M/I/A The reason.people do not want to perfcrm is because they lack appro-
priate motivation, or incentive, or al:tin:de.

ENV The reason people are prevented from cluing something !.s because the
environment or organization will not let them perform.

99

108



What is Behavior?

Behavior can be learned, and it can be over or covert. Behavior occurs at
several levels. We are interested in these three levels.

1. TASK: A group of steps "belonging to each other," that have a
definite beginning and end.

2. STEP: A smaller component of the task. As stated, there are two
kinds -- overt and covert.

2. RESPONSE: The smallest meaningful unit of behavior making up a
step. There can be overt and covert responses.

In dealing with human behavior, we are interested in all three levels. The above
classification is a MODEL. That is, it is intended to be used as a guide for --

thinking about the quantity of a given behavior.

For example:

One TASK might be: Making a cup of tea.

One STEP of that task might be: Turning the burner on.

One RESPONSE of that step might be: Removing the kettle (when the
whistle sounds).

What is a Model?

As a rule, mastery description is equal to the performance and products of
some "master." That is, it is often helpful in describing mastery to base the
description on a real person who actually performs the behavior indicated in
the problem area -- one who does not have the deficiency found. This person
it called the "master" or the Experienced Performer. This "old pro's" behavior
is the model that wee'seek to diplicate through training, by removing environ-
mental barriers, or by solving motivational/incentive deficiencies.

The model (or mastery) has;these characteristics:

1. It has PERFORMANCE (oberservable or covert).

2. It produces OUTCOMES (or products).

3. The performance and outcomes meet certain CRITERIA (or standards).

The goal of describing mastery is: To produce a written description of the
master's behavior and products in as much detail as required on which to base
the analysis of the learning problems connected_with.replication. As stated, this
level of detail varies according to the level of approximation of the analysis.
Ultimately, the requirements of the analysis may present the need to describe
mastery to the Nth approximation, Stimulus-Response or OPERANT.
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What is a Task?

The term, like objective, really has no meaning except in context with other
descriptions of behavior.

A TASK
A discrete unit of performance which has a definable beginning
and end, is performed by one person, and results in a measurable
product.

Levels of Behavior Analysis

TO DESCRIBE
BEHAVIOR
TO THE:

AREA
Level

SUB AREA
Level

TASK
Level

STEP
Level

DO THIS

Isolate the general performance
situation that contains the causes
of the deficient performance
(problem).

Isolate more specific siutations
that contain the causes of problems
and form a basis for describing a
general SOLUTION.

Analyze the task, calculate the
probable cost/effectiveneos,
write terminal objectives, make
learning system design decisions,
analyze the methods, prepare
performance aids.

Prepare performance aids, analyze
the methods, analyze the task. components.

BY

Analyze problem symptoms
("problem indicators"), and
define the performance
prJblem AREA.

Find at least two performance
statements that include all
behaviors of the problem
AREA.

Analyze the problem indicators
and ELIMINATE all performance
that is not relevant to the
problem.

Break the tasks into smaller

Why Describe Error-Free Behavior (Task)?

Description of behavior means that we must describe ERROR-FREE performance to

form the basis for objectives. The reason for this is that we define "performance
problem" as:

HOW THE ACTUAL PERFORMANCE IS DIFFERENT FROM THE MODEL PERFORMANCE.
EXPRESSED: M-AwD.

Model, minus actual, equals deficiency.

M-AnD is read: "Deficiencies (D) are found by comparing Actual performances (A)
to some modal of Mastery performance (M).

The Model for Describing
Performance Is:

Deficient-AREA
of Performance
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MASTERY PERFORMANCE
Analyst's name Subject matter specialist's nam

Experienced performer's name Date

1. Job title?

2. Areas of interest within job?

3. List specific performance

tasks within each area.

4. For each performance

task, list its product

or accomplishment,

5. What is the minimum

quality criteria

acceptable for each

performance task?

i
$;

1

1
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main-HE" 4

6. What are the common

or frequent errors

when people perform

this task?

7. What tools, materials,

equipment, or information

are needed to do this

task correctly?

8. Are people presently

performing this

task well?

,
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PROCEEDINGS
of the

Second CLENE Assembly, July 17, 1976

Second Session at the Palmer House, Chicago

Travis Tyer: Welcome to our rap up session and reporting session for the

small discussion groups which were held yesterday. As we announced yesterday

morning,:two of the twelve workshops did not materialize, and in reality, since

several people didn't show up at one of the others we only had nine in the after-

noon, so we only have nine reports this morning.

The idea behind the concurrent sessions is to let those people explore

various expressed interests in somewhat of an informal manner, where they

can have an opportunity to exchange ideas. In reality last night when we all got

together we found that there had been a wide range of techniques used, and that

a great deal had happened in many of those workshops.

We're going to try to make this as easy to listen to as possible, and

highlight the most important things that came out of the discussion groups.

'I've asked the reporters to speak to two points: "What were the highlights of

the small discussions as the participants reacted to the presentations?" and

secondly, "What were the implications for CLENE from the content as it was

presented?"

For Group I, the reporter Is David King, Librarian of the Editorial

Library for the Standard Education Corporation, here in Chicago.
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Small Group Discussion
Group 1

PRINCIPLES OF ADULT EDUCATION THAT SHOULD BE ADHERED TO
IN CONTINUING EDUCATION PROGRAMMING

Workshop Leader: Charles E. Kozoll, Associate Director
Office of Continuing Education and Public
Service, University of Illinois,
Champaign, Illinois

workshop Recorder: David E. King, Librarian,
Editorial Library, Standard Educational Corp.
Chicago, Illinois

The afternoon and evening sessions of this workshop were conducted

differently; the first beginning with a discussion of principles of adult learning

and applying them to the problems presented in two case studies, and the

second beginning with the case studies and deriving statements of principle from

the discussion of them. This report combines information from both sessions.

In an adult learning setting it is important that the person conducting the

learning experience establish and maintain a climate of respect betweenilim/

herself and the participants. The use of appropriate terminology, such as

"group leader, resource person, speaker, or facilitator" rather than "teacher,

or instructor," and "learners, participants, conferees," or other terms rather

than "students or pupils" will reduce the undesirable connotations involved with

a teacher-to-student, superior-to-inferior attitude and will help to create this

climate of mutual respect among peers.
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The nature of adult learners is different from that of children and planning

for an educational event for adults should include the following considerations:

-- Adult learners tend to be self-directed rather than dependent. Casting

them into a dependent role turns them off.

-- Adults bring an extraordinary amount of experience, in both diversity

and volume, to an educational program. This experience can be and should

be exploited to the group's advantage.

-- A continuing education leader must recognize when a group or "target

audience" exhibits a readiness to learn -- a phenomonon known in

education-ese as "the teachable moment" -- and provide the setting and

opportunity for appropriate experiences.

-- Adults come to continuing education programs with an outcome orienta-

tion; that is, they expect upon completion of the activity to have received

useable information which can take the form of a practical skill, some new

understanding, or Just plain entertainment.

Bearing in mind these concepts regarditig adults as learners, the groups

discussed the basic elements of the program development process. Five topics

were identified and a check list of some useful matters to consider during planning

was developed for each aspect.

-- Needs Assessment.

What is the ideal performance? Need for a competency model.

Where ore people right now, honestly rather than ideally ?
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Be learner- rather than facilitator-centered. Do librarians scare
people because they tend to be helpful, service-oriented
teachers?

Importance of multiple sources of data. Supervisor vs. staff perceptions.
Input from schools, municipal offices, churches, etc.

- - Advisory Committee Responsibility

Composition of group. Representative ? Large enough?

Get acIiicei not planning, steering, etc.

Make the duties of members of the committee clear.

How much and how will you keep them advised and informed?

Built-in reward/acknowledgment system (dinner, reception, letter of
thanks, etc.)

- - Design of Learning Experience.

Quality and specificity of objective is key to success.

Pace.

Level.

Amount and type of interaction you want to receive.

Degree to which you can complement and draw out their own experience.

- - Marketing of Services.

Image of sponsoring organization with client group is important. Will
it turn people off ?

Is your offering unique? Competitive with another?

Title should be explicit and non-offensive.

What does promotion promise as the outcome?

Potential audiences are 1/3 favorably disposed toward programs, 1/3
negative, and 1/3 neutral. Problem is to appeal to and reach the
1/3 neutral.
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-- Ongoing and End of Program Evaluation.

Evaluate as you plan and make modifications as soon as possible.
Determine how much data it is really necessary to collect.

Who is the evaluation for? Supervisor? Lecturer? Yourself?

How will data be collected?

How will data be validated?

How will data be reported?

Two case studies were offered to participants upon which to base dis-

cussion of principles of adult education programming in context. Copies are

attached to this report.

A topic suggested as being suitable for more in-depth analysis at a future

CLENE Assembly was the psycholr of adult learning. In both sessions there

was discussion of differences and possible similarities in the ways children

learn and are taught, and how adults learn best and can be taught most effectively.

Several participants who had studied psychology in teachers colleges recognized

that what they learned about teaching children and yourg adults is not necessarily

appropriate in situations involving adult learners. The discussion of this topic

would probably include principles of pedagogy (which we all understand) and

andragogy (which we need to understand more fully).
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Case I (Used with Discussion Group I)

Henry Stimson is the head librarian at an old and established branch in a

once deteriorating section of Johnson City. The building had been constructed

during the 1930's as part of a federally funded WPA-type project. Daring the post-

war years in the 1950's, it was a very active center in the neighborhood, because

there were so many families with young children attending elementary and

secondary school. Ties with the community had been very great during that

fifteen-year period.

In the early 1960's, however, the composition of the neighborhood began

to change. The one-time elementary and secondary students had grown and left

for jobs in other parts of the city, state, and nation. Their parents had reached

retirement age and decided to sell off many of the large homes that were no longer

fully occupied. The income level in the neighborhood dropped. Until the early

1970's, it appeared to many that the neighborhood would be very much like those

in other cities, rapidly and continually going downhill.

A series of developments in areas close to the library began to change the

neighborhood for the better in the early 1970's. Many of the older homes and

stores were razed and new construction started. Several of the buildings were

apartment-shop complexes, specifically designed for older citizens. Rapid

transit was revived in the area, allowing those in the neighborhood easy access to

cultural, recreational and medical facilities, by riding just one bus. 'Some once

deteriorating pocket parks began to get more local attention.
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Henry came to the library as its head about 3 years ago. One of the things

he noticed was the number of older people who had come to the library to read

periodicals, check out books, or just be in a place where there was definitely

human activity, and comradeship. During the course of any one year, the

library would offer a half a dozen programs of general interest for the public, but

had not gotten involved with programs for senior citizens.

Knowing the large number who came to the library and being aware of how

many lived in the immediate vicinity, Henry is interested in developing a compre-

hensive approach to programming for this group. He has just an interest now and

a few untested ideas, and would like to proceed further. As a colleague of

Henry's, what would you suggest be his plan of action using the steps in program

development discussed earlier in this session?

Outline, in a series of steps, what Henry could do to move forward,

firmly but carefully.
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Case II (Used with Discussion Group I)

The usually calm community of Fox Run has been alarmingly disrupted

because of recent events, some of which are out of their control. The large

metropolitan area which the community adjoins has started to make noises about

annexation and municipal government. Many citizens of Fox Run think they are

just looking for additional tax money; but another substantial portion of the com-

munity thinks that there is some m'irit in annexation, especially througv

obtaining better fire and police p...otection than they currently have.

The local public schonl system and community college have remained

relatively silent on the issue. Further than that, they have refused requests

from several local citizen groups to take the leadership in disaission of advan-

tages and disadvantages of annexation versus local government.

The League of Women Voters, the Chamber of Commerce, and a number

of influential local citizens have approached the director of the Fox Run free

library, Alice Henderson, to see if the library would take some leadership in

organizing such a program. This would be the first instance that the library

had ever served as the focal point for any controversial issue under discussion.

Quite obviously, Alice Henderson is worried about what will happen if she agrees

and if she disagrees. She calls you, as a close friend in a distant city, for advice.

Mrs. Henderson is asking two basic questions: should the library agree to con-

duct a program; and if it agrees to do so, what should it define as the steps to

making sure that this becomes a successful issue-oriented endeavor.
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Small Group Discussion
Group 2

NEEDS ASSESSMENT TECHNIQUES USED FOR A CONTINUING EDUCATION
PROGRAM IN STAFF DEVELOPMENT

Workshop Leader:

Workshop Reporter:

Barbara Conroy, Educational Consultant
Tabernagh, Colorado

Ruth Donovan, Assistant Director of Libraries,
University of Nevada

Barbara Conroy discussed a variety of techniques used in a year-long

institute on training and staff development which was sponsored jointly by WICHE

and USOE. Techniques for needs assessment used in this institute included:

1. Use of detailed application form for the Institute

2. A mini-workshop on needs of participants

3. An evaluation form used well into the Institute

4. An Irtstitute advisory tevm of four participants which continuously

monitored needs

5. A Delphi survey

6. One-to-one personal interviews with participants

The final report of this Institute and a clear indication of the Institute's

success includes a compilation of 21 models of needs assessment tools developed

and used by participants. This document is Staff Development Model Book: Program

Design for Library Personnell which is available for $2. 50 from WICHE publications.
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Group discussions re-emphasized the very basic role of needs assess-

ment. Group members shared experiences and concerns. The main ideas discussed

we re :

1. The difference between staff development and continuing education

2. The effect of atmosphere and trust level on a successful needs

assessment program .

3 . The value of using models and techniques tested in other fields

4. The necessity of following a needs assessment program with a

training program

5 . The importance of marketing educational products and allowing

lots of lead time for workshops, etc.

The group discussed the implications for CLENE and felt that CLENE

could respond to a very obvious need for how-to-do-it information on needs assess-

ment. CLENE could help to develop skills needed to analyze expressed needs and

to translate these needs into training programs, and CI:NE could develop and

disseminate the model instruments to be used for needs a: sessment.

Some question was raised about the implication of CLENE setting

national standards and guidelines. Participants felt that CLENE could do more

useful things.
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Small Group Discussion
Group 3

DESIGNING EVALUATION PLANS FOR TRAINING :
A PRACTICAL APPROACH

Workshop Leader:

Workshop Recorder:

Brooke Sheldon, Doctoral Student
University of Pittsburgh
Graduate School of Library & Information Science

Bridget L. Lamont, Consultant
Library Development Group
Illinois State Library

Thank you, Travis.

I had the pleasure of working with Brooke Sheldon, and our group, which

met twice yesterday, discussed designing evaluation plans for training. We concen-

trated on a somewhat practical approach. We used basically the same format with both

groups though we had a very diverse size -- the first time around we had 5 participants

and the second time we had 16 participants. But we decided to try it with both groups

and felt that it worked very well.

We began each group discussion with a very nominal group structure

where we did some brainstorming and asked each participant to comment on the

criteria that they felt were important in evaluating staff development training programs.

