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These Proceedings of the second CLENE Assembl&, July 16-17, 1976 in
Chicago, prepared with financial assistance from the membership dues of
the member st':at:esl of the Continuing Library Education Network and Exchange
(CLENE), include the papers of the major presenters, reports from the
various workshops and the taped records of the presentations at the Assembly.
CLENE is most appreciative to Dr. Kieth Wright and Mary Feldman for volunteer-
ing to edit the Proceedings and assuming the responsibility of the presentation
of the manuscript in camera-ready copy for duplication. The services of the
recorders of the workshop sessions are greatly appreciated, too, as those
sessions were not taped. The cassette tapes of the Assembly, except for the

workshops, are available from: Audio Archives, Inc., One IBM Plaza, Chicago,
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Task Force for Planning the First Assembly

The Assembly Task Force deserves particular credit for planning and im-
plementing the sessions. The members of this group were: Ruth J. Péérick,
Chairperson, Patricia Broderick, Frank Birmingham, Muriel Fuller aud Travis Tyer.'
The Task Force chose two specific objectives on which to concentrate: 1) up-

dating and skills for ourselves; 2) directions for CLENE.

1 As of July, 1976, member states are: Arkansas, Florida, Idaho, Illinois,
Maryland, New Kampshire, New York, North Carolina, Ohio, Oregon, Pennsylvania,
Vermont, Virginia, Washington, and Wisconsin.




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 othgr libraries (20). By type
of#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 curréﬁt problems and issues in library, information,

-~ and media.continuing. education.-- issues to which CLENE should give particular__

éttén£ionVéﬁévﬁakéuééfiég;v;ﬁd-igéﬁé; ngcéﬁééén-%o;mfhémwhbléVﬁfofeésion..”7.
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 cf projects and activitieé. 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 férwarded to the Board of Directors of CLENE for implementation and can be

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

41 Elizabeth W. Stone
Executive Director
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INTRODUCTION

With thié“Second Assembly, the 'ad-hoc" CLENE qrganizption 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 of the membership.

... ..The.major. program segments concern how.those. of us who are engaged . ... .

in continuing education shall define our fole, and how wé go about the
business of defining continuing education needs and developing appropriate
ways to meet those needs. Dr. Alan Kﬁox of the University of Illinois, a
long~time participant and analyst of continuing professional education,
RO proposes~the~cogcebt 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-criticél assessment of
what he or sﬁe is doing in continuing education.
Jim Sucy, manager of Education Market Services of Kodak ("a smal}

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




essential steps in developing continuing education programs and producfs

to meet definite training needs. He helpfully distinguishes between those
needs which can be met by training and those needs which require management
or organ;zational 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 stresse:.s that we analyze whaf
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 'second Assembly theme, "Updating and Skills
for Ourselves: Directions for CLENER", the small workshop reports in these
proceedings cover specific concerns related to the wor?ings 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 hérd questinos: "What is out-
standing professional performance and how do we train people for that? How
are our reeds 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.

Kieth Wright, Editor
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PROCEEDINGS
of thé
Second CLENE Assembly, July 16-17, 1976
Opening Session at the Palmer House, Chicago

&4

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

Assembly and to review with you the 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 Review and “valuation. These are all going to be relatively

" prief. We want to have opportunities to provide for questions, comment,

input from you, so ar the end of these reports we will be having you
assemble-again at the small tables for the questions and the discussion
that you woyld like to bring up. I hope that we can allow plenty of time

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

"éﬁﬁdﬁhéingﬂthé"rééultswéf”tHé‘élééfibn’and“IﬁfrdahCiﬁg"tﬁé"ﬁéW"bffiCersimmiJ o

and Ruth Patrick will be explaining the Aésembly program meeting. As youw
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
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sald was’ required so that our "ad hocness" 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 »f people being speakers
at conferences and before other groups, through thé 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 agéncies. Of course,
as you realize, this recruitment and membership drive will certainly
continue.
““””“”m””“““"““f“““A“third“major”activity“was“tO”begin“tomprovide seryiceS"reIated“to““*“’
CLENE's puréoses and objectives that nad been expressed to us as being of
the greatest interest to members. I want to highlight some of thosg briefly:
1) Up-to-date info.mation on continuing education
opportunities and.programs. This has been done through
the establishﬁ;nt of a computerized data base of
continuing education programs, and opuratas 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

back of the room, through the membership directery 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 includes

11




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 coﬁtinuing education personnel resources
that might be available to you. So it's much mofé than

just a listing of the members of this association.

2) The CLENE Assembly Program. These Assembly 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 Assembly and additional copies are available to

-

other members for 2 feo. The Second Assembly is the one we

will be ﬁéving in *"n ;ext twe days on."Needs Assessment —
Individual and. Group." The Continuing Education Fair, which

we held at the First Assembly, aroused a great deal of interest
I believ:, 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 ére 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, whicﬁ is another important avenue

of providing communication among members, to members on
CLENE activities. Also it serves other purposes. 1've been
impressed myself with the analysis of outstanding
publications in the field of coh;inuing education and the
brief descriptions of some of the programs 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 aﬁd comments from the individual
members, 8o 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) oOther publications this year that are available from

13




CLENE provide direct assistance to contuing education

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

Teaching Continuing Education Courses, Concept Paper i3,

Planning and Evaluating library Training Programs, and

Concept Paper #l1 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 releasec,
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 some 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 o;her is to develop some criteria for evaluation of continuing
education programs. Both of these will be dealt with within that inutitute,
and it is our expectation that out of that will come some publications
that will be of interest to the whole CLENE association.

14
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The second project 18 a feasibility étudy 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 1s
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 kinds of responsibilities within those two elementq 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 tﬁat 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
15



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 2
that we are already doing, unless some of these things ge£ 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 Board has really not had time to do, and that is to
develop guldelines and poiicies on a number of things, one of them
cer£ain1y 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 numbgr of questions, program questions that need to be
addressed, as well as financial questions. As 1 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 fo the members. I already had this in my notes of what
1 was going to say to you and those of you who were hefe for the earlier
orientation meeting realize that we are aware of this and you are aware
too that there are some problems in this area; it is one of the problems
thau 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 cbntinuing 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 time to ask Julie 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 uﬁstinting 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
" officdial 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 1rom 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. 1 tﬁink we've had a very difficult yeaf -
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 membirs of
the Ad Hoc Board: Maryann Duggan, Dorothy Deininger, Pauline Vaill.ncourt,
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 1s 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.



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
fuxniéhed'us with great documents and at the end of the week we were aﬁle
t;Efurniah 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 1s to say:

Creation of a permanent administrative structure for CLENE,

Board of Directors, Advisory Committee and Assembly;

Sécondly, 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 lihrary and information
science, and

19
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Finally, the identification of sources of funding and

the preparation of proposals.

Our document treats 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 béen successfﬁlm
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 recommgndations 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 recomhendation 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,

20



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 Pénel 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 Boa . ap,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 Continuing

Educational Opportunities, and the data base.

Recommendation No. 8: CLENE should take more initiative in its role
among library-related organ%zations to assume Bole responsibility for the
publication of continuing eaucational 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 Board 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. B
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 1 sald, 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'Téylor: Thank you, Kay.

I think the present Board, the new Board, 1is 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 Committee for doing this job for us.
You may want to think about what she‘hap sald and use any part of this
in your discussions at the tables in a few minutes.