We then got into some basic discussion and comment on terminology and Brooke

presenteL1 a lot of different ideas based on ideas and remarks from Malcolm Knowles'

remarks at Midwinter and Ruth Warncke's new publication. We talked about evaluation

itself, both external as well ..3 internal evaluation, but very much on the necessity
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of relating the evaluation to the objectives you were using for your program, the

realities you must face, in using and being ready to modify your program as you

go along, and as you see things developing to realize that you can make changes.

Finally, we talked about the crucial meaning of having participant involvement

all the way during the planning of the training program.

We then got into a case study of an actual program which had been

funded, and we used role-playing with groups looking as this program, which was

a staff development program. We looked at the objectives, and then after a 20

minute to a half an hour discussion, developed what we thought would be the criteria

for evaluating this program. I believe that we will include that case study in the

proceedings and will also list the different types of criteria in evaluation measure-

ment that we came up with.

In the evening's session, I wanted to mention that we had a lively, to

say the least, discussion on a variety of terms -- "competency, " "skills," "theo-

retical ideas versus practical applications, " and this type of thing, and this

would lead us to one of the recommendations that we would like to offer for future

workshops of CLENE. We feel that there is a need to have a wide open discussion

of the terms that were discussed at this particular workshop. A lot of people had a

lot of different ideas on what the terms "competency-based, " "theory versus

application," and "skills," and how these related to each other.

We also have another recommendation that we would like to offer. We

concentrated more on the criteria for evaluating the program, but there was a lot
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of interest in the techniques of evaluation, and we thought that this would also

make a useful discussion next time around.
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Small Group Discussion
Group 5

A MODEL PROGRAM OF CONTINUING EDUCATION AND STAFF DEVELOPMENT
FOR ACADEMIC LIBRARIANS

Workshop Leader:

Workshop Recorder:

Dale Carrison, Director of Libraries,
Mankato State College, Mankato, Minnesota

Neal Kaske, Associate Librarian, Doe Library
Library Systems Office,
University of California at Berkeley

Our group used a modeling technique in which we attempted to list

objectives and activities which would bring about these,objectives. The methodology

used to get the ideas out was brainstorming, and this wads done in six areas, as far

as our strategy was put forth. This was in the area of continuing education and staff

development in academic libraries, attempting to build a model program.

The first thing we brainstormed on was positive aspects of continuing

education and staff development within the academic library setup. The second

thing was negative aspects. The third, ideas; the fourth, objectives -- what did we

want to accomplish. The fifth: What activities would it take ? And the sixth, the

model program. Unfortunately, numbers 5 and 6, activities and the model program

were not completed. We actually went over a half hour of our time, and I would like

to now simply relate some of the highlights of these particular items for your own

info rmat ion.

Some of the positive aspects were:
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1. Harmony between personal and organizational goals

2. Personal growth

3. Define career ladderls and opportunities

4. Maximize the potential of the individual and the organization

5. Organizational mobility

6. Programs based on user (patron) needs and a feeling of self-worth

and competency

Some of the negative aspects were misinformation about opportunites

as the result of continuing education or staff development, in other words, false

expectations about what would result, the lack of measurable results of the program,

too much emphasis on staff development, and not enough emphasis on what the librar

was really supposed to be about.

Some of the ideas were the necessity for commitment on all levels of the

organization, involvement of the total staff, an incentive or rewards system, the

opportunity for individuals to use the new knowledge, manpower planning and the

maintenance of a skills inventory of employees, and also the mainertance of a needs

assessment of the organization itself. Some other ideas were holding hearings on the

programs as they were being developed, and also to use a system of personal interviews

with interested individuals about the program.

Some of the objectives that we came up with were to achieve and sustain

commitment on all levels by all employees, to improve in our personal understanding,

to improve one's understanding of one's role and function within an organization.

127
118



Also to improve the effectiveness and efficiency of the organization, which seems

to be a little general but a pretty good objective. Another one was to utilize both

formal and informal communications systems. To provide for personal and organiza-

tional incentive systems was also set forth, which was somewhat interesting if

we had gotten around to the activities which would have brought about an organizational

incentive program. We also had to develop our staff development programs around

organizational goals which were in harmony with them. These are just a very few

of the four areas which we did manage to cover.

The implications for CLENE were that since we didn't get to the model,

that one should be developed. We've got four out of six steps completed for it,

plus we also noted from what other groups were doing that the chances are that

there is a model out there, or *several models out there, so without re-inventing

the wheel, we felt that CLENE should concentrate in this area and come up with a

.ffiodel for both a staff development program and a continuing education program

for libraries -- for academic libraries as well as any other kind of libraries.

Obviously we'd want them -- them being us -- to see what models are available

that other people have produced. From this morning I might add that Jim Sucy's

talk would definitely provide us with a well organized and very rigorous outline

for a training module to use within the staff development program.

Travis Tyer: Thank you, Neal. I was hoping he was going to say one thing he said

to me last night. He said one thing he realized, and I think when you fill out your
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evaluation form you might want to think about this and let us know your reactions.

He indicated that he didn't think that this, having the academic librarians, or the

public librarians, pulled off into one of the discussion groups, was as productive

as it was when there was a general mix of people, just by people rather than by

type of library. I'd be interested in hearing your reaction to that idea on the evalu-

ation forms you are going to write up, a little special note to me.
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Small Group Discussion
Group 6

NON-TRADITIONAL EDUCATIONAL TECHNIQUES

Workshop Leader:

Workshop Recorder:

Robert Brown, Assistant Director
Graduate School of Library Science
University of Illinois

Charlotte Mugnier, Associate Professor
Graduate School of Library Science
University of Alabama

Information to be imparted can be enhanced and made more effective

by using different teaching techniques from those that have been trad-

itionally employed in graduate library education. This was the premise

of the working group on non-traditional education.

One successful non-traditional technique is "simulation" or

"gaming" where a real life situation is simulated, requiring the student,

either as an individual pr as a team member, to develop a strategy for

the solution of a problem. The technique is one of participatory in-

volvement rather than passive or spectator-type learning such as reading

or lecture. It requires a) pre-knowledge of the situation, b) practice

in the form of gaming and c) retrospective analysis of the process.

Robert Brown introduced two simulation/involvement exercises that

he uses with students at the Graduate School of Library Science at the

University of Illinois and in workshops involving library administrators

and trustees. The first is one that he developed: "Josetta," is an

imaginary public library given character through a file of documents

which include the characteristics of the community it serves. The library

is described in organization charts, personnel records, annual reports,
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board meeting minutes, policies, etc. Finally, there is a series of

"in-basket" problems, day-to-day operational problems (for example,

personnel requests that challenge established policy and public re-

lat:ons problems of an unusual nature) that are to be solved by students

in the context of the Josetta situation.

The second model is one produced by the U.S. Department of Labor,

"Settle or Strike," which draws heavily on role-playing as a teaching

device. Participants study their roles, the background of a labor re-

lations controversy, the terminology of labor negotiation, selected

contract clauses and the "crisis situation." A deadline is set for

problem solution, in this case, the onset of the strike. After the

session, students transfer what they have learned to a library context.

The strengths of simulation as a t2aching/learning technique are:

1) It is effective for all types of participants. 2) Administrators

are removed from temptation to personalize. 3) The student can project

into an administrative role. 4) It is an enjoyable way to learn.

5) There is more retention. 6) It demonstrates commonality in problem

solution.

Requirements for success are these: 1) It is essential that the

participants enter prepared; certain background knowledge is needed.

2) An analysis of the process must follow; it reinforces what has been

learned. 3) The physical environment during the exercise is important;

to be effective there must be saturation or total immersion in the situ-

.9tion. 4) Simulation should not be overused; it loses its effectiveness

as a technique.
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The workgroup felt that CLENE should: 1) Identify, collect,

evaluate, and make available, appropriate, successful simulation models.

2) Offer at.coming assemblies the opportunity for teachers and admin-

istrators to participate in selected gaming sessions. 3) Develop an

annotated bibliography of reading and films on the subject.
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Small Group Discussion
Group 7

DEVELOPMENT OF INSTRUCTIONAL MODULES
SELF-CONTAINED LEARNING PACKAGES

Workshop Leader: Donald P. Ely, Director, Center for the
Study of Information and Education,
Syracuse, New York

Workshop Recorder: Blanche Woo lls, Director of School Library
Certification Program, Graduate School
of Library and Information Science,
University of Pittsburgh

Objectives: At the end of this presentation, each participant will

be able:

1. To describe an instructional module;

2. To prepare a first draft of a module using the
recommended guidelines; and

3. To describe the process for field testing a module.

Why modules for competencies?

Competencies are usually expressed as discrete skills which lend

themselves to self-instructional procedures. Competencies are usually

composed of tasks which are easily formulated as objectives. Objectives are

the starting point for designing instructional modules. The specificity of compe-

tencies permits development of modules in which objectives can be easily assessed.

The context of instructional development

There is a movement in higher education today known as instructional
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development. Instructional development is a process for systematically re-

viewing all of the variables which impinge upon the teaching/learning process

with a view to configuring them in such a manner as to help improve that prdaess.

While instructional development procedures vary from institution to institution,

they do have certain elements in common: (1) emphasis is on the learner; (2)

the design is for individualization; (3) the process of teaching and learning is

systematically organized to improve efficiency while helping to optimize learning;

and (4) help is provided -- staff, media, and dollar resources to set the job done.

The process of instructional development can be implemented it, a variety

of ways. Syracuse University uses a basic design from which many modules,

units, courses and curricula have been redesigned. This is one scheme; there are

others. No one is "best" for all situations.

1. The project is selected by analyzing academic priorities.

2. Basic design inputs are developed through consideration of the domain
of knowledge, student aptitudes, community needs and institutional
priorities.

3. Various operation "givens" and constraints help to develop the basic
design: facilities, time, objectives, staff, students, resources, and
research.

Once these areas have been considered, each part of the design must be imple-

mented according to the following plan:

4. Determine objectives,

5. Selection ef internal design format

6. Evaluate and select existing materials
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7. Design and field test new materials

8. Logistical considerations

9. Implementation, evaluation, and revision

It looks like a difficult job -- and it is. It's far beyond the scope of our institute

to do it. But it does provide a context for our efforts.

We will be emphasizing the "implementation" phase with special focus

on designing and field testing new materials. We call them instructional modules.

We must assume that you have gone through all of the preliminary steps even

though that is unlikely. The important thing to remember is that the total

instructional development process is necessary to bring about significant changes.

Our development of modules is a micro-effort, but nevertheless a useful first step

and prototype for further activities.

What is a module?

A module is an organized collection of learning experiences (usually

self-instructional in form) assembled to achieve a specified group of selected

objectiv as; generally conceived of constituting several minutes to several hours

of instruction.

'A module is the smallest element of a unit; several units usually comprise

a course; several courses (and related experiences) make up a curriculum.

Modules have certain characteristics:

1. The content involves a single idea or concept; it is a segment of a
larger unit. It is self-standing.
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2. The single concept is related to other concepts which, when combined,
form a "unit" or a "course."

3. It has objectives which can be attained and evaluated; it is systematically
designed.

4. The content is presented through reading, viewing, listening, doing,
or combinations of all four modes.

5. It can vary in time required to complete it -- from five minutes to
five hours; an average time is about one hour.

6. It usually demands active participation on the part of the learner:
i.e., overt responses are required throughout the module. All
instructional:procedures are spelled out.

7. Evaluation of student learning is a necessary component, sometimes
during the modules and always at the end. The learner is informed
about the adequacy of nia/her responses.

8. The module is almost a1wriy9 neld tested with representative
learners before actual use.

With the background of instructional development as a framework and

the definition of instructional modules to serve as a vehicle for delivering the

competency based instruction, let us proceed to the specific procedures for

developing instructional modules. These principles and techniques have been

derived from personal experiences in developing mxlules, from observing and

assisting teachers of library and information science to develop modules and

from three useful sources in the literature: Coplin (1975); Johnson and Johnson

(1975) and Thiagarajan (1975; 1976).
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PREPARING INSTRUCTIONAL MODULES

There are three major steps in the development of an instructional

modules: (1) Preparation; (2) Production; and (3) Field Testing.

Preparation

1. Define a workable topic.

Before preparing any kind of material, explicitly state the scope of

your module for yourself and your learners. Be sure that it deals

with a legitimate need by checking it against statements from dif-
.

ferent levels of consumers: students, teachers, administrators, and

subject-matter specialists. The module proceeds to the more complex

and expensive parts of the development process only when these con-

su.mer statements match the implied need for the module.

Think small and reduce your expectations. You may have to begin

at an elementary level and sacrifice the larger ideas.

2. Identify the potential user of the module.

You need to ask yourself what prerequisite skills an individual must

possess in order to begin and complete the module. If you have any

doubts about the learner's motivation, you should describe the rationale

for the module. A learner's perception of purpose is often spoken of

as the problem of relevance. It is true that students may not know at

their stage of development what is really relevant, but if they fail to

perceive relevance, it will impede their learning. Introduce your
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module with as many convincing reasons as you can think of for

learning what is lathe module. Students will also learn better with

an overview, such as the list of objectives or a statement telling

what the module is about.

3. Be sure that a module is an appropriate vehicle to meet the need and

to reach your learners.

"Systematic identification of a high-priority need in the field is no

guarantee that the recommended solution is a relevant one. As happens

every day, different experts come up with diametrically opposed

approaches to the same need. This relevance check-point tests

the face validity of the suggested solution. But it does not stop there --

it proceeds to require some empirical evidence of the relationship

between the need and the solution. Some aspects of final evaluation

are thus advanced to the initial stages to prevent our ending up with

an effective and efficient module which teaches an absolutely useless

skill." (Thiagarajan, 1975).

Production

4. State clearly what the student can do when the module is completed.

Your objective should tell what the learner cm do if s/he successfully

completes the module. There is a simple scheme to help you develop

all the important objectives which you care about. Objectives are

often divided into three different categories:
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cognitive objectives -- descriptions of things you might wish your

learners to do which are intellectual in nature; affective objectives --

descriptions of attitudinal responses which you might hope your

learners would display after instruction; and psychomotor skills

ob'ectives -- statements of manipulative or motor capabilities

resulting from instruction.

5. Break down the objective into components.

This process is often called task analysis. Many objectives tend to

require sub-objectives prior to attainment of the main objective.

Think through all the steps which are necessary to reach your

objective and write them down. Imagine that what you have been

doing and know so well is going to be read for the first time by some-

one who knows nothing. Be as clear and explicit as possible.

6. Arrange the components in a sequence.

The sequence should allow the learner to make a series of short

steps to reach the objective. Sequences can be based on different

criteria:

simple to complex problem to solution

concrete to abstract obvious to unexpected

specifics to generalization past to present

Begin your sequence with a "grabber." Pull the student in

immediately with a great title, a personal inventory, or some device
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which creates effect or involvement. Then begin your instructional

sequence.