I'd 1ike now to call on Leon for the Treasurer's report.
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K. Leon Montgomery: During this year the income has been $61,000. The

four major sources of théﬁeﬁfunds 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 derivad 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 ;t $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 Coutinuing 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
-year ®because 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, th;t we might make some effort to be sure that the staté 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 éﬁre that
some of our products are sent to each of these agenries as .a ertisement,
if nothing else. The notic¢. being that we did noﬁ have time, in the way
things developed, to have an extensive ad campaign alerting and making
people aware of ull the publicacions and that the new Board consider sending
some of these in the sense of promotional materials to state library agencies
and to state library agsogiations, 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 thé‘Bo;rd 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;1Also 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 ;all to your attention that when

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

to explore fuusther 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 tliose 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
fi11l out your evaluation of this program to give the new Board and the new
task force for planning the rext 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 comments that you woculd like to. I think
yoﬁ 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'11 try to answer them. If they're difficult ones they'll either get
thrown back to the Board or to you, the members. Retty Stone, Ruth Patrick,
and Margaret Myers who gave you the backgrouhd 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 usaful if you would use the
microphone, because these proceedings are being recorded and we may lose a

good deal of the discussion 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. Is 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 cf 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 sta;e agencies, state library
assccistions, library schools, uthcf 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 1is to
further that kind of working together at the iocal 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 mejor piece
of the discussion and of the planning of wnys 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, if.I'm not mistakeﬁ, about this whole concept of
linkage'agéﬁts ~-- of how this might operate to get this kind ofvinput 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 comment on that. There has been talk about that,

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

having an information network and identifying a liaison person i1 each state,
who could begin to accept responsibility for at least disseminating infermation
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 time

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

Nettie Taylor: Table No. 12?

Question: I'a 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 encour#ge the recognition ggd
rewards system in continuing education. That would include setting gqiéelines
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
assoclations and with library schools, and encourage cooperation and a
liaiccn 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,’énd
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 éf 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 Researéh Associate is
Eileen Sheahan, who has been most recently on the staff qf 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 come by
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and tell th;m your ideas about what should be included. They will have
gome 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 thgt is "The Impact of
Automation and the New Technology on Libraries and Information Centers."
The person who wili 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 discussed 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 evehts 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 éren'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 Medliné go 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 éoﬁtinuing 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 wiil iearn

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 becaﬁse it does
add some kind of a measure qg 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 bétween 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 growth 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 thén in
supplying thosé to the members I think would be up to that state association.

I don't thiﬁk we are prepared to provide the same discount to the indiyidual
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 1s 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
studenﬁs 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 stadeﬂfé;

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 lucky enough to be in a state
association that seems 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 tope 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 certain;y get
into the mill. To tge extent that we can, we will certainly try to address
them to the satisfaction of the members.

I{m now géing 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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bué I would like to pay a personal tribute to a couple of peopie whom I
wquld‘like to single out who have been particularly supportive ipvgddition
td'thé Board. First of all, there is Nettie herself, our first Presideﬁt.

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 d}d have Al Trezza up here
on the platform, but I want to say that it's been a great 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 Coﬁmission 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 sufféred 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 wéuld like to go into 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 nof 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 Allie 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 eﬁpress all of our ideas, some 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 thpugﬁt continuihg
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 dedlcated 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 such 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

.41 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

2

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 2l-member Advisory Committee.

There is something I would like to point out to you about the Advisory
Committee. That is that Baébara.and éthers have always been telling

us how important the gréss roots are, and I think this is very important.
The new Advisory Committee has only tﬁree 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 & M University; Susan Bullock, Cheshire Public Library,'Connecticut;
Ching-Chih Chen, Simmons College, Boston, Massachusetts; Joanne { .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 Iibrary Association; Joyce Veenstra

Columbia University, and Barbara Weaver, Central Massachusetts Library
System.

The Board of Directors has ;5 people. There are 14 different
statés represented, Ruth Patrick is the new President of CLENE, and the
Vice President/President Elect is Maryann Duggan. Elizabeth Lindsey
is the Sécrétary;and Leon Montgomery the Treasurer.

2
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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, Sahdy
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 recogﬁigion 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 ybu, Rod.

I'm going to turn this over now to Ruth Patrick, 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. I1'1ll 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
'Educatiog Fair; Pa£ Bfoderick, 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;Tyér; 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 planniag 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 discussion group 15 minutes
~early in order to come to this, rhe Grand Ballroom, and set your exhibits
up. Julie Blume will be here to give vou your‘assigned space and help you
in any way she can.

Our keynote speaker th’ “ternoon 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 Pﬁblic
Service. His career, before joining ;he staff at University of Illinois
includes appointments at Teachers College, Columbia, the University of
Nebraska‘and Syracuée University. Al} 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 thé four years théf I have been at Illinois

to be associated with Alan in a number of ways and'i; is an extremely

pleasant éxperience to introduce him to you at this time. Dr. Knox.
40
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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 pfofessional 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
recelving 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. 8. 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 thét 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 educaticinal 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 televisioun 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 Sgptembeg 20,_1975 1S§Egiof 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 iibrary 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 probablylmore 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 qﬁ%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 i1s
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 wahts to find out, along with something of his background,

so when you do give him some suggestions or assistance, it serves his
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Once you know that, you have several optionsf You can say,
"Wait here a moment, and I'll go get it for you and bring it back to yéu."
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 accoﬁplish 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, aﬁd 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 persoanel. 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. 1It'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 kﬁowledge 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
jdentification 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 rolé.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 ;o 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
1ife.that related to action and contemplation, but was also concerned with
the larger social system that was then in the process of rapid transitiom.
Jefferson's way of dealing with stability in a giﬁe of rapid social change
'Qas 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 inﬁeraction regarding ideas that seemed to him to be
the essential setting out of which both stability and qhqnge 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 rolé 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 tovheip 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 1ike to focus now zn the knowledge broker role as a critical one to
help in the planning of continuing education programs.

There are three broad dimensions of the knowledge broker role.
The first is that you 'ave contact with practitioners. You should be
familiar with the daily activitieé of library personnel if you want to help
plan more effective co:’ 'nuing education programs. This entails having a
sense .of liow thew fer about what they do, as well as an analytical sense
of what thcy 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 needg, the action
problems that practitioners are confronting, to be able to help identify
relevant resources.

In my e#ample where the patron came into the library, it was important
to get soﬁe 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 yoﬁ wouldn't be of much heip; On the othéf'hand,nif yod 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 reglonal 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 associat;on 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 islevant to library
personnel. Such resources may have to do with mans;ement, comnuniczaticen,
or human relations, and they may be designed for pecple 1in business,
education, social work, or the general public. Hovever, thcy can be very
useful to practitioners in the library field whom : »u a: '« :-v3~ . to help.

To the extent to which you are related to those netur. . . the lo:al
level you can perform the knowledge broker role far uore af.» tively.

The third dimension of the knowledge broker role is the -xitical one.
That area has to do with connecting actlion probleme and kuowledzv resources.
It's relatively easy to be familiar with the provlems of running a library or
performing a particular role im a 'Albvary. ft's » v _vel, -‘asy to keep
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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 organiéation
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. 1I'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

531

42




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 appoin;ed; usually having
been an attorney, and suddenly they're a juvenile court judge, and ihey
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 1is 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 tﬁose 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 tc increase access to resources, to make thém more available, to hafe
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 individqal renewal and for
organizational renewal. Those states that have library systems spanning
across a number of publig libraries have a unique opportunit}.

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 persomnel., 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 distinctionms,
it is useful to share with the planners of continuing education programs a
rationale for focusing on a relatively few objectives.

6ne of the reasons why more professionals do not engage in more
continuing educatioﬁfactivities 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 Jifference. 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 thaF over_the yearé there are
so many attractive and effecrive ways by which adulﬁs 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 sénse 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
a' -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 fo 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

i1s 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, thg participants and their
backgrounds, the effectiveness of resource persons, ;nd 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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forbthe 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 ase examples of library
personnel who have effectively planned and conducted continuing education
programs, and to help people see more holisticaily 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 tal%ed 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 tﬁié role as well.
So I think you can find this functioning in a dozen professions riéﬂt 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 1f\x

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 aé close as you reasonagiy
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 1s that there are a number of bodies of knowledge that
would be helpful in tr;ining 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 dissemiﬁation and utilization of scientific knowledge.
The knowledge broker or linkage agent is well grounded in his findings.
He has a book on tfaining 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 informaticn 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.

BackstcHping 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 expectatiéns 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 con;lusions 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 ?ounsellor."