7. Write directions and questions for the post-test.

Each test item should be closely related to each objective and sub-

objective. You can write one or more test items for each objective

and sub-objective. By determining at the beginning what you expect

learners to do at the end, you can save a lot of grief and needless labor.

8. Pre are the scri t and select the a II ro riate media.

At this point you really get down to work. You must decide upon

the medium and format of your module. Most modules are prepaIed

in print or have a print component. Sometimes a slide set and tape is

accompanied by a manual or guidesheet. In almost every case, it is

helpful to have printed instructions if only to get the learner started

and to provide a roadmap for the work which is to follow. Some

modules use materials which already exist, such as journal articles,

filmstrips, audiorecordings, and videotape. If you are using materials

which are already available, you will have to relate them to each

objective and use only those portions which are directly related to your

topic. There is a tendency on the part of college professors to tell all

they know. Remember to keep it lean. Keep telling yourself that

this is intended to be an introduction and not the definitive piece on

the topic. Console yourself by using optional exercises to introduce
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the student to greater levels of complexity. Present only the amount

of input and kind of information needed to allow the learner to reach

the ubjectives you have defined. Since the production of a modtile

is the major thrust of your development effort, there are several

corollaries which are helpful during this exercise:

a. Set abstract ideas in concrete illustrations. Abstract ideas

will benefit from being presented in the context of "real" examples.

b. Capitalize on certainties. It is easier for you and the student if you

try to tap the previous experience of the students and then go on

to the new information.

c. Facilitate the mastery of skills. It is important that the student

have one skill down before proceeding to the next. The learner

should be required to perform at least one specific task to reinforce

the skill before new material is introduced.

d. Keep the learner active. Build in appropriate response items.

Design exercises so that there is a high probability of success at

first; then increase the difficulty.

e. Provide feedback after each exeecise. This inforMation should help

the learners to change inadequate responses and to know why a

response is right or wrong.

9. Field test and revise your module.

We know that all instruction is imperfect. We need to try out what we
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have developed to see how well it achieves what it set out to do.

If the learner does not learn what was intended in a module, the

module can be revised so as to increase the likelihood that other

students will be more successful. The purpose of field testing is

(1) to determine clarity of the material; (2) to discover its interest;

(3) to determine the appropriateness of the format; and (4) to discover

the extent of learning. Let's consider each element:

a. Is it clear?

-- Is the language geared to the intended learner?

-- Are instructions precise?

-- Is the material logical and sequential?

-- Is there an appropriate amount of information?

b. Is it interesting?

-- Does it gain attention and hold attention?

-- Does it al _me curiosity?

-- Does it actively involve the learner?

c. Is it the most appropriate format?

-- Is it aesthetically pleasing?

-- Is it well-paced?

-- Is the learner comfortable with the medium?

d. Has learning occurred?

-- What is the level of accomplishment on the criterion test?
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-- Is the criterion test.too easy or too difficult?

-- What concept are unclear? (What causes confusion?)

The process of field testing for the purpose of revision goes through

four steps: (1) expert appraisal; (2) individual tryouts; (3) group

testing; and (4) total module testing. Let's look at each.

a. Expert appraisal involves subject-matter experts, media-

specialists, and experienced teachers of the subject and

occurs as soon as the first draft of the instructional module

is available. Each expert receives a copy of the module with

the objectives and a description of the target population. Each

expert reviews the module using appropriate checklists and/or

other appraisal forms.

b. Individual tryouts are run with learners who represent the

larger population as soon as an edited version of the module

is available. There are two important things to remember at

this point: You are testing the material not the student; It is

the module and not you that is supposed to be teaching. Dating

the tryout, answer any procedural questions but avoid all

substantive ones. Refer learners back to the material. If the

learner runs into difficulty, encourage him/her to think aloud.

Probe for the probable causes of confusion. At the completion

of the module, administer the criterion test. Once you have
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your data, incorporate the changes in the revised module.

c. The next step of field testing is with groups of students in

natural educational environments. This step is accomplished

after the individual tryouts produce reliable results. You will

want to be certain that all learners have the prerequisite skills

and knowledge by administering an entry test. As they are going

through the module, collect observational data on the students'

use of the material as they work on their own. After students

go through the module, administer the criterion test. As a

result of this field test you may be ready to use the module

with minor revisions. If, howeve4 there are major errors or

problems, you may have to revise and then go through another

group tryout.

d. FL 1 testitgi of the total module involves students, teachers,

and independent evaluators. In this case you provide the

te ,,Jher with an instructor's manual on the use of the manual.

Permit the teachers to use the materials without any interference.

During the process, you should observe the operation of the

procedures and the actions of the learners and teachers. You

should check the results of the students' work. After the use

of the complete module, you should conduct a debriefing interview

with the teacher and student representatives. On the basis of
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this interview you may want to make suitable changes in the

module and in the instructor's manual.

The process of field testing and revision is a necessary element of the total

development of instructional modules. Without it, we can never be certain that our

module accomplishes what it sets out to do.

This brief overview of module development provides some background,

definitions and approaches to the process. The steps for production of modules

should be used as guidelines -- not hard and fast rules. There is still much room-

for the "art" and intuitive dimension to blend with the science of learning. At this

point, you can only learn by doing. There are no shortcuts. You must first of all

be a content specialist in the subject area of your module. From this point on you

may look at other modules to see how others have approached format and design.

You may want to get further background information from such useful sources as

Diamond, Johnson and Johnson, Kemp and the module by Ely and Hedberg. Use

resource people on your faculty and from your institution. Involve professionals

in the field. The next move is yours. Good luck!
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Small Group Discussion
Group 10

HOW TO PLAN AND CONDUCT CONTINUING EDUCATION WORKSHOPS AND
INSTITUTES

Workshop Leader: Ruth Warncke, retirerl Deputy Executive Director,
American Library Association

Workshop Reporter: Vida Stanton, Assistant Professor,
University of Wisconsin-Milwaukee

In both workshop sessions a careful distinction was made between the

definition of the terms "workshop" and "institute". Too often the words are

used interchmgeably and incorrectly. Specifically, workshops, as referred to

here, focus on specific problems and should give participants an opportunity to

practice certain skills with a "hands-on" experience. The discussion leader de-

, fined institutes as "short instructional programs set up for Special groups

interested in some specialized type of activity." In this Summer CLENE Assembly

the workshop (term incorrectly used in this context!) sc:Issions focused on

"Institutes" as one method of continuing education.

The high priority put on needs assessment can no., be emphasized too much

in the total process of institute planning. Awareness ri.;* newAs zan como from

many sources; a need can be perceived by someone who q.1. t, ,inething about

it, or by a person who may be an advocate for an idea, or oy ofic o whom

the responsibility to assess needs has been delegated. Once the mscki klats. been

established, the next step deals with the actua! planning of the instico.o, Any

shortcuts at this point may lemi io sHrlous problems tater! It is very important
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that in the makeup of the planning committee the group for whom gie institute

is planned be well represented, and that someone other than the director of the

institute be chairperson of the committee. Committee members should be

selected because they have something positive to contribute to the overall

planning process. Some may have an expertise in the subject field, others may

have had experience in organizing institutes, and still others may be representa-

tives of the participant group.

After the committee has been established, the most important duty of the

committee is to identify the objectives for the institute. The objectives must be

stated in terms of what will happen to the participants. Other considerations which

will have to be built into the plan at the time the objectives are established include

defining the "target group," the evaluation method to be used, the plan for dis-

seminating information generated by the institute, and any arrangement for a

follow-up response from the participants.

Questions from the group prompted some very practical tips for planners

from the discussion leader, namely: Allow enough time in planning so that all

necessary arrangements can be made relating to facilities, speakers, materials

for distribution or materials to be used in audio-visual presentations. Well-stated

objectives give you a tool to work from; be as flexible as your objectives allow

you to be. Usually objectives may be met in several different ways; be imaginative

in the planning for meeting objectives, recognizing any constraints under which the

planning must be done. Never take anything for granted in Planning an institute;
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Small Group Discussion
Group 10

HOW TO PLAN AND CONDUCT CONTINUING EDUCATION WORKSHOPS AND
INSTITUTES

Workshop Leader: Ruth Warncke, retired Deputy Executive Director,
American Library Association

Workshop Reporter: Vida Stanton, Assistant Professor,
University of Wisconsin-Milwaukee

In both workshop sessions a careful distinction was made between the

definition of the terms "workshop" and "institute". Too often the words are

used interchangeably and incorrectly. Specifically, workshops, as referred to

here, focus on specific problems-and should give participants an opportunity to

practice certain skills with a "hands-on" experience. The discussion leader de-

fined institutes as "short instructional programs set up for special groups

interested in some specialized type of activity. " In this Summer CLENE Assembly

the workshop (term incorrectly used in this context!) sessions focused on

"Institutes" as one method of continuing education.

The high priority put on needs assessment can not be emphasized too much

in the total process of institute planning. Awareness of needs can come from

many sources; a need can be perceived by someone who can do something about

it, or by a person who may be an advocate for an idea, or by someone to whom

the responsibility to assess needs has been delegated. Once the need has been

established, the next step deals with the actual planning of the institute. Any

shortcuts at this point may lead to serious problems later! It is very important
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that in the makeup of the planning committee the grouil for whom the institute

is planned be well represented, and that someone other than the director of the

institute be chairperson of the committee. Committee members should be

selected because they have something positive to contribute to the overall

planning process. Some may have an expertise in the subject field, others may

have had experience in organizing institutes, and still others may be representa-

tives of the participant group.

After the committee has been established, the most important duty of the

committee is to identify the objectives for the institute. The objectives must be

stated in terms of what will happen to the participants. Other considerations which

will have to be built into the plan at the time the objectives are established include

defining the "target group, " the evaluation method to be used, the plan for dis-

seminating information generated by the institute, and any arrangement for a

follow-up response from the participants.

Questions from the group prompted some very practical tips for planners

from the discussion leader, namely: Allow enough time in planning so that all

necessary arrangements can be made relating to facilities, speakers, materials

for distribution or materials to be used in audio-visual presentations. Well-stated

objectives give you a tool to work from; be as flexible as your objectives allow

you to be. Usually objectives may be met in several different ways; be imaginative

in the planning for meeting objectives, recognizing any constraints under which the

planning must be done. Never take anything for granted in planning an institute;
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assuming too much can cause serious problems later. Be sure that participants

are actively involved; involvement can take place in a variety of ways with

talking being only one way.

Topics which emerged in the discussions which reflected the concern of

many of the participants involved the financing of continuing education experiences

and the recognition for participatioi in continuing education programs. The

financial problem seemed especially crucial in relation to staff development in

libraries. Several methods for recognition for participation in continuing educa-

tion activities were mentioned including continuing education units (CEU's),

released time and travel expenses. Both of these topics, although individualized

when applied to a specific situation, could be a p2rt of a CLENE sponsored program

in the future.

The broad aTea of staff development seemed to have a high priority in the

responsibilities of the participants. The need for programming through organiza-

tions and staff development seemed to encompass and go beyond the planning and

producing of workshops and institutes.

Some of the questions raised indicated that there is a lack of knowledge

and imagination for planning a variety of ways to achieve objectives. Too often,

it seemed, the lecture was used when a more effective method of presentation

might have been more successful and effective. A session in a future CLENE

assembly on this topic would undoubtedly be well attended.
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Some participants hoped that CLENE would participate actwely in the

notification of continuing education opportunities, not only those which were

specifically library oriented, but also those programs in fringe areas which

might interest librarians.

The need for continuing education programs and also the demand for

persons responsible for the planning of programs were confirmed by the questions

and comments of the participants. Ruth Warncke, author of the recently pub-

lished Planning Library Workshops and Institutes, was an excellent choice for

discussion leader for these sessions. Her interest and experience in the topic

gave her an understanding of the concerns of those present as she provided

encouragement to study and practice the art of conducting workshops and

institutes.
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assuming too much can cause serious problems later. Be sure that participants

are actively involved; involvement can take place in a variety of ways with

talking being only one way.

Topics which emerged in the discussions which reflected the concern of

ot the participants involved the financing of continuing education experiences

and the recognition for participation in continuing education programs. The

financial problem seemed especially crucial in relation to staff development in

libraries. Sevcral methods for recognition for participation in continuing educa-

tion activities were mentioned including continuing education units (CEIrs),

released time and travel expenses. Both of these topics, although individualized

when applied to a specific situation, could be a part of a CLENE sponsored program

in the future.

The broad area of staff development seemed to have a high priority in the

responsibilities of the participants. The need for programming through organiza-

tions and staff development seemed to encompass and go beyond the planning and

producing of workshops and institutes.

Some of the questions raised indicated that there is a lack of knowledge

and imagination for planning a variety of ways to achieve objectives. Too often,

it seemed, the lecture was used when a more effective method of presentation

might have been more successful and effective. A session in a future CLENE

assembly on this topic would undoubtedly be well attended.
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Some participants hoped that CLENE would participate actively in the

notification of continuing education opportunities, not only those which were

specifically library oriented, but also those programs in fringe areas which

might interest librarians.

The need for continuing education programs and also the demand for

persons responsible for the planning of programs were confirmed by the questions

and comments of the participants. Ruth Warneke, author of the recently pub-

lished Planning Library Workshops and Institutes, was an excellent choice for

discussion leader for these session: . Her interest and experience in the topic

gave her an understanding of the concerns of those present as she provided

encouragement to study and practice the art of conducting workshops and

institutes.
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Small Group Discussion
Group 11

INITIATING A STATEWIDE PROGRAM FOR CONTINUING EDUCATION

Workshop Leaders:

Workshop Rec )rder:

Travis Tyer, Senior Consultant Professional
Development, Library Development Group,
Illinois State Library

Kathleen Weibel, Doctoral Student, Library School,
University of Wisconsin, Madison

Joan Durrance, Instructor
Dept. of Library and Information Services
University of Toledo

Two very well attended sessions were devoted to this topic, with partici-

pants from throughout the United States, representing diverse continuing educa-

tion elements, including library educators, public, academic and special libraries,

state library agencies and associations. Two workshop leaders, Travis Tyer of

the Illinois State Library and Kathleen Weibel of the University of Wisconsin

Library School, presented the plans which these two states have developed to

coordinate the continuing library education programs within each state.

Due to the unique circumstances in each state, the approaches to the

development of the plans were different, but the elements which have emerged are

similar. A continuing education needs assessment study was sought by the State

Library of Illinois, but, since the funding was not forthcoming, it was necessary

to bypass this needs assessment step, E n d form a committee to pool the knowledge

of a diverse group of individuals within the library field.

The Illinois State Library Advisory Committee on Education and Training
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was formed to develop a position paper and a coordinated plan for continuing

library education in Illinois. The committee consists of 27 members, repre-

senting three major elements: 9 librarians, 9 public library trustees, and 9

library educators. The make-up of the three sub-committees of the Advisory

Committee reflects various components of each element. The library education

sub-committee, for example, consists of representatives of both accredited

and non-accredited schools in Illinois as well as representatives of the two-year

Illinois library training program. The Advisory Committee's Position Paper,

included in these proceedings, outlines the goals of the coordinated program of

continuing education for Illinois, which are, ultimately, to improve library

service through better trained library personnel and through increased coopera-

tion among libraries and other agencies and associations within communities.