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 ;ecommended "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 - 1r 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 gét fired. In addition both the supervisor and the employee would try
to identify some specific tasks that the employee will try to work 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 vhere the person is

and where he or she would like to be. I find the notion of the gap
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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.

e
o
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Seccnd Session

Ruth Patrick: I'm especially delighted to be able to intrcduce 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, becausé ideas that
Jim presented to me in that interview deeply influenced my approach to
the design of continuing education programs. He introduced me to a concept
I have since had reinforced by Malcolm Knowles and by Alan Knox, the idea
that an assessment of what-an indiVidﬁal'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 .n the near future.

The year following that interview the class to which I was teaching
Staff Development and Cbntinuing Education visited Jim at the Eastman
Kodak Training Center in Rochester, and you will be seeing some slides,
I believe, of this truly impressive training 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 todak 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 prégrams. So I.am very much looking forward to
this refresher session for me, and I hope iou will find it as rewarding as

I did.

65



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 .
training in a way that will make them meaningful to you in helping gﬁ
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 of fact
our city is about 350 miles from New York City.

These sli&es 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 figdtes 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 fémiliar—
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. Sq‘we touch ainwst everybbdy 10 the company on a yearly basis

» :

with one.of the types of training.

Re:t mentioned the Education Marketing Center, and én the
left is a slide of the four buildings that make up our campus, if you
want to call it thaf, outside of Rochester, New York. 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 trainiﬁg program in é
poor environment, but whgn 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 véry 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 és 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 rn.w 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 untii 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 remirnd our staffs to go through a systematic process. Now

I'1l 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 satullite

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 pfoblem, 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 thiec 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 foot or starting off in the middle of the process. Many times
people 8it down to write off the top ¢f 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 thét 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 mor2 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 detafl
as far as the kind of deuvision-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.




The first step says 'Define the problem.'"* And most people say,
"What do you 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
+f 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 eveiything is as good as it could be. By the way, let me have
your name «nd 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." 1It's the difference between
the actual performance that is going on and what you would like to achieve.
That differenc. 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 ceficlencies? and all the other information that we can
gnther about the proposed audience for o 'r training prograrm. In addition

to that we like to identify resource people. 1If we have to put on a

' Porformance 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. 1Is 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 énd 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. OQur wage and salary départment 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 t%g
beginning of the show 18 to let you know that you can interrupt me and
ask questions and anything else. An informal session is much to be preferred,
so 1f T say something that you dlsagree with or 1f T say something that

you don't understand, please let me know and I'll try to clear it up right then.)

63




Now we come to the part where e tzke a look at ﬁéssible’prpblem
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
prégram to do this, and this, and this." 1In other words, they came to
me with their solﬁtion already in mind. I had to spend a great deal of
time backing them up to try to find out what theilr 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 thi; 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 identiff those problems which cannot
be solved by training programs, and to put those off to a side and recommend
that management take care of those by some other means. I'm a firm
believer in training programs, but 1f 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 cauées and
if it's not training we find alternative solutions. We have a branch
to our educatlonal des!,n which takes care of managerial type problems.
I'11 tell you what those are in a little while.

Now oince we've done that we take a look at our ''mastery performance,'

those tasks which have to be done in a jnb., 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 -~ othgr 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, e not sufficient to validate them as far as
basing training programs on them. So when we write our objectives they
are 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 ¢f 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 teaca me any of those
things in the behavioral sciences that I liave since learned about
de2loping 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 bottom of 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. Begause all along the line you've been analyzing andlméking
decisions, and whether you know it or not, narrowing in on a solution.

Once yqu've reached this point, then the solution is fairly obyious.

You may have some choices as to how you want to do it =-- put 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 haye

your visuyals 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 coyld do. And if it can, okay; if it can't, you revise
it and then you produce it.

Finally you interface it with the stvdent, he it a lecture, a
self-instructional unit, laboratory hands on prograr, or whatever, and last
but not least you evaluate it. And by "ev.luate" v~ don't mean just to
send out a questionnaire asking "How did you Ik« this program?" Anybody
will probably say "Gee, we thought that was a great program,' bmaciusz
if they don't, we might not invite them back for another one soma:time.

So you have tu ask a great deal more atout it than just the subjective.
Sufe, you want people to like you: programs. That's natural. You want
pecople to go away sayiung, ''Gee, that's the Lest program I've ever attended."
But., how sbout the e{ficiency of the program, the effectiveness of the
program, the validity of the program, the cost-effectiveness of the program,

the rnst versus the value of the program? Did you pu. 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 tiyrough, sort of a
check list, in order to be sure that we don't iump to conclusions ourselves.
It's very hard to keep yourselves from doing "tis. 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 seicence, my mind is already
leaping ahead to solutions to your problem. Tt's very difficult to hold
yourself back while you analyze the problem, before yov jump to those
kinds of conclusions. So we use this guidance 3ystem &o help restrain
ourselves to ask the right questions at the 1riglc frv before we jump
to those kinds of conclusions.

This next slide shows a road map here, which (as I said, you
probably can't see beyond the third row of tables) but I have a few
copies down here in front for those, fome of you, who might want or need
a copy. But this road map is really ~uiy 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 onc of the educational journals; They'll
vary a little bit in their form, but they go through mostly the same steps.
No problen there. That's not the heart of the system, that's a road map
of the system. What we thiﬁk is the heart of the system, however, is the
guidance cheets or the work she-ts. Because they provide us with the
sel f~discipline that we need to keep‘ps 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 caﬁmunication
to the other people who have to work on the project, so at least when you
put something dow: wi naper, 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 sfructure 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." 1It'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 full-blown. Most problems
show themselves only in the form of indicators, little red flags taat go

up and say "Something isn't right here." It may be a number of things.
1 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 we;e 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 1is 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, Bpt for one reason
or another they do not know how to do it. Now lack of skiil 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, ér incentive,
or the improper attitude: motivation, attitude, incentive problems.
We often think that training is the best solution for thoselproblems.
In fact in industrial training, at least, I have run into manyvsituations
where people have shown up at my technical 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 thé 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. 1In 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
datz, evidence abovr 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 changes—that--education 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 ye’re talking about a different audience.
Training may be one of the desiBle 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 vossible part of a solution, but generally that again, is
trying to “rea. the symptoms rather than getting at the cause. Why are they

not motivated? 13 it because of the working conditions? 1Is it because

of their expectations? 1Is 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 wére causing the lack df motivation and so
forth in the begimning. So, managers often use training~as a cop-out
rather than finding oﬁt "What's wrong in my department? wﬁat'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 the 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 td 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
informatinnal 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 regulation§,
there's something in the facilities blockiﬁg thew 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 prévenfing them ffom 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 standing 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 some;hing 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



H
[}

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 exampie that we can use for purposes of illustration. I'11l
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
Schocl of Driving coﬁes to us and says, ''Gee, something must be wrong.

I've heen graduating people from my schoél and I thought I was doing a
pretty good icb, but lately I've had an indication that something might

pot be as good as it could be. I've been checking the accident records

of my graduates and the figures indicate that tley'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
"ndf doing these things because of these causes as evidenced by this
data." Which substituted with the information Ehat 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 recentbaccident reports.'" Now that's a hypothesis, it ma& 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 pcople that are involved, who they are, what the
deficiency is, we list some deficient products, and we list deficient
performances.

Now, translated into your terms deficient products would be hooks
filed in the wrong plgce, 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 performing correctly. Oﬁ 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 thiﬁg 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 ;e ought to

"

make it adaptable to that group, too,’ and the first thing you know
you've watered .own the intent of the original program to the p.int that

it's not good for any of themFE 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, anu 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 whg;; 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_ﬁther 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
JohElSmythe here, who's gotten to be a pretty good driver, he's gotten
through a million miles without Laving an accident. So somehow he's
Aoing semething 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
dging right and build that into our training program. For almost every
traini p rrogram 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 neQ technology that will not arrive
until next year, there are obviously no master performers yet. You have
to create ﬁastery 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?'" 1It'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
that.