Tyer discussed the Advisory Committee's examination of the roles of

the various elements of continuing education in Illinois: library personnel,

employing libraries, library systems, library associations, library education,

and the state library. These elements, in order to work in a coordinated manner

to deliver quality continuing education, require a linking agent, which, in Illinois,

will be the State Library with the assistance of the Advisory Committee.

Kathleen Weibel detailed fir development of a coordinated approach to

continuing education which is being developed in Wisconsin. Wisconsin's planning

in this area has grown from recommendations of the Final Report of the Task

Force on Library to the Council on Library Development (June 1975). The Task
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Force had been a representative group of all types of libraries, all library and

media associations, and library education programs in the state. Weibel identified

the elements Involved in continuing education in Wisconsin to the CLEM workshop

participants. Although most were similar to those which had been identified in

Illinois, because continuing education in each state has developed differently, the

configuration within Wisconsin was slightly different. For example, the University

of Wisconsin Extension has for some years been active in continuing education

programming. It is logical, therefore, that UW Extension play a prominent role

in the development of a coordinated program of continuing library education in

Wisconsin.

Weibel detailed the charge of the Continuing Education Planning and

Coordinating Project, to be housed in UW Extension, with which she will be work-

ing. Steps in the development of the coordinated plan were detailed. Priority

activities will be a needs assessment, and establishment of communication with

and between all the elements of continuing education in the state through news-

letter, telephone and direct contact with these elements. Later, cooperative
1

planning will be initiated, probably, as recommended by the Task Force Report,

through the state Division of Library Services, as the various elements have been

identified, and the continuing education needs of library personnel have been

prioritized.

The discussion which followed the formal presentations indicated that

other states, notably Michigan, had begun the process of identifying the elements
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in continuing education needs through increased communication. The discussion

reinforced the information from the formal presentation that states have

developed differently, but as plans emerge, similar continuing education

elements are identified. The strengths of the various elements will determine

the pattern of development of coordinated continuing library education which

emerges in each state.

Group discussion focused on the need to understand and utilize the existing

power and organizational structures within each state, and the necessity to evaluate

the leadership and capability of the various continuing education components. A

need for the development of guidelines for statewide continuing educatkn programs

was identified. The need to examine alternative continuing education funding

options was pointed out. The role of certification in continuing education planning

was suggested as a future consideration. The major focus of the discussion

throughout, however, was on the similarities of emerging plans which focus on

the interfacing of the various groups*involved in continuing education.

One tool for increased communication discussed briefly in the first

session, and in greater detail in the second, by Professor Muriel Fuller of

University of Wisconsin Extension,was the Educational Telephone Network (ETN)

which operates throughout Wisconsin. ETN is a telephone network operated

through UW Extension which connects 200 stations in the state -- usually in

court houses, campuses, libraries, and hospitals throughout the state. Each

ETN station consists of a speaker and a set of microphones. All statiOns are
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in simultaneous communication with each other, and may even communicate with

an out-of-state speaker, reached through a long distance telephone call. ETN

has been used extensively in Wisconsin for continuing professional education by a

number of professions. Its potential as a continuing education and communication

tool is great. An information brochure on ETN may be obtained at no cost

through UW Extension. A new extensive publication, The Status of the Telephone

in Education, has recently been released by UW Extension, and is available at

a cost of $15.00.

Accompanying Documents

1. Illinois State Library Advisory Committee on Education and
Training - Position Paper.

2. Continuing Library Educal .1 Planning and Coordination Project.
Summary. University of Wisconsin-Extension, Madison, WI.

3. Hoffman, David R., "Report of the Task Force on Library
Manpower and Education, Summary and Recommendations."
Wisconsin Library Bulletin, Nov.-Dec. 1975, pp. 307-314.

4. Park, Lorne. "ETN ... A Way not to Travel."
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MICHAEL J. HOWLETT
Secretary of State

OFFICE OF THE SECRETARY OF STATE
Springfield, Illinois 62756

ILLINOIS STATE LIBRARY

TO: Participants, 1976 CLENE Assembly

FROM: Travis E. Tyer, Senior Consultant
Professional Development
Illinois State Library

DATE: June 14, 1976

SUBJECT: Illinois State Library Advisory Committee on Education and
Training - Position Paper

,

Attached is a copy of the position paper on continuing education for persons

working in and with Illinois libraries.

This position paper (4th Draft) was developed over one and a half years with

the advice of the Illinois State Library's Advisory Committee on Education

and Training. A fact sheet on the operation and composition of the advisory

committee is attached.

I would like to reinforce the fact that this is a position paper, not a plan.

The advisory committee will concern itself with future months on the planning

and methodology of best "activating" the position paper. We also recognize

that the position paper may be constantly and continuously revised.

The position paper will be submitted in September to the Illinois State Library

Advisory Committee for its endorsement.

BLL/TET/caf
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I . I I I

Iii ry

ADVISORY COMMUTK UN 'r.DI.JCTION AND TMINING

PROPOSED STATEMENT OF POLICY ON CONTINUVG EDUCATION

"Conti_nuing Education a e6.6entia. 60k ate Zibkaky petsonnee, rto-
ices,sionat and suppoktivc, whe-thet they kemain within a pasiti.on
CategOky Ok aAz pk2paking to mov t! into a ii.ghek one. Continuing
educatZon inceude both 4o4mat and i0kmae ZelkuZnq
sitItations, ncd :lot be .0:ri;,ted to tib!taky subjeets Oh the 06-
6elings 06 Zii.A!Ly.Lchoots."-

PREFACE

The State library is firmly committed to a leadership role in developing
a program of continuing education for the state's library community. The ulti-
mate goal is:

"The asswted pkovision 06 excellent Zibtaty setvice 6ok all. the
kesidents 06 the state 40 that the need iok metunae, educationa,
intiokmationa, and kecteationaZ kesoukces can be met, and,the gov-
eknmentat and economic deveeopment 06 the state can be 6osteked." 2

Improved service for library users is the end result of continuing education for
people who work in and with libraries. All programs and activities should be
planned and executed to enhance methods of fulfilling user needs. To accorllish
this, all people who work in and with libraries will have to be included in a
continuing education program. Hereafter, the term "those who work in and for
libraries" is defined as all personnel employed in libraries, library board
members, volunteers, Friends of the Library; academic and educational admlnistra-
tors, faculty members, company officials and boards, etc.

Specifically, the program is:

"To pkovide wea tnained peksonnee in su66icient numbets to meet
the sekvice needs 06 Zocat. tilm.aty systems, and the
Illinois State Libtaky, and to pkovide oppoktunities 604 the con-
tinuing education and deveeopment 06 peksonnee worching in and with
tibkakies." 3

PHILOSOPHICAL BASIS

The largest single expenditure of libraries is for personnel. The individuals
whO work in and with libraries assume the responsibility for interpreting society's
informational needs and providing ways to meet those needs. It is therefore
essential that these individuals are provided with the opportunity to maintain
and improve their Competencies.

Continuing education is a means for accomplishing this mandate. Though not an
end in itself,..continuing education is a means to maximize the efforts of the
library's most expensive resource----persons involved in providing library services.
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The program o; continuing education shall have five goals:

1. To enable individuals working in and with libraries to respond
to the constantly changing needs-of. the community.

2. To encourage individuals working in and with libraries to update
and expand their competency in and knowledge of new technologies
and developments.

3. To upgrade library service at all levels in all types and sizes
of libraries.

4. To aid the total library community to define its objectives for
interlibrary cooperatian and extension of services to unserved
and/or poorly-served clienteles.

5. To encourage libraries to become more closely aligned and involved
with other agencies, associations and organizations within the
total community.

Continuing edUCatiOn is life-long learning and development. No single agency,

association, organization or group of people has exclusive responsibility as
the primary supplier of continuing education. Rather it is a shared responsi-
bility with all actina in consort toprovide a coordinated, united program for
those who work in and with libraries;in Illinois. The role of the Illinois

StateLibrary is that of a catalyticagent coordinating activities in conjunc-
tion and cooperation with all other jndividuals, institutions, agencies and
association involved with continuing.education for the library community.

1. Groups must select the responsibilities they wish to shoulder
and assume and negotiate their areas of responsibility.

2. Each group involved has its own relationship to the individuals
who participate -hi its program; its own capabilities, its own
motivations; and its own view regarding its role.

3. Roles may shift and change as a coordinated program envolves and
developes, necessitating a continuous.reassessment of roles,
activities and needs by all participating groups.

4. Harmonious, united and efficient dynamiCs credicated to the goals
and purposes above lead to an effective total program.

III. AREAS OF RESPONSIBILITY

The large number of agencies, institutions and associations already involved
In delivering continuing education to the library community in Illjnois makes
it necessary to define the role of the Illinois State Library within the total
framework of the library environment in Illinois.
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..trure includes tnese elements:

A. The individuals Working in and with Libaries

1. Accept the concept of life-long ed:Jeat7on in which the learning
process is continuous and uohroken.

2. Accept basic responsibility for continued self-development.

3. Assess personal needs for self-developmen.

4. Determine personal goals, objectives and strategies for
continuing ejur.ation-.

5. Choose access routes for achievement of personai growth and
development.

6. Supply the internal energy and drive for personal development
goalc.

7. Commit personal time and/or money to continuing education.

8. Evaluate continuing education programs.

9. Commit time and energy to the encouragement of and production
of continuing education.

10. Assist, encourage and advance continuing education for those
supervised.

11. Become involved in inter-professional.continuing education
planning in communities.

12. Support library association tAntinuing education activity
through membership and active participation.

B. The Employing Libraries

1. Consider continuing education an integral function of the
organization in upgrading and developing service programs
for clients.

2. Provide an environment conducive to the development of staff
members to their fullest possible potential.

3. Acquaint library users with the fact that continuing education
for those who work in and for libraries contributes to better
service for users.

4. Identify continuing education needs as an outgrowth of long-
range planning for the benefit of library users.
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5. Lstdblish policies and procedures that stimulate individuals
working in and with libraries to take advantage of opportunities
for personal development.

6. Provide financial support for the operation of a staff deVelop-
ment program, including released time, merit increases, tuition-

reimbursement plans, travel expenses, etc.

7. Prepare learning packages fur local use as well as for sharing

and exchange.

8. Operate an in-house program of staff development for all levels
of persWinel emploYed in or associated with the library.

9. Institute a record keeping system for continuing education
activities, using employment records, staff evaluation, continuing
education opportunities in priority order, etc.

10. Co-sponsor continuing education activities with other groups.

11. Provide evaluation of existing opportunities for continuing
education.

12. Support continuing education activities of library associations
through institutional. membership and active participation.

C. The Library Systems

Identify continuing education needs for the library community
within the system.

2. Fulfill the continuing education responsibility as the employing
library for the system staff and board members.

3. Establish policies and procedures that stimulate individuals
working in and with libraries to participate in opportunities
for personal development.

4. Assign staff to be responsible for continuing education activities.

5. Offer consulting help to local library units to develop and
implement continuing education programs.

6. Demonstrate to local library units a procedure to follow to
establish and produce a cont'nuing library program.

7. Establish an incentive plan to encourage those who work in
or with libraries to pursue continuing education.

8. ;.:pare learning packages for local use, as well as for sharing

and exchange.

9. Conduct continuing education activit.es for local staff and
board members which contribute to local and area library goals

and objectives.
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10. Co-sponsor continuing oduc.ation activitis with other groups.

11. Evaluate contin.,ing library c.1;ucation opvrtunities available
to the people within the s:.,:stem.

1?. Comnicate ir,forP;ation a5out cont!nuim.! education opportunities
to thelibrary iri:IluniLy within the systc-m.

13. Support continuing education activities of library associations
through instiLuional Lthershi p nd active participation.

D. The Libris.rv Ascociations--Loral. Str.;te,Peoional, National

1. Identify contimling education ne:A-.; as an uutgrowth of associ-
ation plannincj and program developent.

2. Assist in setting staddards and guidelines as well as evalu-
ating continuing education prograios.

3. Encourage membership to participate in continuing education
programs.

I. Identify continuing education experts among the tnembership
and encourage use of their abilities.

5. Establish and maintain a comnittee on oontinuing education to
participate in Lhe uevelooment, impleihentation and evaluation
of a stata-wide continuing education program._

6. Commit conference time and resources to continuing education.

7. Conduct workshops, seminars, institutes, etc., with existing
membership as fhe target audience.

8. Publish and produce materials such as learning packages which
contribute to the continuing education of the membership as
well as librarianship-at-large.

9. Provide a communication channel for dissemination of information
about continuing education opportunities.

10. Co-sponsor continuing education activities with other groups.

E. The Library Programs

1. Prepare individuals for competence in library positions at all
levels through formal programs of study----two-year progrims,
undergraduate programs, ijraduate programs.

2. Alert students to the concept lifelong education and their
responsibilities for continuing education.
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3. Empl-Bsize, tnrcugottt format coorc Aruuture, tne continuing
education responsihilitios t1;- administrators alid supervisory
staff._

4. Encourage staff particip:tiun in continuing education.

J. Create and fund facufty positions spt.!cializing ifi continuing
education.

6 Help in training continuing education specialists for the field.

7. Participate in the development, implementation and evaluation
of a state-wide conLinuing education program.

8. i'rovide consultant services.

9. Conduct institutes, short courses, seminars and workshops.

10. Provide evaluation of existing opportunities for continuing
education.

11. Co-sponsor continuing education activities with other groups.

12. Encourage interface among library education program, employing
libraries, systems, library associations and state agencies.

13. Prepare and distribute learning resources which contribute to
the continuing education of individuals in remote areas.

14. Research

F. The Illinois State Library

1. Identifies priorities among continuing education needs of the
state.

2. Fulfills the continuing education responsibility as the
employing library for the state library staff.

3. Established policies,and procedures that stimulate institutions
to provide and individuals to take advantage of opportunities
for personal development.

4. Plans, implements and evaluates state-wide continuing education
programs based on needs identified in over-all library planning
activity.

5. Assigns staff to be responsible fur ccntinuing education.

6. Provide consultant scr...icos in the realr, of continuing librai'y

education tor all group: within the state.
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7. Provides a link b(!ti4een individual lihraries, systems,
regional and national programs for continuing education.

8. Experiments with new training techniques and reward systems.

9. Produces learning packages for specific utilization within
the state.

10. Coordinates state-wide continuing library education programs
involving those who work in and with libraries.

11. Cooperates with other groups in providing continuing
education opportunities.

12. Sponsors special institutes, workshops, seminars, etc., as
needed which contribute to state-wide library development.

13. Justifies continuing educaLion for those who work in and with
libraries to the state funding body to insure adequate
support for such activities.