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 involved in working on the program hate
each other's guts and afe going to be fighting all the time. Okay.
You have to know that ahead of time and plan your strategy_arﬁpndwfﬁét”ﬁfﬁf”""*
red flag. That's a bookkeeping type of thing. Defini;é?fhe measure qﬁf
success is very seldom done as far as training programs are concerne&ﬁ&
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 acceprwfle amount., If

we do that, then you pay us the full amount. If we G... t do that, then
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we'll prorate our budget so that if we only reduce accidents half as much

ar we say, we will collect half as much money from you."

Contingency
management is a‘scary ar-a that a lot »f 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 ~f 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

change very rapidly. Maybe updating it once a year is gpfficient

for you, once you do it. You have to take a couple of days to write

a good task analysis.
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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 bookkezping requirements,
budgetary requirements.'" You can break any job down int.. three or five
major componénts, and then you take those components and : .u hreak
down the tasks one at a time. TFor instance, there is one tuek : =2t I

-have to do every week on my job, whii: ~u probably wouldn't «w~: :ihiuk
about putting in here, but I want to use ¢  as an illustrati.n. T lwewr

to make out a time card at the end of the w.:k. Does anybody ..ise have

to make out a time card? Right. If you wmare out a time card that's

a task you have to do. If they fire me ardi put somebody else in my place,
that person is going to have to make out a time card. Thot's part of

the job. 1It's so menial that we often don't think of it, but when you
stop and think of it, many of the thinges that we do day iq_and“day out are
almost at that level of menial little things that hawe to be done. We
hardl§ even think about them, and yet.they oncury a great deal of our time.
So I would put down under the column saying "Task," "Complete time card."
And in the next cc’ . it says "Product or accomplishment of deing that
task." Well, the =ngwer 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 ior doing chat t:sk." r
other words, how will I know if I'm doing it right or wrong? Or, hos

will you know whether I'm doing it right or wrong? What's the minimum
acéegfable criteria forhsigning or completing a time card”? 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 turm 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 for 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 are 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 arc che things 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:iu is to idei.tify any environmental
blocks. What supplies do people need to do this task? We've taken on
programs and when we got to that point w.2re we had to fill In the tools,
equipment and ma:cerials needed; all i a suddem it became obvihus that
the reason people were not doing itn;as that th-y didn't have the right
tools, or equipment, or materials. It mav be something as inrocuor: us
a poorly designed order form, or a report form, or something suimilar.

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 correctly?" if it is,
that's as far as you have to gn with that task. Because if evcrybody
is performing that task correctly, don't go wasting time on.training

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 qualifisd would do it. Using a brainstorming
technique with planning boards and cards and so forth, I can get 90%
of those Las<s with 3 or 4 people who know 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 otherdblanks. which go
quite easily, for people that kn.w the job.

Generally ;he 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 thouéht process things are-only
important as they evidence themselves in our decision making or our actionms.
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. S we do have to address ourselves to
those things. 1It's just that we addr.ss ourselves to them in a different

way, in a different place. So we're talking about more obvious tasks

now. , %
3 R AT

tasks tﬁ . 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?" TIf 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 it is, some environmental block?"
What we do is to separate out thosz two thiugs, analyze them, gather
data, and maybe even make a recommendation to m~nagemert saying '"Look,
you don't need a training program for thi- problem. You've got to get
your own house in order. These people have got to have new typevwriters,
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 montey, and time, and
approval to take care of them.

The motivationai, attitudinal, and incenti&e 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 onz 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 jgb. A little of the
behavioral sciences and reinforcement theory helps out in practice.

I woﬁ't dwell on that particulgr 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 overali 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
atle 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 probiems that you ordinarily get into by writing
objectives from any other base.

Now again, you write these objectives, and thare may be some
subobjectives to some of these. Here you indicate any préféquisites.
In othe; 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. Prerequisite- 2 introduced
at this point, because they are the leveliof'learning tl.»: people have

to be at in order to be introduced to doing a particular task.

84

ERIC 93

Aruitoxt provided by Eic:



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 goito
a cocktail party and talk to people and sound like you're inteiligent.
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 some practice, some’handé-on practice.
That's the 1eve1’of 1eérning 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-rééééns 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 tie right level of learning for the

right secple. ngetimgs we get into the problem of finding a good
training program and then giving 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 the objective, overall go#l 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 objeé:ive; it's-mo;?-of a goal for the improve-
ment of our training program than an objectiv;, but a specific objective
for any one of those tasks can be writteﬂ in that same format.

Lastly on this sheet we make a decisioﬁ 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 Sur automobile situation we have some guides.
An example of a guide in our drivigé‘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 column or knob, so that even if you've never driven that automobile
before you can get in it and you know that '"l" means first, andl"R"
means reverse, and you can ''guide" your way through it. Too often we

do not take advantage of guides. 1In fact, I can visuallze many

examples in a library where guides could be used very effectively.
i
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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 dc 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 trainihg 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 tire to find your
guide and read it, you've got to be able to react ;nstinctive]&. There
are some conceptual tasks that cannot be guided very efficiently and must
be learned to recall. But we don't take advantage éf guidgs nearly as
much as we could. A good guide, a really well written guide, s a

very valuable thiang. A Heath kit guide on how to build a color television
set, even fhough you hardly know what a screwdriver is, is an excellent
example of a g&ide; An example of a poor guide is some of the Japanese
instrﬁctions 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.
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Scheduling development tasks is one of those housekeeping duties
where you try to lay thipgs 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 "Wiat media am I going to
use?" "What's the structure of the prograr toiug 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 program's due that you've got all the time in the world
to work on it, and then the last three weeks you go iq;o a crisis stage,
working double time. PERT charts -- they let you knpw 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 re#ding that littlévbook;

Describing behavior further is probably where~I'll conclude this
morning because I want to show you some interesting things in that particular
area. |

Task level mastery (performance mastery at the task level) is a
very valuable thing from a manage;iél standpoint. It tells you when
you're hiring people what they'ré going to have to do; it tells you

in training people what is required. In evalug;ing,people it tells the;f

g

-

criteria and in letting the people themsélves 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 stepg to accomplish that task. You do a step level analyéis.
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 ébméthing,
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 progr%P, where

“"learning has to be brought to the '"do"~ leveli " — =
Now, once in ; while we run into a little froblem>whéﬁ Qérfrf o

analyze performance. Sometimes we have difficulty writing a step level
analysis, and we say "Something's wrong. Our concebt 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 "Yhat do we do first? What do we think,
and what do we do?"

Now let's get back to our exumple 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 descriﬁe in stimulus response terms exactly what you do from the
time you percéive 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 illustrationrbf that. The state rule books
usually say -- what? "Pro;eed 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 oris~1t~dry"~-Am—I— going—-fast or- am-I-going-slow?

How far was it to the intersection when I noticed the yellow light’inum_&m
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 me 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 discrimiqation, 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 mucﬁ 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, but that's a falée assumption in many cases. So these
are good diagrams to try when you get iq;o 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 of 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 Qe 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
decisio;s 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

91

109



for some, we have to provide prerequisite; 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 bcok," because from our standpoint we don't want to
make that kind of a decision until we get to this point. fhat 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 irules 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? -- &+ 1 we have rules of thumb

for teaching generalization learning proti+i:.. Those are spelled out

in various behavioral science learning texthooks. We also use the
"mathetics" design for self-instructional dJesigns as being far more
effective than the linear programmed instruction that I did earlier.

Tom Gilbreth's Mathetics 4is 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 teaéhing.

Do validation testing, and be careful that you don't load the
audience with the wrong kind of people; they should be the same kind of
learners you're going to wind up with in the final program. Now you
start to produce the program, regardless of the media and methods that
you use. By this time you ﬁrobably find that you have a choice of media
that you can use. And it doesn't really 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 designea.

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,
’Lﬁﬁfkb@bks}”ﬁaﬁéé}“mOViés;"démbnstrétioh“dr“diScovery*approachesiwor“““““"”_——;“

whatever.

And lastly you evaluate the program, and here's where I said
you've got to be careful. Don't be satisfiéd with just saying -- "If
people go awaf 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 efficientl&? Was it effective
for the right audience? What were the costs of the program? Was it
worthwhile? What ﬁas 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.

93

102 -




S

PERFORMANCE ANALYSIS
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e e e e s e e s o—
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D INSTRUCTIONAL DESIGN

2" IDENTIF

Identify I dentify ~ Locate
And Describe Resource o Any Job
Target People Descriptions

Test The
Hypothesis,
If Necessary -

i

Ny

> List All
Tasks For
Mastery
List All ’ Recognize _
Tasks With Practical o
Deficiency Constraints X
Eliminate :
Tasks Now

Proficient

~—=List Al [, List Alt— —- ———Rank

Alternative Advantages, ~ Alternative Detailed
Solutions ‘ Disadvantages . Solutions Action Plan

o \ : a Test And ' Revise Produce M
Validate - Prototype p— All Program
uct ® Prototype Materials
'e I ¥
Construct Interface
Prototype . Student
Materials With
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8 OUTLINE THE CURRICULUM *
Sequence ' Complete Evaluate
Learning e Program Program
Activities Design .
®
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" DEFINE THE FROBLEM

Name Date

1. Check any indicators (symptoms) that relate to this problem.

New performance for experienced people Low or lacking in knowledge
New péople New responsibilities

Low productivity . New equipment (or facilities)
Low quality Problem with existing equipment

No rewards Takes too much time

Poor attitudes Not enough time available

Poor service New management

Low incentives No two-way communication

Conflicting motivation Standards not known {or defined)

000000

Negative motivation New policy (or standard)

S>>

New techinology Conflicting standard {or policy)
New skill Ineffective management

Low or lacking in skill Economic {or cost) problem
New knowledge © 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 skil! or knowledge). Who are they?

O b. People don't want to do something (lack of motivation, incentive, attitude). Who are they?

A c. People are prevented from doing something {environmental block). Who is prevented?

What is the block?

O DEASTMAN KODAK COMPANY, 1974
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WORKSHEET 1

Project

4. List evidence to support the cause or causes ¢f this problem a3 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 sure are you of this problem statement?
S SR ..,Nef;d_.to.,cheEI;_:h_f. | Enoughtoproceed . | |Absolute.
7. if you were asked to check the accuracy and completeness of this problem

statement, how would you do it? Think in terms of how someone else could
test¢ this problem statement.

L=

8. Possible remedy to problem::

Training (if you checked “a” in Question 3)

O Incentive program or motivational development (if you checked "’b” in Question 3)

- A Change in work area, or equipment, or schedules, etc (if you checked "’¢” in Question 3)

Combination of training and incentive (or motivation) development (if you checked
"a’ and 'b’’ in Question 3)

n 11/74 0576-02-01
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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 instructisn. 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 ard 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.

(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 p-oblems 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 wvalue 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.
..Cu_..Greatly fluctuating profit _and. loss statements. . _
d. Supply and demand difficulties.
e, Duplication of effort.

2. There is no clear-cut chain of command or work flow.
3. Peovle are forced to "wear rany 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."
. Troubles with machines, lack of supplies, or unworkable schedules exist.
NOTE: :

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 a’:titude.

ENV The reason people are prevented from duing something is because the
environment or organization will not let them perforu.
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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 18 a MODEL. That 1s, it is intended to be used a8 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 18 a Model?

As a rule, mastery description i8 equal to the performance and products of
some "master." That is, it 1is 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

16 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:
4

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 connacted.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 1s 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

Why Descrlbe

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/effectiveness,
write terminal objectives, make
learning system design decisions,
analyze the methods, prepare
performance aids.

Prepare performance aids, analyze
the methods, analyze the task.

Error-Free Behavior (Task)?

BY

Analyze problem symptoms
("problem indicators"), and
define the performance
prublem 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
components,

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-A=D,

Model, minus actual, equals deficiency.

M=A=D is read: "Deficiencies (D) are found by comparing Actual performances (A)

to some model

The Model for Describing
Performance Is:

of Mastery performance (M).

Deficient AREA
of Performance

( sUB AREA

TASK

e et

5 @

TASK

/10
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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 4. For each performance 5. What is the minimum
tasks within each area. task, list its product quality criteria_
or accomplishment. acceptable for each
performarice task?

e

- e cmree
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- WORKSHEET 4

6. What are the common 7. What tools, materials, 8. Are people presently
or frequent errors equipment, or information . performing this
when people perform are needed to do this task well?
this task? - task correctly?
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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 disQussion groups which were held yesterday. As we announced yesterday
morning, ;two of the twelve workshops did not materialize, and in reality, since
several pZSple 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 som.ewhat 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 hgppened in many of those workshops.

We're going to try to make this as easy to listen to as possible, and
f;lghllght 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 is8 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

wWorkshop 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 tb 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 betweempim/
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 aé ""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 regarding 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 are 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 advice, 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.

-— Marketlgé of Services.

Image of sponsoring organization with client group is important. Wwill
it turn peogle 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 'ln-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 young adults is not necessarily
appropriate in situations involving adult learners. The discussion of this topic
would probably include prlnciples of pedagogy (which we all imderstand) 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 scction 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, how;aver, 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
apartm;r'l"tishop complexes, specifically designed for older citizens. Rapid
transit was revived in the area, allowing those in the nelghborhood 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 o:1t 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.

Knbwing 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?

Outlihe, in a series of steps, what Henry could do to move forward,

firmly but carefully.
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Case IT (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 w=rit in annexation, especially throug:.
obtaining better fire and police p.otection than they currently have.

The local publi¢ schonl system and community college havé remained
relatively silent on the issue. Further than that, they have refused requests
from several local citizen groups to take the leadership in élsm ssion 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 dh"ector 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

méklng sure that this becomes a successful issue-oriented endeavor.
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Small Group Discussion -
Gronp 2

NEEDS ASSESSMENT TECHNIQUES USED FOR A CONTINUING EDUCATION
' PROGRAM IN STAFF DEVELOPMENT

Workshop Leader: Barbara Conroy, Educational Consultant
- Tabernash, Colorado
Workshop Reporter: 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 Iistitute advisory teem 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 Personnel, which is available for $2.50 from WICHE publications.
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Group discussions re-erﬁphasized the very basic role of needs assess-
ment. Group members shared experiences and concerns. The main ideas discussed
were:

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

(W ]

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 as sessment.

Some question was raised about the implication of CLENE setting
national standards and guidelines., Participants felt that CLENE could do mére

useful things.
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Small Group Discussion
Group 3

DESIGNING EVALUATION PLANS FOR TRAINING :
A PRACTICAL APPROACH '

Workshop Leader: Brooke Sheldon, Doctoral Student

University of Pittsburgh

Graduate School of Library & Information Science
Workshop Recc;rder: 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
presented 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 usoing 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 whick had been
funded, and we used role-playing with groﬁps 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 thaf we will include that case study in the
proceedings and will 2lso list the different types of criteria in evaluation measure-
ment that we came up with.

In the ev_ening'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

L4

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: Dale Carrison, Director of Libraries, ‘
Mankato State College, Mankato, Minnesota "
Workshop Recorder: Neal Kaske, Associate Librarian, Doe Libra‘ry
Library Systems Office,
University of California at Berkeley

Our group used a modeling technique in which we attempted to list
objegt_ives and activities which would bring about these-objectives. The methodoloéy
used:to gét the ideas out was brainstormirig, and this was 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 continuiﬁg
educatic;n 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 sixtl;, 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
informafion.

Some of the positive aspects were:
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1. Harmony between personal and organizational goals

.