14.. Selects and maintains collection of nationally developed
learning materials for continuing education programs in
Illinois libraries.

15. Research
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1. Continuing educat-ion

2. Staff de:elopment

3. Learning pa:_kages

4. Incentive plan

5. Service needs

6. Reward systems

7. Interface

8.

9.

10.

11.

12.
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FACT'SHEET

ILLINOIS STATE LIBRARY
Advisory Committze on Ercoation and Training

The Illinoi..;-State Library Advisory Committee on Education and Training
will be composed of tv:enty-seven indiviCuals: nine (9) representing
librarians, nine (9) representing public library trustees and nine (9)
representing library educators. Each group of representatives will serve
as sub-cormittees: The Librarian Sub-Committee, the Trustee SubCommittee
and the Library Educators Sub-corrittee.

The Librarian Sub-Corrittee shall include two (2) system directors, two
(2) system staff reNbers with educational responsibilities, one (1) un-
trained public librarian, one (1) professionally trained public librarian,
one (1) school librarian, one (1) special librarian and one (1) academic
librarian.

The Trustee Sub-Committee shall be composed of nine (9) public library
trustees.

The Library Educators Sub-Committee shall be composed of three (3) repre-
sentatives from tha ALA accredited programs in the state, three (3) repre-
sentatives from the non-ALA accredited programs in the state, and three (3)
representatives from the two year programs in the state.

The Committee shall also include ex-officio members as are appropriate to
the functioning of the Committee. They shall ,nclude: (1) President,
Illinois Library Association, (2) President, Illinois Public Library Direc-
tors Association, Illinois Library Association, (3) Chairperson, Illinois
Library Association Committee on Continuing Education, (4) President,
Library Administrators Conference of Northern Illinois, (5) President,
Illinois Chapter, Special Library Association, (6) Chairperson, Illinois
Regional Library Council Continuing Education Committee, and (7) Executive
Secretary, Illinois Library Association.

PURPOSE

To aid the Illinois State Library in planning for the coordination of educa-
tional and trainingiaivities to meet the needs of the library community in
Illinois:

* to promote the concept of the development of each individual
working in and with libraries to the extent of his ability and
potential.

* to serve as advisors and react,ors to potential programs per-
taining to the development of those working in and with libraries.

155

168



* to itify unmet educ,7,t4!,nefl znId nee:-.1F,, of th.:so

in and with librariE,s I is fc;:- c.ior by the oprropcite
groups -- library associoU,ons, library :,!duc;:tior,, systers, state
agencies, consor'cia, loca' .I'vries and comHnetions thereof.

* to prcuote th2 Ti in-service and continuing educa-
tion activitis to meet ne,:oJ. not currenzly teing met-by the
various organizations and agencies enuF,ged in these activities.

ONTRATIW, PROCEW7S

The overall Cc,.:4ittEP shall r..eet not less than twice nor no more than four
i.tnnuaily ,i:.ponding upon planning and functional needs. The Committe

will z.:3e t Ch,lirman ar,d Vice-Chairman at its first meeting and
annually noreafter.

The su'o-co,vittees will also choose their chairmen at the first meeting
and anuflly tnere;!fter. Each sub-committee would be free to function
as a unit if a particular activity or proposal is deemed.particularly
appropriote.

Thrms of committee members shall be for three years and staggered. Terms
for the original Committee will be determined by lot at the first organizi:-
tional meeting. Each sub-cormittee shall have three memers !ith three
yar 'corms, three merbers with two year terms, and three.members with one
ye.ar terms. Thnoafter, all terms shall be for three years Nith three
mmbors retiring.each.year.

for comwittoe mmbers to attend approved me:Aings as schedulad
ara bern:! Iv the Illinois St6;:e Library in accordance with trevel regula-
tions of the Secretary of State's Office.

TET/caf
6-17-7e
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SUMNARY

The Continuing Library Education Planning and
Coordination Project

University of Wisconsn-Extension, Madison
Communication Programs

Continuing education planning for library prsonnel in Wisconsin currently
focuses on the recommendations of the Final Report of the Task Force on Library
Manpower and Education to the Council on Library Development. This report, pub-
lished in June of 1975, is the result of two years of consideration of the manpower,
training, and education needs of Wisconsin's libraries and a year long directed
investigation of these needs. The investigation was supported by LSCA funds
granted by the Division for Library Services Department of Public Instruction
under contract with the University of Wisconsin-Extension. The Task Force on
Library Manpowevand Education found the coordination of existing programs, the
on-going assessment of continuing education needs, and the encouragement of new
programs to meet these needs, essential to the development of the manpower neces-
sary for Wisconsin libraries.

These findings serve as the basic concepts of the Continuing Library
Education Planning Project. It is expected that this project will exist on.ai
pilot basis for three years of LSCA funding after whith, if successful, it win
be incorporated into the on-going program of the Division for Library Services.
The project is presently funded at $20000 for its first year; based in the
Communication Programs of University of Wisconsin-Extension, Madison; and sche-
duled to become operative September 1, 1976. The project staff will consist of
a half-time continuing education coordinator and a half-time clerk typist. Pro-

fessor Muriel L. Fuller, University Extension, will devote 5% of her time to the
administration of the project and serve as Project Administrator.

The Continuing Library Education Planning Project seeks to provide the
coordinative element now lacking in Wisconsin's continuing education programs for
library/media personnel. This is to be accomplished through working with agen-
cies of continuinveducation, and those interested in developing such programs
for library, media and information center staff, and the staffs themselves. The
project will not attempt the generation of continuing education programs but will
work in a cooperative mode. Four broad.areas of concern provide the project
focus: needs assessment, resources, communication and evaluation.

During the first year of the propcsed three year pilot project evaluation
will not Ile considered. Emphasis in the first year is to be placed on (1) estab-
lishing communication among individuals and organizations through a newsletter,
telephone and direct contact; and (2) planning for the actualization of the re-
commendations of the Task Force on Library Manpower and Education. The specific
task, on-going activities, and planning which make up the first year program are
the result of interaction with other agencies, organizations, aFsociations, and
individuals and may be modified by the cooperative work mode of project staff and
the central project purpose--coordination. It is expected that any such modifi-
cation will be consistent with project goals and the attached first year goals
and meas:rable objectives.

As the initial stage of this project stresses development of communication
and planning, the first year of the project' will be evaluated through internal
assessment.

156

173
7/8/76--150 c



First year goals and objectives

Needs Assessment

A. To inventory and prioritize already articulated Wisconsin Library/media
personnel continuing education needs. .

Measurable Objectives

I. The acquisition and organization of extant data on WisCOnsi.n library/
media staff continuing education needs.

2. The publication in the last report of a prioritizei list of
continuing education needs drawn from the extant data acquired
by the project staff.

Resources

. ....

A. To investigate the possible relationships of the Division for Library
Services to agencies involved in continuing education, locz;1 and regional
governing bodies, associations, etc. and to suggest patterns for coordination.

Measurable Objectives

1. The presentation of alternative patterns and plans for coordination
in quarterly reports to the Division tibrary Services.

B. To facilitate awareness of library/media ccoting education roles,
goals and objectives of respective agencies, im;titi.4.;ons and associations
involved in such programs in Wisconsin.

Measurable Objectives

1. The acquisition of statements of ccAtimin, education functions
from the agencies, organizations and ins.cutions identifiod in
the Task Force on Library Manpower ;X'.1 alucation Report.

2. The publication and distrbution, at the clor-e of the fund-

ing year, a directory of W'sconsin library/media relate,i ager77jes,
organizations and institute.i continuing education functill,5, in-
cludlng roles, goals and objectives of eath.

C. To identify and disseminate incirmation on library/media Lontinuing
Nit.cation activities.

Measurable! Objectives

1. Wmnership and participation in CLENE, ContinuingAibrary Education
Nctwork and LYchange, including search of CLENE's continuing educa-
tsNi data ha,;c: as requested.

2. Preporaton of a calendar of Wisconsin contirwing education activi-
ti.es for library personnel and distribution t'l,ce times a year
.,:hrougo the newsletter.
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3. The establishment and maintenance of a file of library/media

continuing education activities outside the state of Wisconsin.

Communication

A. To establish contact with agencies, institutions, organizations, and
individuals currently concerned with lr,!ry/media continuing education
in Wisconsin.

Measurable Objectives

1. The attendance of project sta!'f at library/media conferences and
meetings such as Wisconsin Library Association, Wisconsin Audio-
visual Association, chapter 7,retings of ASIS, SLA and CLA, and
interlibrary cooperatives.

2. Staff maintenance of a telephone and activiLy log twice a

month; and, analysis of the ,c.g as part of the quarterly report.

B. To develop channels for commni7ation among agencies, institutions
organizations and individuals interested 1.A library/media continuing
education in Wisconsin.

Measurable Objectives

1. The publication of a newsletter concerned with library/media
continuing education three times during the year.

2. The establishment of a Li.brar> Continuing Education Council by
the close of the first proitct year.

C. To develop initial proce.lures for statewide library/media continuing
education planning.

Measwable Objective

1. The prescritation of designs for needs identification and assess-
ment; and for lin.N.ing human resources to agencies, etc., in the
quarterly reports aod in the second year funding proposal.

^
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Wisconsin and CLENE

The Office of ihe Conlinuing Library

Education Netvork ind Exchange

(CI ENE ) ha announced completion id

some organuitional 5icps that will

transform it from a largely ad hoc

planning otgani7aliat) 10 3 formally

structured continuing education 1063

in support of all librarici and inform-

lion service.

CLENE had its origins in a study

project established under the aegis of

the National Commission on Libraries

and Informal.= Science With nr.

Eliebeth Stone of Catholic Universo

as project director, and the aim* of

an advisory COMIlitlee. a substantial

repon was ikvelopul on Continuing

library and Information Science Edo-

anion.

One of the key recommendation's of

the report was that there be a

permanent Continuing Library Educa.

(ion Network and Exchange al the

national level. It is to be hoed on

continuing liaison with national or,

ganizations in library and information

science, and its me functions will be

established through a continuing aues

mem uf priority needs.

Ariale; of incorporation have been

drawn, and a Board of Directors has

begun to function. At the clef of the

American Library Association Mid-

winter meeting in Chicago, the first

CLENE Assembly will meet. This is

the largest and most thoroughly

pregntalive of CLENE'c organiza .

had components, and on it will rest

primary responsibility for needs assess.

aim Room In Hoard and the

Acsembly .vill he an Adsisora Commit

tee Bernard franclocak 40 I have

had the privilege of serving on the ad

hoe akin 011111111141 lulu January.
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Wisci.min and eight other state library

7. LAC committed small amounts

I.; orotil CLENE operations, and

e'4E has ieeeived several federal

.113 initial SerVi

'W CLENE do for Wisconsin?

Among its Erg scheduled activities arc

the issuance of a newsletter, CIENE

Eschange, and the publishing of an

annual lisling of continuing education

opportunities in library, media and in-

formation science.

Future activities depend upon the

Assembly's needs assessment. Among

earlier ideas are that it might identify

gaps in available continuing education

offerings and produce or contract for

learning programs which eould rill the

gaps. Since it could not and should not

build 3 separate faculty, its learning

programs might appear as multimedia

packages, or even computusisted

programs.

The Report of Wisconsin's Talk

Force on Library Manpower and Edu.

cation has been sent to CLENE. It it

hoped that Wisconsin librarians,

mation scientists and media persot tel

will continue to offer suggestions to, id

av4 aucatioos of, CLENE. The CLNE

Office (620 Michigan Avenue N. E.,

Washington, D.C. 20064) can offer

transparencies, slides and printed seript

to explain its activities to interested

anups

The future of CI.E7a4. Is in your

hands, as well as thoie of Ils organza.

11441 components, Ir offers the chal,

lenge of making work a owirariented

collaborative national effiut, which mot

emerge horn the give.andtake of ur,

ganildlioni with prioroies which have

daybed in the past

W. I yk Fklert

, ,....". &Am.! 41

Report of the task force on

Library manpower and education

Summary and recommendation;

1110 .1.1.1=40 emINIMMM

David R. Hoffman

Mr, Hoffman served as Project Coordinator

for the Tog NM on Library Malmo and
Educiiio from July 1914 ii June l915. The

full rep, from which this mink is derived. is

available from the Division for Library Ser.

vices, 126 Lawton Simi, Madison 53702.

Background

In December 1973 the Council on Li-

brary Development set up a lasi Force on

Library Manpower and Education to

carry out an integrated study of library

manpower and education needs in Wis.

consin, and of the resource available to

meet those neciii.The project was funded

by Library Service and Construction Act

Title I and III funds

The Task Force, representative of all

library and media associations in the

state, types of libraries, media programs

and library education, was chaired by

Muriel L. iran of the De

'Ilrribroftommunieation, University

of WisconsinExtension, and functioned

through a steering committee and three

working groups: Manpower, chaired by

Leroy Zweifel, UW -.Madison Engineer-

ing lablary; Library Education, ch..red

by Joseph A. Raisse, UW Parkside Li

bury; and Certification, chaired by

Barbara Bartley, UW Milwaukee

School of Library Science,

The Task Force set six objectives for

the sludy.

It To determine library personnel

requirements in Wisconsin for the de.

a 0, '111,1 HOPIIA .111111her Oa;

0
ade 19I.196 i including numbers and

levels of iaiiiticifis and the professional

knowlcilla and technical skilk nada for

proshhng ;he ..harging potions of library

Nay ice.

2) la determine the library education

regurfea in degree programs and con-

linking education programs as they relate

to Wisconsin.

3) To deielop recommendations con-

cerning libtary education piograms in

Wisconsin in relation to personnel needs.

4) To develop reuimmendations con-

aerosig cuatinuing education programs

for library persoanel.

1 To amsider and develop recom-

laendatiuns on cerlificadon requirements

fa library punt

6) To develop a model for continuous

updating of information about personnel

needs, library education and certification

Thc stbdy was maimed with peso.

nel al all levels, in all types of libraries,

media centers, information centers and

similar organirations whose common pur .

pose is the collection, organiration and

dissemination 10 making available for use

recorded knowledge in its several forms.

The projeo was Administered by ibe

3 I oensica Department of Com,

muniaatioi, aith David R. Hoffman as

Project (wri)mtor, and Peter A

Nfran 3s Proj4a1 Assistant, I he project

staff conducted the siudyissisted in

humiliating recommendatima and pr.

pared the fii.il report Ihe worko
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groups advised the protect staff in the

development of the study. evaluated the

results and forwarded their retommenda.

tiorts to the Task force, which resiewed

the reports of the three working groups

and forwarded the entire report to the

steering committee. The steering

tee acted as the Executive Committee of

the Task Force. and in its final action

approved the report with recommenda .

lions, for transmittal to the Council on

Library Development.