2. Personal growth
3. Define career ladders 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 I‘ESI..llt, 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 sta'ff, an incentive or rewards system, the
opportunity for individuals to use fhe' 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

;roérams as they were being developed, and also to use a system of personal intefvieWs
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.
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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 organizat ional

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,

thaf 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

model for both a staff development program and a continuing education program

f;)r 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 pfodﬁced. From this morning I might add that Jim Sucy's
talk would definitely provide us with a well organized and very‘r 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 thinl‘f 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: Robert Brown, Assistant Director
Graduate School of Library Science
University of Illinois

Workshop Recorder: Charlotte Mugnief, Associate Professor
Graduate School of Library Science
University of Alabama

Information to be imparted can be enhanéed and made more effective
by using different teaching techniques from thosg that have been trad-
itionally employed in graduate library education.a 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 individﬁal or 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/involvemeiit exercises thé;
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-
lations problems of an unusual nature) that are to be solved by students
in the context of the Josetta situation.

The second model is one praduced 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 t :aching/learning technique are:
1) It is effective for all types of particip;;fs. 2) Administrators
are removed from temptation to personalize. 3) The student can project
into an administrative role. 4) It is an enjoyable way to learm.

5) There is more retention. 6) It demonstrates commonality in problem
solution.

Requirements for'success are these: 1) Tt 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 enviromment during the exercise is important;
to be effective there must be saturation or total immersion in the situ-
ation. 4) Simulation should not be overused; it 1ose§ its effectiveness

4s 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 Woolls, 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 us(1ally 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 process.
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'get the job done.

- The process of instructional development can be implemented ir. 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 l"besi:" 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, cach part of the design must be imple-
mented according to the following plan:

4, Determine objectivesT

5. Selection éf internal design format

6. Evaluate and select existing materials

125

.1 134



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 a;sme that you have gone through all of the preli‘minary steps even
though that is unlikely. The important thing to rexhe_amber is that the total
instructional development process is necessary to bringv about significant changes.
Our development of modules is a micro-effort, but nevertheless a useful first step
and prototype for further activ;iti_es.

What is a module ?

A module is ... an organized collection of learning experiences (usually
self-instructional in form) assembled to achieve a specified group 6f selected
objectiv 2s; generally conceived of constituting several minutes to several hours
of insi?ruction.

. A module is the smallest element of a unit; several units usually comprise
a coufse; 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 iearning is a necezsary component, sometimes

during the modules and always at the end. The learner is informed

about the adequacy of his/her responses.

8. The module is almost always rield tested with representative

learners before actual use.

With the backgroun:i of instructional development as a framework and
the definition of instructional modules to serve as a vehicle for delivering the
competency baséd ix;g;uction, let us proceed to the specific procedures for
developing instructional modules. These principles and techniques have been
derived from personal experiences in developing m>dules, 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 checklng it against statements from dif-
ferent levels of consumers: sutu.d;nts, teachers, admlnistrétors, and
subject-matter specialists. The module proceeds to the more complex
and expensive parts of the development process only when these con-
sumer statements matéh 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

porceive relevance, it will impede their learning. Introduce your
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3.

Production

4,

module with as many convincing reasons as you can think of for
learning what is in the module. Students will also learn better with
an overview, such as the list of objectives or a statement telling
what the module is about.

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 i{s a relevant one. As happens
every day, different experts come up with dlametrlcaily 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

aﬁ effective and efficient module which teaches an absolutely useless

skill. " (Thiagarajan, 1975).

State clearly wha the student can do when the module is completed.

Your objective should tell what the learner can 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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9.

6.

cognitive objectives -- descriptions of things you might wish your

learners to do which are intellectual in nature; affective objectives --

descriptions of attitudinal resbonses which you might hope your

learners would display after instruction; and psychomotor skills

objectives -- statements of manipulative or motor capabilities
resulting from instruction.

Break down the objective into components.

This process is often called task analysis. Many objectives t;end 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 re.ad for the first time by some-
one v;'ho knows nothing. Be as clear and explicit as éosslble.

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.

~ Write directions and questions for the post-test.

Each téét 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.

Prepare the script and select the appropriate media.

At this point you really get down to work. You must decide upon

the medium and format of your module. Most modules are prepared

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 {8 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 cbjectives you have defined. Since the production of a modile

is the major thrust of your development effort, there are several

corollaries which are helpful during this exercise:

a.

c.

e.

Set abstract ideas in concrete illustrations. Abstract ideas

will benefit from being presented in the context of "'real" examples.

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.

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 reloforce
the skill before new material is introduced.

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.

Provide feedback after each execcise. This information should help

the learners to change inadequate responses and to know why a

response is right or wrong.

Fleld 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 lntended.in a module, the
module can be revised so as to increase the likellhc;od that other
students will be more succeséful. The pi}fpb.éé ofﬂ field féstihg s
(1) to determine clarity of fhe 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 ?
-- Ié there an appropriate amount of information?
b. Is it interesting?

-~ Does it gain attention and hold attention?

-~ Does {t a1 ouse curiosity ? |

-- Does {t actively involve the learner?
c. Is it the most appropriate format?

--Is it aesthet;;ally 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 éauses confusion ?)
The process of field teéting for the purpose of revision goes through
four steps: (1) expert appraisal; (2) individual tryouts; (3) gfoup

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 ediﬁed 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. During
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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c.

your data, incorporate the changes in the revised module.

The next step of field testing is with groups of students in
natural educationgl environments. “This step is accomplishéd
after the individual tryouts produce reliable results. You will
want to be certain that all learners have the prerecii.iisite skills
and knowledge by administeriné an entry test. As they are goihg'f R
through the module, collect obé%irvﬁat;qgal data on the students’
use of the material as they work'k on their own. After students

go through the module, a:id;nlnistexl the criterion test. As a
result of this field test you may be‘feady to use the moaule

with minor révlsions. If, however, there are major errors or
problems, you may have to revise and then go through another
group tryout.

Fi. 1 testing of the total module involves students, teachers,

and independent evaluators. In this case you provide the

te. vher 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 stiil much room
for the "art' and intulti\"e 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 thnson, Kemp and the module by Eiy and Hedberg. Use
resource people on your facdty and from your institution. Involve professionals

in the field., The next move {8 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, 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 wordg are
used interchangeably and incorrectly. Specifically, workshops, as referred to
here, focus on specific problems and ghould give participants an opportunity to
practice certain skills with a "hands~on'' experience. The discussion leader de-
L f_iped institutes as "short instructional programs set up for special groups
interested in some specialized ty'pe of activity." In this Summer CLENE Assembly
the workshop (term fncorrectly used in_ this context!) swssions focused on
"Institutes" as one method of contlnuiné education, | ‘
. The high priority put on needs assecsment can no. be emphasized too much
in the total process of insititubca pianning, Awareness i 2a<d5 2an como from
many sources; a need can be perceived by someone Wi ¢ * ..¢ 3.uething about
it, or by a person who may be an advocate for an idea, or wy 8t.%'x 9nc o whom
the responsibility to assess needs has been delegated. Once the niseii 1ar been

established, the next step deals with the actua! pianning of the institvwe. Any

shortcuts at this point may lear! 0 sevious nroblams later| It is very important
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that in thg makeup of the planning committee the group for whom the institute

is planned be well represented, and that someone other than the director of the
institute be chairparson 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 m’eetlng objectives, recognizing any congtralnts under which the
planning must be done. Never take anything for granted in"’ré)ilér'ining 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 distinctic'm 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 tc ,.
practice certain skills with a "hands-on" exp;arience. 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 (tern/l incorrectly used in this context!) sessions focused on
"Institutes" as one methoC of continuing education, . '
The high prlprlty 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 group 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 ovérall
planning process. Some may have an expertise in the subject field, others may
have had experience in orga.nizing 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 he
stated m terms of what will happen to the participants. Other consideratlbns 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 yc}'ﬁr"'objectlves allow
you to be. Ushually 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 c;n 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 emcrged in the discussion; which reflected the concern of
many of the participants involved the financing of continuing education experiences
and the recognition for participatioa 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 apglied t:o a speqific situation, could be a nort of a CLENE sponsored program
in the future.
responslblliti‘es 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 aress 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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Some partiéipants 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 d'emandl 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 session:.. Her interest and experience in the topic
gave her an understanding of the cuncerns of those present as she provided
encouragement to study and practice the art of conducting workshops and .
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Small Group Discussion
Group 11

'~ INITIATING A STATEWIDE PROGRAM FOR CONTINUING EDUCATION
Workshop Leaders: Travis Tyer, Senior Consultant Prbfeséional
Development, Library Development Group,

Ilinois State Library

Kathleen Weibel, Doctoral Student, Library School,
University of Wisconsin, Madison

Workshop Recorder:  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 énd 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 eéch state.