Peados

The project staff began its investigation

with an intensive domination of NMI

library manpower and education studies

undertaken in other states, and relevant

national studies, as well as previous state

studies in Wisconsin. The staff was abk

to take advantage of strengths in concept

and design in other studies, and could

Cr` incorporate son of these into plans for

gathering and evaluation of data in

Wisconsin. No one of these studies,

however, addressed itself to all of the

objectives set forth by the Task Force,

Hence the staff found it necessary to

prepare a study &sip which would

proqe sufficient breauth and width of

coverage to meet these objectives.

A questionnaire addressed to librarians

was used to gather data on numbers uf

people presently employed al several

levels of responsibility and al octal

educational levels, needs and attitudes

toward continuing education, attitudes

toward certifotion, some onments on

appropriateness of present libraISItledw

education programs, and a (orecast it( the

numbers of people at the ieseral lcsels if

responsibility who might tie read to

provide library sersice in the deede

ending 1985.

Considerable consultation AP tin .

derlaken by the staff will' the I N

4 7
4.stension WISCOnsin Suse

)aborolory to determine thr' best Means

to arrive at a properly representative

sample of personnel in different types of

hbraries and with different levels of job

responsibility. The Laboratory drew the

sample of administrators and staff

members based On statistical information

on staff size and enrollment provided by

the study staff. Since it was desirable that

some of the questions tit put to school

administrators as well as librarians, a

sample of district administrators was

drawn reflecting student enrollment levels

by district,

The Survey Laboratory duplicated and

mailed the questionnaires in January

1975, and mailed a follow.up reminder to

nonrespondents after an appropriate in.

terval. Responses were analyzed by the

Survey Laboratory in consultation Inn

the project staff; in those instances where

responses were unekar, the determination

of approprice answers, or decision to

code the answer as a nonresponse, was

made by the project staff. The Laborato.

ry provided coding, key.punching, and

tabulation of the responses. Responses

were sorted both by population group and

by level or respondent's professional edu.

cation, (See tables page 3091

The project invited the heads of the

state's libratylmedia education programS

to a meeting in Madison on October 5.

1974 to discuss proposed means of

gathering information for the study, she

kinds of information on education pro.

grams which the staff needed, and the

kinds of information which the project

might provide to the educators. An in.

tervitw schedule was prepared for this

purpose, and between November 1974

and February 1913 visits were made by

Inc staff to each of the campuses offering

hbrary science programs, and the univer,

sit) departments offering bachelor's or

graduate degrees min audiovisual fields,

ik a follow.up, the heads of these

programs were invited to a second meet.

ing, in Wisconsin Rapids on April 10.

197, to review and react to the first

It is the judgment of the project staff Mat Mc 161tonve rate in rhissuriey is odlitiont

to enable generalination to the universe of individuals in such positions in the slate.

Population group Sarle 1 sable Response

size responses rein

Academic library directors 80 61 161

Academie library staff members 97 73 151

Special library directors 98 56 60 q

Special library stall members 11) 79 701

Public scheol library directors 100 61 11(.;

Public schoal library staff members 99 73 74i

Nonpublic school library directors 100 62 625,

Public library dircetors 100 74 741:

Public library staff members 100 70 701.

Public school district library supervisors 20 16 801

Public school administrators 100 62 621

A second questionnaire was designed to gather information on background and

perceived edecitional rads of public library trustees so the state. Like the questionnaire

for librarians, it was pretested with a sample group of trustmand it was also reviewed

by the Executive Board of the Wisconsin Library Trustees Associaion. One hundred

library board presidents and a hundred library board members were randomly selected

from lists of boards maintained by the Division for Library Services; the project office

mailed the questionnaire, coded and analyzed the responses.

It is 'the judgment of the project staff that the response rate is sufficient to enable

generalization to the larger group of library board members in the state'

Category Sample liable limpense

sire rmpolises rate

Library board presidents 100 57

Library board members 100 40 10`;

drafts of conclusions and recommend

lions from the project staff. The staff

found both meetings particularly valuable

OSO result of the interactive style af.

forded. Representatives from a number of

the programs provided further data and

suggestions for the staff and Task Force,

and attended meetings of the Working

Groups and Task Force as observers,

Factual data were gathered from a

variety of sources for ust in developing

recommendations or making forecasts.

Enrollment projections through 1983

were obtained in Fall 1971 from the

registrars of nonpublic institutions of

higher education (some institutions had

not developed projections this far la

advance); projections through 1984 were

obtained (rent the University of Witco

sin Central Administration for all

campuses in the state system; projections

through 1980 for the Wisconsin system of

vocational, technical and adult education

were obtained from the State Board for

Voational, Technical and Adult Educa.

lion. The Department of Public Instroc .

lion provided forecasts of enrollment in

the public and nonpublie schools through

1978, The Population Projection Program

of the Slates Department of Ailministra.

lion provided population protections

through 1985.

1111/1 /001101 /4,1/101,11 pw50,ti, 00, I I./



At the request of klanpover Work.

mg Group, the po qui staff invited a

group oi a dozen n'Ardns in key posi.

tions to a f;und.!,,ble discussion on

qualitative trends that will affect

manpower neols ic he coming decode.

At that ateeting. n May 29, 1975.

twenty.four postrble trends which might

impact upon periOnnel netels Were denti

fled, and the resprdenis Welt asked to

indisate the degree as which each trend

might hase an effect upon the various

types of libraries.

Staff conclusions drid reeommendations

were prepared co toe basis of question.

nolre responses and other data gathered,

ad were distributed to members of the

Task Force and to heads of the li

brary/modia education programs, The

Task Force's three worbag groups met in

Madison in May I Library Education,

May 7; Cenifitation, May 12;

Manpower, May 141 Thae groups con

sidered and discutsed papers presented by

the staff, and accepted, modified or

rewrote them as appropriate. Reports and

recommendations from the Working

Groups were reproduced and circulated

again 10 tht 'entire Task Force and to

heads of the etfuegioe programs.

On ione 12, 1915, the Task Force met

as ; body and, in Imo, considered each of

the recommendatiorts in the form adopted

by the appropciate lorking group, again

with tlie option of ar,:eptance, rejection or

modification, The repons and retom

mendationa ma* from the Tusk Force

werr then comidered by the Steering

Committee at in meeting on June 24.

The Steering Committee formally

adopted the repan and recommendations

on June 24, and dirmed its transmittal to

the Council on Library Development The

Council accepted the report in principle

on August Ii, ubyecl to specific actions

in regard to irelmcdtal recommendations

It voted or September 19 to forward the

various recommerdations to concerned

organiations for study and action.

Ith
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Summery of findings and reciamendi.

dons

The Task Force has reviewed the avail,

able data on present and potential future

requirements for personnel in library,

media and information programs. It notes

a variety of factors which will hase effect

on the numbers of persons required to

provide library service during the decade

ending 1985, but it does not ofkr a Tam

projection for the future, It considers

estilnate3 of needs made by directors of

library programs to be fairly close to the

maximum growth which may bc antici .

pated and the status quo forecast bared

on maintenance of present ratio of per.

sonnet to population or enrollment to be

(airly close in the minimum growth that

might be expected statewide. It antici .

pates that the actual growth may fall

between these two,

It has norsidered WIC of the dynamic

factors which will affeet Wisconsin's need

for library personnel, and it notes the

variety of factors, trends and issues

identified in the Course of the study.

Some 21 universities, colleges, and

technical centers in Wisconsin offer

formal programs kir the education of

library and media personnel at a variety

of levels, and with a variety of spell;

goals. Informal and continuing education

programs ate also made available ty a

number of professional associations and

other agencies.

The Task Fara conaidered the tined.

al gathered on present education pro.

grams in Wisconsin and the policies and

guidelines on library education adopted

by the American Library Association as

well as the rpm to questionnaires

addressed to library administratora

brary staff members, school adminis.

trators and public library board members,

in arriviag at recommendations on li .

hrary/media education including both

degree programs and continuing educe

lion.

rbo F,,ik Fora monads'

! fbal Library Edauriou mO

ili:oioer, ii slatentern of policm mliipted

by itc Council of the American I ibrars

AsMutillr. June 30, 1910, ,erve as the

guideline within which library edocation

moms in Wisconsin are developed,

except to the extent that it mot he

modified by certification structures

developed by legitimate certifying bodies

within the slate which have had thr

cooperation of the library profession.

Cogniant of the continuing need for

library education programs al the under.

graduate level, the Task Force noted ihe

important relationship between under.

graduate library education and general

liberal education, and between undergrad

Uge and graduate library education pro.

gram

Thr rook Force recommends:

2) That We be taken that the quan

tity of technical and professional comes

taken Albs undergraduate level does not

crowd out general liberal arts and science

education. It further recommends that to

this end those responsible (or library

education programs at both undergrada .

ate and graduate levels maintain effective

and continuing contact with counselors

and advisors for undergraduate students.

3) That strong efforts be made to

develop and continue articulation and

coordination between library/media edu .

cation program at their several levels.

4) That the newlyformed Education

Section of the Wisconsin Library As.

sociation take the initialise, through the

formation of 2 sub.senion or other appro

pride unit, in bringing together

representatives of all the library/ media

eduation programs in the state to meet

together for continuing study and review

of library/media education needs and for

joint planning where appropriate.

The Task force behaves Mat with

three universities offering var.'

degrees in library science, and thrice

110I4f1 glitk1101. .11110111,er

coin.

iir"h ..1 lahnology,

tom:. 4,0 the e,f1.:1111", to meet

:10,etabk rmly rot ;,cu :nAduales in

11 Itoot drAduale

nri.4raliii alL arl;culatCd mob usdeigrad

Ilate piitiams and v ioordinaied with

aeh .oher,

ice / q Fore lei

Rat uniqr:ilks which offer

master's degrees in limy .ocnce, audi .

ovisual communications, or educational

deselop stoperative :slans which,

subject to policin ori;ling thc individu.

at unisersity or implied by relevant

awediting bodies, would permit students

make advantage of unique strengths in

orher departments or on other campuses

when appropriate to mreer goals.

The Task Force believes that ge.

ographic factors keep some persons who

might enter graduate study in these fields

from actually' doing so: if at lean a part

of a graduate program could be made

available in a mor e i;omenien1 localinn, it

feels more persons would engage in

graduate study,

The Task Foto recornnirnds:

Thol uniscrsities offering master's

degrees in library science, audiovisual

communications or educational media

review the possibilities of offering their

courses on other campuses which do not

hase similar programs, when appropriate

library, laboratory or other facilities arc

available.

Esidence gathered in the study, sup.

ported by experience of members of the

rask Force, points to the sometimes

divergent expectations uf library educa.

iimOi program foon lie '1,lorri of view of

he student, the onplocr And the etho

c,ilOr.

kf

1! 1 nAt Inc (In library

nil \I:0 a InoAdh represent:



toe group. Abarted Alih1oniinuing

of degretoriented library Als:at1011

Wisconsin. induding but not load to

the followtog urns

a) Employers' espectahons of the

knowledgcs and skills graduate library

programs in Wisconsin should provide

to meet the needs of their libraries.

b) Student rc rceptions regarding the

a pproptiote nes% of hmt education.

c ) Idenufsed needs for skills not cur .

rendy being met which are feasible to

be included in graduate curriculums.

d) Identified needs which should be

rosponsibility of the employer

through the prizinion of nservice train .

lag and of the employe th.ough partic

17ition .n .tintiiiving education pro.

grains.

1)au the quotionuaire survey

identi( y pcferTerl formats, agencies and

itibruts for continuing education. both by

tspe of librars aatur responsibility, ,an
0

tr,e1 e. ;qua'" education of the

respnleoll Respondents also gave '.Jrne

reras i.e nunprarhopation le LOeliquing

education pea/grams The s',I3Vj provides

11:lionisation oo institutional policies

regarding continuing education as well as

respondents views of the importance of

continuing education,

The Tark Force recommends

,J) That the Noon for Library

Sersiees establish a hbrary 'media con.

tinuing education council, representing

institutiorts with different levels of li .

kr, s media education programs, the

several professional associations in the

media idd, 1M1 rer sentatives

persons employed lei libraries and

iiodia centers different les, of

edlidion and :ffereni levels of job

tryponsibilir s. reeommendy that this

oina be chairli Alth Identifing and

asne,sing coni,riL ; g education needs of

iirars media peryoniel, working with

79
appraPriJte agerve+ :0 sce. 11%11 programs

art destloped ro rote: these needs, keep

_________________________________ ama*P... 1, 0,1101161 410110141114 omi,....111.101011111011

lo date the information already

gathered about current library, media 01

',akin program and laking responsibili.

Is lor statewide pubkiring of these

programs. It further recommends that the

Division provide staff and funds to sup.

port the work of the council,

The Task Force strongly emphasizes its

feeling that continuing education pro .

grams should be designed for and made

available to personnel at all levels of

education and levels of responsibility in

library/media programs. Data gathered

in the course of the study' suggests that

too often such opportunities are not

offered to pearaprofessional or support

staff.

the Task Force recommends.

4) That those responsible for setting

personnel policy and those responsible for

the administration of library/media pro-

grams bt encouraged to recognize con

tinuing education as one of the bases for

promotion or salary advancement, for

personnel at 311 levels of responsibility.

la) That library/media personnel at

all levels be encouraged to participate in

appropriate continuing education pro.

grams.

Data gathered from public library

board members indicates that a h'gh

percentage received nu orientation to

their responsibilities upon being name(' to

their boards.

The Task Force recommends

II) That a model orientation program

for public library board members be

designed, using the dint efforts of the

Wisconsin 1 ibrary Trustees Association,

the Wisconsin Division for Library Ser .

ices, representatives of local government,

library administrator+ and the Looersity

of Wisit,ons;a Estension Department of

(ommunication, whch might be used ir

abred by local libraries or library

;Nem

ibre board members indicated ihat

they considered the Wisconsin Library

Trustees Association helpful in meeting

their needs as trustees, yet a fairly low

number actually belong to WITA or to

the America'. Library Trustee Associa.

tion, and more than a quarter indicate

that they have not been asked to join.

The Task Force recommends:

12) That WLTA and ALTA examine

their membership recruiting procedures to

determine whether their means of reach-

ing potential members are as effective as

they might be.

The survey provides srecilic ranking,

by library board members, of topks

related to their responsibilities as trustees

on which they want more information.

The Task Force recommends:

13) That organizations or agencies

pi/ping programs for public library

board members take the relative im

portance assigned to the various topics in

responses to the questionnaire into consid

erationtis they plan such programs.

A number of agencies and organiza.

Lions were identified in the questionnaire

as useful to trustees in meeting their

continuing education needs The Task

feels. that coordinated activity

among these bodies will yield more useful

trustee programming than otherwise.

The Task Force recommends.

II) As a part of the Library/Media

Continuing Education Council, there be a

committee on programa for library board

members, with at lust representation

from the Wisconsin Library Trustees

Association, the Wisconsin Division for

Library Services, the University of Wis.

consinEidension Department of Com

munication, the several levels and types of

library/media education programs li
brary administrators and local govern.

ment. It recommends that this committee

be charged with' reviewing on.going edu

cation programs for library board

members, identifying needs not met by

ongoing programs, working with appro .

prime agencies or orgamtations .1 appro.

priate ways to meet that: needs, and

making information about such programs

available to library board members

throughout the state.