Due to the unique circumstances in each state, the approaches to the
development of the plans were different, but the elements which hé.ve emerged are
similar. A continuing education needs assessment study was sought by th;a State
Library of Illinois, but, since the funding was not forthcoming, it was necessary
to bypass this needs‘ assessment step, and form a commiftee 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 elerﬁents: 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
confinuing education for Illinois, which are, ultimately, to improve library
service through better trained library personnel and through increased coopera-
tion among libraries and other agéncies 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 egl;lcation,
and the state library. These element§, 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.

Kathlieen Weibel detailed tte 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 CLENE workshop
participants. Although most were sim‘ilar 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
planning will be initiated, 'probably, as re::ommended by the Task Force Report,
through the state Division of Library Services, as the various elements have been
identified, and the continuing educ;tion needs of library personnel have been
prioritized.

The discussion which followed the formal presen?ations 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 strengtﬁs 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 ufiderstand and utilize the existing
power and organizational structures within each staté, and the necessity to evaluate
the leadership and capability of fhe various continuing education components. A
need for the development of guidelines for statewide continuing educatim programs
was identified. The need to examine alternative continui’ng education funding
options was pointed out. The role of certifigation 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 ;n
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 Wiécbnsin Extension,was the Educational Teleph_one 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 Educa: . 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

Ko,

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 revieed. '

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 iemis Shos Uidrary
ADVISORY COMMITTED ON “0UCLTICH AND TRAINIKG
PROPOSED STATEMENT OF POLICY ON CONYINJING EDUCLTION

"Cointinulng Fdueation is essential for all Library personned, Lto-
fessconal and suppentive, whather they aemain within a vositicn
categeny on ae phipating to mova into a hignen cne.  Contdruding
education ¢y ttunliies (nelude both feumal and informal Lextndng
dlteatiens, ol need w0t be Limited to Library subjects on the cj-
feviings of Lit-wity schoods." -

PREFACE

The I1linois State library is firmly committed to a leadership role in deve]opihg
a program of continuing education for the state's library community. The ulti-
mate goal is:

"The assured provision of excelleat Library service fon all the

nesidents of the state so that the need for culiunal, educaticnal,
Anforunational, and recreational nesources can be met, and the gov-
ennmenial and eccnemic development of the state can be fostesed.” @

Improved service for library users is the end result of continuing education for
people who work in and with libraries. A1l programs and activities should be
planned and executed to enhance methods of fulfilling user neads. To sccomnlish
this, all people who work in and with libraries will have to be included in
continuing education program. Hereafter, the term “those who werk in and for
libraries" is defined as all personnel esployed in libreries, library board
members, volunteers, Friends of the Library, academic and educationai administra-
tors, faculty members, company officials and boards, etc.

Specifically, the program is:

"To provide well tnained personnel in sufficient nuwnbews to meet
the service needs of Local Libranies, Librany systems, and the
18Lenods State Librany, and to provide oppoatunities fon the con-
tinudng education and development of personnel working .in and with
Libraries " 3

PHILOSOPHICAL BASIS

The largest single expenditure of libraries is for personnel. The individuals

who work in 2nd with libraries assume the responsibility for interpreting society's
informational needs and providing vays tc meet tncse 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 maxirize the efforts of the
library's most expensive resource----persons invelved in providing iibrary services.
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III.

The program of continuing education shall have five goals:

1. To enable individuals working in and with libraries to respond
to the constantly changing needs.cf the community.

no

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 leavels 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/cr npoorly-served clienteles.

5. To encourage libraries to beédmé~hdké'6105e1y a11gned and 1nv01ved

with other agencies, associations and organizations within the
total community.

Continuing education is 1ife-long learning and development. No single agency,
association, organization or group of people has exclusive responsidbility as
the primary supplier of continuing education. Rather it is a shared responsi-
bility with all acting in consort to: prov1de a coordinated, united program for
those who work in and with libraries:in I11inois. The role of the I1linois
State. Library is that of a catalytic! ‘agent coordinating activities in conjunc-
tion and cocperation with all other individuals, institutions, agercies and
association involved with cont.nu1ng education for the library coinsiunity.

1. Groups must select the responsibilities they wish to shoulder™
and assume and negotiale their areas of responsibility.

2. Each group involved has its own relationship to the individuals
who participate ifi its pragram; 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 dedicated to the goals
and purposes above lead to an effective total program.

AREAS OF RESPONSIBILITY

The larce nuaber of agencies, institutions and associations already involved
in delivering continuing education %o the library community in I11inois makes
it necessary to define the role of the Illinois State Library within the total
framework of the library environment in I1lincis.
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The structure includes tresz elements:

A. The Individuals Working in and with Libtraries

1.

10.

11,

Accept the ccncept of life-iong educat’on in which the Tearning
process is continruous and unbroken.

Accept basic responsibility 7or continuzd self-dzvelopmant.
Assess personél needs for s2lf-development.

Deternine personal geals, objectives and strategies for
continuing education.

Choose access routes for achievement of perscnzi growth and
developuient.

Supply the internal energy and drive for personal development
goals,

Comwit personal time and/or money to continuing education.
Evaluate continuing education programs.

Commit time and energy to the encouragement of and producticn
of continuing education.

Assist, encourage and advance continuing education for those
supervised.

Become invoived in inter-prcfessional continuing education
planining in communities.

Support library associatior continuing education activity
through miembership and active participation.

B. The Employing Libraries

1.

Consider continuing education an integral function of the
organization in upgrading and developing service prograns
for clients.

Provide an environment conducive to the development of staff
members to their fullest possitle potentiai.

Pcquaint library users with the fact that continuing educaetion
for those who work in and for libraries contributes to better
service for users.

Identify continuing education needs as an outgrowth of long-
range planning for the benefit of Tibrary users.
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10.
11.

12.

Establish nnlicies and procedures that stinulate individuals
working in and with libraries to take advantags of opportunities
for personal development.

Provide financial support Tor the operation of & staff develop~
ment program, including reicased time, merit increases, tuition
reimburcemeit plans, travel expenses, ctc.

Prepare learning packages for local use as wel! as for sharing
and exchange. :

Operate an in-house program of staff development for all levels

"of personrel employed in or associated with the iibrary.

Institute a record keeping system for continuing education
activities, using employment records. staff evaluation, continuing
education opportunities in priority order, etc.

Co-sponsor continuing education activities with other groups.

Provide evaluation of existing opportunities for continuing
education.

Support continuing education activities ot library associaticns
through institutional. membership and active participation.

C. " The Library Systems

1.

(93]

Identify continuing education needs for the iibrary commuﬁity
within the system.

Fulfill the continuing education responsibility as ‘the employing
library for the system staff and board members.

Establish policies and procedures that stimulate individuals
working in and with libraries to participate in opportunities
for personal development.

Assign staff to be responsible for continuing education activities.

Offer consulting help to local library units to cevelop and
implement continuing education programs.

Demonstrate to local library units a procedure to follow to
establish and produce a cont ‘nuing library program.

Establish an incentive plan to encourace those who work in
or with libraries to pursue continuinj education.

;- >pare lezrning packages for ‘ocal use, as well as for sharing
and exchange.

Conduct continuing education activit.es for local staff and
hoard members which contribute to local and area library goals
and objectives. -
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10, Co-spoasor continuing education activitizs with other groups.