The state presently certifies profession.

al library/media personnel in public

schods and in the system of vocational,

technical and adult education, and public

librarians emit in cities of the lint class

and in communitins of under 2000 people.

Voluntary professnoal certification pro.

grams ate , in addition, by the

Meakal t'sSSOCIaliOn and the

Amer soaiii4 of too Lib:Arians.

The T a .-ignizes /hat there is

no central a^en IC state leYel which

has governor, auhority over academic

or special libraries. 11 encourages partici.

potion in such voluntary certification

programs as those provided by the MLA

and the AALL, bul it dots not recom

mend the institution of mandatory pro.

grams for the certification of professional

personnel in academic and special librar

ics in Wisconsin,

The Task Force recommends:

15) A program of certification for

public library personnel, as follows:

Certificating agency: The Dlrion for

Library Services of the Departmcnt of

, Public Instruction, advised by the Council

on Public Library Certificates and Stand.

ards.

Types of certificates: Three grades, for

heads of libraries and for other positions

on library staffs as determined by local

library. boards. Libraries may require

personnel with professional or technical

preparation in other fields, but certifica

lion in other specialties is not proposed.

(;rade I. Requiring a bachelor's

degree from a college or university

approved by an accrediting association

or more than statewide standing, and in

addition a fifth.year degree from

library school program accredited by

WIteolon Nam Rultrim olowlimilerrnhe riru



ihe Ain'cncan I " bc

Disown ma% saIi, bs esain.nai

loin or esaluaNn denitk

whether persons rile 'Ad inth'year

degrees from liPtars sstioul programs

not accredited by the \ moan Li.

brats Assoeiator re ompeient ti

provide professiora! litre) oak abl)

and efficient!), and if ir shall grant

them Grade 1 cerVicales arsin applica.

lion;

Grade Requiring 3 bachelor's

degree from 1 college or university

approved by an accrediting association

of more than %Divide standing, in.

duding or supplemented bs courses in

public library adminision, sekction

of library materials i inciuding nonprint

materials), the organization of hbrary

materials, and reference and informa.

lion service.

ch Grade Ill Requiring at least two

("1 sears of study in a college or technkal

institution, in a prceiram which includes

courses in the hberal arts and sciences

and course work in librarianship at

least equivalent to the University Es

tension Directed HomeStudy Course

Al, Basic Library Management for

Public Librarians: the Division may

approve other course work as

equivalent.

Trpes of debit( JIM All certificates

should be issued lig 54'!car Polk
Permanent certificates issued under proi .

ous certification programs should contin .

ue to be valid for thc pinion which the

incumbent holds at !iv: innt 0, adoption

of the new poigrarr

rfinenal i nItt, UV I 0610
mas he renewed itpon keno that the

holder has partmpated ri ontinuing

education in librarianship whii:h is either

balls related to the Nsition hdd or will

rermo adsancement ill: profession

The Council on Publis I .b.ars Ucrtmfi

sato and Standards should &fin: on.

toiling education requiremer irtlading

numbers and ispes l pt " "i 'Au!
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would qualifs persons for recertifisation

amid a method of verifying participation of

iho chief librarian and staff members in

ontinumni education. Upon the second

consecutive renewal, a tife certificate shall

be issued.

Application of crtlifiCalts head Noe.

tans Administrators of public library

systems, and head librarians in 311 hbrar .

its serving at least 10,000 population

should hold Grade I certificates. Heads of

libraries serving at least MO persons but

not more than 9999 persons should hold

at least Grade II certificates. Heads of

libraries servi'l fewer than MO persons

should hold at least Grade III certificates

pplication of certificates.' staff posi.

mow Unless otherwise required in the

AdnUnisiraiive Code, the library system

or local library board should determine

the grades of certificates to be held by

persons in various positions in the system

or library,

Enforcement: Funds disbursed by the

Division for Library Services should not

be distributed, directly or indirectly, to

any public library which dots not employ

as head librarian 3 person who holds

appropriate certificatioo.

The Task Force recommends:

161 A program of certilication or

school media personnel, as follows:

Certificating agency: The Depanment

of Public Instruction

Types of certificates,' three types, as

listed below

*din district supervisor. Requiring

successful esperience as a school media

vpecialisL and sourses beyond the

master's degree in prMcipks of school

administration. supervision or personnel

management, and school hbrailanship,

educational technologs, ur information

science.

Siediu ;prima/ill fLevel Requir.

ing a teaching license and a master's

degree from a program alai combines

library and informion science, dues .

initial communications and ivishoologs,

mn) surriculum The academic pi coati'

idin will provide for the development of

li)!IiNlencics relating to the provision

ml clleeove media programs.

Vedia specialist Requir.

ing J teaching license and a bachelor's

degree from a program that includes

courses in library science and dues .

mai technology. The academic

preparation will provide for the doe!

opment of competencies relating to the

prov5Ion of effective media programs.

Terms of certiffralioly Terms of

certification, and renewal, should be con .

sistent with teacher certification prac.

tices. Renewal should recognize the im .

portance of continuing education.

Application of certificates,' Tbe

Media District Supervisor cenificate

should be held by persons responsibk for

supervision of districtwide media pro-

grams. The Media Specialist (Level I)

certificate should be held by persons

responsible for building-level programs

which combine library and audiovisual

services. The Media Specialist (Level II)

certificate should be regarded as

minimum requirement (or rano raison-

sible for buildintlevel programs Profes-

sional media personnel other than those

responsible for administration of diatrict

or building.level programs should hold

certificates at a lel) determined by the

local school district,

Application of certificates to

nonpublic schools: Although nonpublic

schools are not obligated to employ

licensed or certificated media personnel,

Ihey should be encouraged to do so, and

qualified personnel in nonpublic schoals

should be encouraged to seek certifica.

tion.

I,ibrary education

University of WisconsinMilwaukee

School of Library Science announces new

faculty members: Dr. Elaine Folk Fain,

Ph Madison, 1ssisiaili Nolcn .

or, ttaching spcsial liblaries and culke.

lion develittnent. Assistant Professor

Ronald E. Sigkr. omplcting doctoral

work in Sehool of I ibrary Science,

Florida State University, leaching public

1.buries and audiovisual services. The

School moved in September to the first

and second NM and lower level of the

north wing of Mitchell Hall. Dial (414)

963.4707 for the Director,

Practicing Lbrarians may be interested

in song of the courses offered January

16,May 29 by the UW 'Madison Li.

brary School; Organiational Behavior for

Librarians, 1.3:15 Wednesday; Trends in

kformation and Document Processing, 4.

5:15 Tuesday, Thursday; Library Service

to an Aging Population, 4:30.630 Tues.

day; Topics in Literature for Children

and Young Adulis, 4.6 Thursday; Plan-

ning Reader Services in the Content of

Public library Systems, 9-1110 Friday;

Comparative Librarianship, 13:15

Monday. Inquire of Mrs. Phyllis Boyk,

Helen Whie Hall, Madison 53106.

Indian Library Service, an Educational

Telephone Network (ETN) course

planned by the Joint Library Committee

of the Great Lakes Intertribal Council

and the Division for Library Services, is

coordinated by Janice Lincoln, a Win.

nebago from Toniah, and offered this

winter by tht UWEntension Depart.

mem of Communication.

A plan to count three years on the job

as one year of academic work for persons

approved by a screening committee of

senior staff is proposed by Director Ervin

Gaines of the Cleveland Public Library,

A study of the status of education for

librarianship is in progress by Dr. Ralph

Conant jnd... the sonsorship of the

American Library Association with a

grant from the H. W, Wilson Foundation.

A research team interviewed faculty,

students, alumni and administrators in

abat N graduate schools, and studied

personnel requirements of eniployers.



ETN . . . A Way Not to Travel

by Dr. Lome A. Parker, Director
Instructional Communications System
University oi Wisconsin-Extension

F ,n its performance, EMI sounds like a new way
to travel, because vla ETN:

.A plant pathologist alerts agricultural agents every-
' where in the state about a cven blight outbreak;

14 separate classes of undergrads meet with and
question a leading expert on pharmacology;
A speaker from a National. Social Workers Conven-
tion in San Francisco lectures to students and pro-
fessionals in ten Wisconsin locations;
University extension faculty members get together
for a state-wide meeting . . .

More precisely, ETN is a new way not to travel. The
letters stand for the Educational Telephone Network
at the University of Wisconsin.

It is a private, four wire telephone network devel-
oped in the mid-sixties and considerably improved in
1974 by the UW-Extension to expand educational op-
portunities at a minimal cost to the state's residents.

By linking together UW campuses and centers, hos-
pitals and clinics, courthouses and agricultural centers,
libraries, a high school, and a dozen administrative
offices, the network provides an instant, personal edu-
cational channel for more than 100 Wisconsin commu-
nities and 200 specific meeting places.

To operate, ETN uses a new communications unit,
the Edu-Com, developed by engineers at Darome,
Inc., Harvard, Ill., in conjurwtion with Wisconsin Bell
Telephone and the University of Wisconsin.

The Darome Edu-Com is a self-contained communi-

4
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The suitcase-sizeceEdu-Com (inset) is a eelf-contained communi-
cations unit with four microphones and provisions for more
that plugs into an inexpensive coupler supplied by the telephone
company to meetings at several locations via telephone lines.
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cations unit, with four microphones, that plugs into a
standard telephone coupler. All stations in the network
use the portable Darome Edu-Com unit. No technical
skill or special knowledge is needed.

Anyone in any of the participating ETN locations
can be heard in any of the other linked locations sim-
ply by pressing the level on one of the Edu-Com mi-
crophones and speaking into it. The speaker will be
heard as if he were right in each meeting room.

ETN was originally started to meet the needs of
medical ddotors for continuing education. Now the
network provides educational experience for more
than 24,000; students.

For li,-ny years the UW Extension has offered grad-
uate credit courses to teachers in various Wisconsin
communities. Through ETN, on campus professors ex-
pand tne classroom boundaries out to isolated areas,
offering graduate education to many people in their
own communities.

An ETN program varies from one to three hours and
consists of a lecture session followed by a question-
and-answer period. Professors lecture from various
ETN centers, allowing each class around the state to
participate in some live" lectures. Slides, tapes and
18mm films, mailed in advance from Madison, nre
used in conjunction with the lecture at each location.

The network is used in many different ways. Each
Monday at 9:00 a.m., a statewide faculty meeting is
held. Daily at 8:30 a.m. messages to facilities in the
counties are sent and immediately following the traffic
is reversed so that messages from agents are received
by University Extension in Madison.

After the daily message service, the neework is re-
served for 15 minutes for the county agents who con-
fer with each other, either by prior arrangement or by
spontaneous queries.

Our clients like the network because it means con-
venient access to teaching resources. Its special capa-
bilities make it significant as an educational media:

It provides -continuing- education; participants re-
ceive limited amounts of information frequently,
rather than in massive doses once a year;
/t offers great economy in time and money. Neither
faculty nor students need travel far or spend much
time away from their usual responsibilities;
It reaches new audiences, previously neglected. For
example, each month some 500 housekeeping per-
sonnel and 400 food service workers in 70 ETN
hospitals attend training programs through ETN;
It reaches isolated professionals who otherwise
would be in an educational vacuum;

The cost per instructional hour for noncredit -pro-
grams on ETN averages out to 14 cents per, student
hour. This cost reflects only the network production
and operation costs, not the instructional materials
such as slides, printed matter, etc.

The network's great potential has been only lightly
tapped. With the proper planning, imagination and in-
genuity, its future prospects are increasingly more ex-
citing.
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Small Group Discussion
Group 12

THE KNOWLEDGE BROKER

Workshop Leader: Alan B. Knox, Professor of Conti Education
and Director of the Office of Contin "..lucation
and Public Services, University of

Workshop Recorder: James A. N.,1 oil., Director
Office for Coiiiinring Education
College of Law::
University of Ker.) it.Thy

or the purpose of this document both c,fternoon and evening cliscuissit.;:l

groups will be summarized as one report. There were six peOple at each

session and although there were some general,differences between the two dis-

cussion gro ps, it all fell within the framework of the different aspects of the

knowledge broker concept. Both groups set their own agenda for items to be

covered during the discussion and .1:r. Knox dealt with these agenda items as a

resource consultant.

There was sor ;onfusion in both groups with regard to t;ie two perspec-

tives on the knowledp I 2uker cone. pt. In one perspective the knowledge broker

is viewed as the librarian serving in the knowledge broker role with the library

patron or client. In this first role tlie librarian/knowledge broker serves to

facilitate the clients' search for the most appropriate direction w'ach they could

take in meeting their own long-range goals. In this role the knowledge broker

serves much like the "mentor" in traditional andragogical concept. The librar:-n/

knowledge broker helps the individual to set short-term achieveable objectives

165

184



while at the same time directing him or her to the most appropriate resources,

both human and material, for meeting these objectives.

The second perspective of a knowledge broker is from the point of view

of a supervisor within a staff organizrtion or as a state library consultant working

with local library systems. In the seCond perspective the knowledge broker still

has the responsibility to help the staff or organization in designing the best way

to meet their own objectives but moi e is known about the environment to be dealt

with in this second perspective. The knowledge broker in this role knows pretty

much what the variables will be in the organizational setting and can facilitate

the learning program with this knowledge in mit.d.

Both perspectives require similar thrictlons to be performed by the know-

ledge broker: an important function to "tt. i people on" or to whet their appetite
t,

for :the learning experience; the knowledge broker must be well versed in resources

available to facilitate learning and in this v.- ?eel. would serve the rcierr al function

by referring people to the most approp:-Late resources; the knowledre broker

would help to set achieveable objectives while open ng up possibilities for long-

range goals; and, an important function of the knowle6ge broker is tc, get Jie

learning process moving in a self-directed way so that it will continue beyond

his or her involvement in the process.

Several cases were discussed to illustrate the functions tne knowledge

broker. One such case looked at the state library consultant Jisitirg a local

public library system and through a non-threatening process of consultation
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(over coffee, at lunch, and other non-threatening types of contacts) would help

to identify and articulate problems which could be solved with education

strategies. The knowledge broker would then suggest some techniques for

training and help the local system set its own learning objectives and recommend

some resources which could be used in their training program. By isolating a

few libraries in the state and working in this manner the rippling effect could

set the tone for statewide involvement in staff training and development.

Related to the roles and functions of the knowledge broker the groups

discussed personal qualities desired for an effective knowledge broker. The

general qualities for making up a person who can be effective in working through

the non-traditional format of a knowledge broker are: empathy with the client;

credibility (perhaps having gone through similar experiences as the client or

client group); a good knowledge of techniques and resources; and, good comrluni-

cation skills. These personal qualities obviously are the basis of a good learning

facilitator and staff trainer.

The groups also discussed a further refinement of the needs assessment

process mentioned during Dr. Knox's keynote address. In this context the dis-

cussion participants looked at needs assessment from the client's point of view --

the wants and needs felt by the individual who would be the primary focus for the

knowledge broker. The groups also discussed what Dr. Knox classified as the

"others" point of view. This perspective takes into account needs for training

as perceived by administrators, supervisors, educators, clients of the sys tem
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and other such viewpoints initiating from an observation of the peimary client

who is the focus of the knowledge broker.

Another connection which was made between the knowledge broker concept

and other similar concepts was desirability to have a good understanding of

organi',-Uon development strategies. Some of the strategies in OD which has a

similar function to the knowledge broker are: helping to set mutual goals and

objectives in the framework of individual and organizational needs; using the

group process as the basis for problem solving; involving participants in setting

,objectives and other aspects of the planning process; and, helping to establish

open and supportive administrative climates. Again, the focus here in on the

facilitating role and the use of andragogical learning strategies to achieve change.

There is considerably more detail in the discussions which took place

during the afternoon and evening sessions, but mostly those remarks serve to further

define the concepts previously mentioned in this report. Although the groups were

small at both sessions, the interest was high and the involvement considerable.

None of the participants sat through the meetings -with,,ut making some contribu-

tion. The individuals who attended the two meetings are listed below:

Nancy Doyle
Jim Greaves
Elizabeth Margutti
H. D. Kreilkamp
Peter Neeman
Katherine Ann Perry
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Henry L. Alsmeyer, Jr.
Charles A. Bolles
Betty M. Nichols
K. Leon Montgomery
lAtty Stone
Mary K. Feldman



Travis Tyer: Maybe the most worthwhile things we've reported to you this

morning.

One of the general observations as I was hearing the reporters report

on the discussion groups last night. It was coming through loud and clear that

the sophistication of the people who were in attendance at the groups made the

programs work. And although a great deal of the subject matter had to do very

much with "how to" do, or "this is one way you could do", that the sophistication

and level of the participants themselves made the discussion groups work.

Now while I still have the mike I want to point out to yc u that on your

tables there is an evaluation form which those of us who will be doing the future --

the next -- CLENE Assembly would like for you to take rather seriously.

An evaluation form is really a misnomer it's part evaluation and part informa-

tion we need for the next time around.

I would like to thank all of you as participants for the discussion groups

participation and the effort you put into it, and I really want to thank the reporters

and the leaders, who did in their own style develop their materials and present

us with a variety of neW things to think about, At this time I'm going to turn the

mike over to Nettie Taylor. Nettie?

Nettie Taylor: This is going to be very brief, because this almost brings to a

conclusion these two days of the Assembly program. I want to particularly

thank the members of the Task Force that planned the AsSembly program for you.

I think you've been introduced to them before, but I'd like to acknowledge them
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again. Ruth Patrick, Travis Tyer, Pat Broderick, Muriel Fuller, Frank

Birmingham, Mary Baxter from the CLENE staff.

This is my last appearance here as your President; now I can officially

wear the badge I've had on the last two days that said "Past President." It's

been a great pleasure, a great challenge, as I have said before, but it's

really a pleasure for me at this time to turn this office over to Ruth Patrick and

to have her say some things to you about the future.

Ruth Patrick: Thank you. Before begin as President, I still have a few

announcements connected with the Assembly Task Force. First of all a thank

you to Duquesne and John Stuart for lending us the projector and saving us in a

emergency situation. Jim Sucy says that he will be available in this room from

2:00 until 3:00, and that he has a complete set of the worksheets that he referred

to if you would like to have a closer look at some of those.

So now as brand new president of CLENE for the upcoming year I first

want to thank the membership for their support and election of me as president.

I'm absolutely thrilled and challenged by this opportunity and I'm looking forward

to working with all of you, the Assembly, the Advisory Committee, the Board and

the CLENE staff, to have another totally productive year aimed at insuring

quality continuing education opportunities for library, media, and information

science personnel.

The second thing I want to do is to thank and comme" ,t-tie Taylor for

the tremendous job she has done as CLENE's first presider '. In bringing CLENE
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from merely an iuea to the vital, alive reality that we see it is now. Related

to that we have a motion from Maryann Duggan, who is the new vice-president

of CLENE.

(Editor's note: At this point'the transcription is not clear. Ms Duggan
offered a mction recognizing the contribution of Nettie Taylor as first
President of CLENE during its initial formative year, and offering the
membership's thanks for her outstanding service. Her motion was passed
by applause.)
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Ruth Patrick; The third thing I want to do is get an early start on the address

I'm going to have to make a year from now when it's my turn to give the pro-

gress report on CLENE, and what I want to do is outline the goals for CLENE

for next year. Now, the Board will be addressing themselves to these goals as

well as the Advisory Committee, and I invite you to, as well.

I have identified five goals. The first is rather an overarching one, and

this is to make the accomplishments of the secend year comparable to the first

year and lay a solind foundation for the next five years. I feel, as do the

members of the old and new Boards, that this second year in CLENE's life is

going to be extremely crucial and we really do need the help of all of you in

this second year.

The second goal is to maintain the fotr programs of CLENE , and many

of you are familiar with those from previous presentations. For the newcomers

these are the programs Margaret Myers referred to in her orientation. These

are the things that all of us have to do if we are continuing education programmers.

This has to be lone at all levels, local, state, and national. First to assess what

are the continuing education needs, what are the important protlems that have to

be addressed, such as the development of a recognition system, which is a high

priority for us in the coming year; second, we have to acquire and coordinate

information that is existing now about continuing education so that we really don't

duplicate and waste our scarce resources; third, program -- knowing what the

needs are, we then have to develop products addressed to those needs; fourth,

we then have to communicate information about the first three programs to
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those for whom we are doing this planning.

The third goal relates to the structure of CLENE, and I think we really

have underlined the importance there is to the structure, especially the grass

roots element and especially to the Assembly membership, and a high priority

for us is going to be to strengthen the involvement of the membership in CLENE's

activities.

One way we're going to do that is by our task forces, and if you haven't

signed up for a task force now we do still have the sheets available. We're

having the first meeting of our task forces this evening, 9:00 to 10:00 o'clock

in Parlor A.

A second structural element, and this was brought up in some of the

discussion yesterday, we want to get out more information about CLENE. There

has been r-ference to developing some kind of a state information network, so

we will be exploring this idea and the best way to do this. Possibly we can use

the training institute for the state library personnel, who are going to be con-

cerned with developing statewide education models or plans, as a way of involving

all the members of that state in continuing education efforts.

Now to the fourth goal, and in this respect here, as the new Board we're

going to be starting out really very well prepared, in the sense that the previous

Board spent a substantial time preparing a planning document, helping us to

identify-what the priorities were for the upcoming year, so one of our goals will

be to review this planning document and implement the activities that have been

suggested in the planning document.
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Now the fifth, final, and perhaps most crucial goal or priority for us

will be to here again review our objectives, determine priorities, and seek

funding from foundations, government sources. The U. S. Office of Education

has been very generous to us, -)tit we don't know if they still will be able to con-

tinue funding us and we want to "....plement all these great plans that we have.

So basically what we want to do is develop a sound financial basis for CLENE.

It's relatively simple and a year from now I'll tell you how we've

progressed on all these goals.

However, as I look at and think abott CLENE, I really do recognize that

CLENE has a problem, as well as the challenge and opportunities and all the

excitement. Like many problems, it exists because of a mismatch between two

things, what we want to exist in our desires and imagination, and the reality of

what actually exists. We have great ideas on what we want to do -- many of

them coming from you -- on what can and needs to be accomplished in providing

quality continuing education opportunities. We also have limited resources.

What can we do?

Well, as I mentioned, we're going to be seeking funding and financial

soundness. The second thing we're going to do, or at least that I am going to

try to see that we do, is that we practice what we preach -- recognize the great

value of our human resources, develop and use them. You, we, are CLENE's

resources. We waat to involve you in CLENE's work.
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How can you become involved ? I think in these two dnys you have heard

many suggestions; You can sign up for a task force; you can write letters to

the CLENExchange, a medium that we have that already exists for making sure

that our ideas are publicized and get further uses -- share your ideas, your

successes with us; you can work on your statewide plan for continuing ethcation,

form local continuing education committees, get your friends to join CLENE, you

can join CLENE if you haven't joined yet, get your state library, your state

association, your local library school to join and support CLENE. Communicate

and keep in touch with each other, work on the friendships you've established in

these two days. Implement the ideas that you've gotten at this Assembly. Don't

wri4.e back to us and say "Why don't you implement it?" Why don't ya

implement it?

Fill out the evaluation form to help us in planning next year's Assembly,

and get in your ideas on what you think the priorities should be for CLENE.

The most important way you can become involved -- and it's the category that's

always labeled on any questionnaire, it's the "Other" category -- this is for you

to determine the best wu for you to become involved in CLENE and ultimately

benefit from CLENE.

I shall be askfn - each member of the Board, tte Advisory Committee,

to give some thought to how they can help achieve CLENE's goals for this new

year, and I ask you the same question.

194

175



Because remember, we're involved with a vital matter here -- the

updating of ourselves, our constituents, to master and to adapt to all the changes

taking place in our society -- technological, with the new computer networks

that we read about every day; economic, the budget realities; and social, with all

the 'demands from the new groups that want to be served with library and information

resources. We're involved with the lifelong learning of ourselves, our constituents,

and of our users, pursuing knowledge and information so that we all may grow

and renew ourselves and seel self-fulfillment.

Indeed, CLENE is more than an association -- it is an organization.

And you are more than stockholders, you are stakeholders. We all have a

personal stake in CLENE's future.

I ask-for your support for CLENE, yout_ideas_for CLENE,_your energy

for CLENE, your power for CLENE.

Thank you.

The meeting is now adjourned.
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CONTINUING LIBRARY EDUCATION NETWORK AND EXCHANGE

ASSEMBLY PARTICIPANTS

JULY.16 17,.1976

Sterling J. Albrecht

Assistant Director of Libraries
324 HBLL
Brigham Young University
Provo, UT 84602

Lawrence A.
Professor
College of
University
Lexington,

Allen

Library Science
of Kentucky
KY 40506

Henry L. Alsmeyer, Jr.
Associate Director of Libraries
Texas A & M University Libraries
College Station, TX 77843

John Aubry,
Coordinator, Library Systems
Five Associate University Libraries

APPENDIX A

Charles Bolles
Associate Professor
School of Library Science
Emporia Kansas State College
Emporia, KS 66801

Patricia M. Broderick
Director of Library Development
Pennsylvania State Library
Box 1601

Harrisbu-g, PA 17126

a' Robert Brown
Assistant Director
Graduate School of Library Science
University of Illinois
Urbana, IL 61801

757Ostrom Avenue
Syracuse, NY- 13210

Joyce Ball
Assistant Director of Libraries
Box 8352 University Station
University of Nevada
Reno, NV 89507

Marilyn Balam
Reference Librarian
Maw Library
Indiana University
Bloomington, IN 47401

Mary Baxter
CLENE Staff
620 Michigan Avenue, N.E.
Washington, DC 20064

Frank Birmingham
Program Leader
Instructional Media and Technology
Mankato State University
Mankato, MR 56001

Susan Bullock
Cheshire Public_Library
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APPENDIX B

FACT SHEET

.the Continuing Library Education Network and Exchange--
a unique, nation-wide resource and service facility.

...the aim of increasing xhe quality and availability of continuing
education opportunities for library/information/media personnel;
...the need for all publics to have equal access to information
and library service.
CLENE seeks to develop, through multiprofessional approaches,
innovative solutions to national problems related to these concerns.

An opportunity for library/information/media personnel to exchange
ideas with each other--and with educators, with practitioners in
allied professions, with developers of the technologies, with local,
state and federal officials.

* a directory of nation-wide continuing education

opportunities
* a directory of CLENE members that singles out the leaders to

develop and implement CE programs
* the,CLENExchange newsletter that regularly reports on what's

happening
* an annotated bibliography of multiprofessional CE resources
* concept.papers on planning and teaching CE programs
* obtained a proposal funded for training state library agency

personnel responsible for CE
* and a research grant to develop a model CE recognition system
* its most distinctive feature: a computer-based network that

serves five groups:
1. practitioners, seeking information about available

CE opportunities
2. providers of CE opportunities, wanting to disseminate

information about their programs
3. continuing education leaders, looking for available programs
4. state agencies, Institutions, end associations, requiring

programs to transport to their locales
5. planners concerned with manpower development and education--

the network shows what exists and indicates the gaps

* a profession-wide model for the recognition of participation In
CE programs

* a home-study program on the impact of the new technologies
* plans for programs that can travel anywhere
* papers on tools for program evaluation and needs assessment
* recommended criteria for continuing education programs
* consulting services
* program reviews
* methods for assisting those who market learning resources
* ways to facilitate the delivery of existing CE programs
'* proposals' to meet 'those needs that have been identified
* a year-long program for training those responsible for CE In

state agencies
* exchange of materials, packages, and ideas that have been

produced by other developers
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CLENE HAS ARRIVED AND IT TOOK A LOT OF MONEY TO MAKE THE TRIP

CLENE has accomplished a lot in its first year In a lot of different ways--all leading

toward increased quality. But it takes a lot more thaa dedication and hard work. It

takes money...a lot of money. Money for staff, for printing, for mailing, for comptiter

service, for promotional materials, for Assembly meetings, and for more program development

The problem is really quite simple. CLENE needs money to continue its basic services.

Grants and contracts are fine for new programs but they almost never renew money for ongoin

services--such as the data base and directories and assemblies and newsletter that have

already been developed.

You--through your membership in CLENE--are the only waif we can continue our programs.

As CLENE's services make their impact on the profession, the level of service and the quail

of leadership will be improved. Every 'person in the profession is bound to benefit. It

is only through cooperation of all concerned groups and individuals that quality informatio

and library service can be assured to all of our communities.

We invite you to join with thOse leaders, state agencies, associations, library schools, an

libraries who are already investing in the future.

Join CLENE today.

CLENE WAS DESIGNED TO SERVE YOU. PARTICIPATE IN IT, EVALUATE IT, INFORM IT, GIVE

IT YUJR IDEAS. JOIN IT BY FILLING OUT THE MEMBERSHIP FORM PRINTED BELOW:

JOIN CLENE now by selecting your membership category and sending in dues.

To: CLENE, Inc., Box 1228, 620 Michigan Ave. NE, Washington, DC 20064

Name (Please Print)

Mailing Address

City State Zip

Phone (area code included) ( ) Business or ( ) Home

( ) Individual Membership - $10.00 (Check enclosed)

( ) Institutional/Association Membership - $200; ( ) Check enclosed
( ) Please invoice

Official Delegate
( ) Sustaining Membership - $1,500 ( ) Check enclosed ( ) Please Invoice

Official Delegate
A5sembly Registration: Mdmber - $25.00 ( ) Non-member - $35.00 ( )
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