11. Evaluate continting Yibrary ciucation oppertunities availabie
to the pecple within the svsten

12, Cosmunicate information about continmine education apportunitics
to the librory comuunily within the systea.

13. Support continuing education activities of library associstions
through institucionel meabershin and ective participatien.

D. The Library Associations---local. State, Peaianal, National

1. Identify continuing educetion nezds as an vutgrowth of assaci-
aticn plaaning and projvam developmant.

2. Assist in setling stardards and guidelines &s well as evalu-
atina continuing oducation orograus.

3. tncourage membership to participate in continuing education
prograis

4, Identify continuing education experts among the membership
s j and encourage use of their abilities.

5. Establish and maintain a committee oo continuing educaticn to
participate in ihe aevelopment, implanantation and eveluation
of & stata-wide continuing ecucatics program..

6. Commit conferance time and resources tc continuing education.

/. Conduct workshops, seminars, institutes, etc., with existing
membership as the target audience.

8. Publish and produce materials such as learning packages which
contribute tc the continuing education of the membership as
well as 1ibrarian<hip—at—1arge.

e r—— et &1 o e
em——— L

S. Provide a communication channel for dissemination of .nformat1on
abcut continuing education opportunities

10. Co-sponsor continuing education activities with other groups.

The Library Prourams

M

1. Prepare individuaic for competence in iibrary pesitions at all
levels through formal programs of study----two-vear programs,
undergraduate prograns, drsduate pirograms.

2. Alert students to the concept lifelong education and their
responsibilitizs for continuing education.
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1.
12.

13.

14.

r~

Emphusize, tircughout fornat couwrse structuce, the continuing
adgucation responsiliilitios of edivinistratois and supervisory
stafy,

Encourage stavf participation in continuing education,

Create and fund faculty positions specializing in continuing
eaucation,

Help in training continuing education specialists for the field.

Participate in the develcument, impienantation and evaluation
of & state-wide concinuing education program,

Frovide consultant services.
Conduct institutes, short courses, seminais and workshops.

Provide evaluation of existing opportunities for continving
education. .

Co-sponsor continuing education activities with other groups.

Encourage interface among library education program, empioying
iibraries, systems, library asscciations and state agencies.

Prepare and distribute learning resources which contribute to
the continuing educatior. of individuals iri remote areas.

Research...,..........

F. The I1linois State Library

1.

2.

Identifies priorities among continuing education needs of the
state.

Fulfills the continuing education responsibility as the
enploying 1ibrary for the state library staff.

Established poiicies .and procedures that siimulate institutions
to provide and individuals to take advantage of opportunities
for personal development.

Plans, implements and evaluates state-wide continuing education
programs based on needs identified in over-all iibrary planning
activity.

Assigns staff to Le responsible for ccotinging education,

Provide consultant services in the realr of continuing library
eaucation tor all groups within the state.

165

152



7. Provides a link bLotween individual libraries, systems,
regional and national programs for continuing cducztion.,

8. Experiments with new training techniques and reward systens.

9. Produces learning packages for specific utilization within
the state.

10. Coordinates state-wide centinuing library education programs
involving those who work in and with libraries.

11. Cooperates with other groups in providing continuing
educaticn opportunities.

12. Spensors special institutes, workshops, seminars, etc., as
needed which contribute to state-wide library development.

13. Justifies continuing education for those who work in and with
Tibraries to the state funding body to insure adequate
support Tor such activities.

14, Selects and maintains collection of nationally developed
lTearning materials for continuing education prograns in
I111inois libraries.

15. Research............
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10.
11.
12.

O 00 N Y O

Continuing education
Staff deselopment
Learning packages
Incentive nlan
Service needs

Reward systems

Interface

GLOSSARY
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FACT SHEET

ILLINOIS STATE LIBPARY
Advisory Ccmmittze on Ecucation and Training

The 111inoi;-State Library Advisory Ccnmittee on Education and Training
will be composed of twenty-seven indivicuais: nine () representing
librarians, ninre () reprasenting public lihrary trustess and nine (9)
representinge libreary educaters, Fach crcun of representatives will serve
as sub-cormittees: The Librarian Sub-Committee, the Trustee SubCommittee
and the Library Educators Sub-committee.

The Librarian Sub-Cormittee shall include two (2) system directors, two
(2) system staff rerbers vith educational responsibilities, one (1) un-
trained public 1ibrarian, one §1; professionally trained public librarian,
one (1) school 1ibrarian, one (i) special librarian and one (1) academic
librarian.

The Trustee Sub-Committee shall be composed of nine (9) public 1ibrary
trustees.

The Litrary Educators Sub~Committee shall be composed of three (3) repre-
sentatives from the ALA accradited programs in the state, three (3) repre-
sentatives from the ron-ALA accredited programs in the state, and three (3)
representatives from the two y2ar programs in the state.

The Cormittee shall also include ex-officio mermbers as are appropriate to
the functioning of the Committee. They shall .nclude: (1) President,
I111nois Library Association, (2) President, I11inois Public Library Direc-
tors Associaticn, I11inois Library Association, (3) Chairperson, I1linois
Library fssociation Committee on Continuing Education, (4§ President,
Library Administrators Conference of Northern I11irois, (5) President,
I111nois Chapter, Special Library Association, (6) Chairperson, I11inois
Regional Library Ccuncil Continuing Education Committee, and (7) Executive
Secretary, I11inois Library Association.

PURPOSE

To aid the I111nois State Library in planning for the coordination of educa-

t;??aliand training.;gdivities to meet the needs of the 1ibrary community in
I111nois:

* to promote the concent of the devalopment of each individual
working in and with 1ibraries to the extent of his ability and
potential.

* to serve as acvisors and reachors to potential programs per-
taining to the development of those working in and with libraries.

155

168



*ooto ddeatify unmat educatinne’ end ireining needs of those VW"iwg

in and with Ticraries in I1iiaols for conion by tho cprropriate
groups -- Tibrary associat ons, Tibravy aducition, systers, s:a
agancies, consercia, lofa: Tihvevies and comtinetions thereof.

* io oroasotéd tha drplementsiios o7 in-service an< continuing educa-
tion activities 10 meet neco. not currantly bteing met by the -
varicus organizetions and agencies enurged in these activities. ‘

QFEPATING PROCEDURES

e ﬂ““!]lly R-;ondtno upen V]cﬂﬂ;nF and functional needs, The Comrittes
will & r|‘r it ocan uﬁ1lf“uﬁ ar.d Vice-Chairman av its first meeting and
annual iy thereaftar.

The overall Cc..iittea 5hall ieet not less than twice nor no more than four
4+
(Y

Thie suu-comitices will also choose their chairmen at the first meeting
and annually unucﬁrt r. Each sub-.committze wouid be free to Function

25 a unit if & particular activity or proposal is deemed particularly
appropricte.

Teyms of conmittze wambers shall be for three years and stacgzred. Terms
fur the original Committee will be determined by lot at the first orgeniza-
ticnal me et1ng cach sup-cormmittee shall have three mambers with thrae
vear LLrhA, tiirce maobers with two yeor terms, and three wieni:2rs with one
year terrs. Thareattar, all terms shall be for Lhree yeers wita three
r2meers retiring.each yaar,

Inpenuas for comaitter manibars to atiead approved ma: ti10" as sciedulad
ara terne by t no {1Yinois State Library in accordancas with trav el ragtilo~
tions of the Sacratary of State's © fice. ‘
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SUMMARY

The Contimuing Library Education Planning and
Coordination Project

University of Wiscans:n-Extension, Madison
ommmication Programs

Continuing education planning for library j->rsonnel 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-
Iished in June of 1975, 1s 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 swwported 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 Manpower *and Education found the coordination of existing programs, the
on-going assessmetit 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 1ibraries. '

These findings serve as the basic concepts of the Continuing Library
Education Planning Project. It is expected that this project will exist on. a|
pilot basis for three years of LSCA fumding after which, if successful, it wi
be 1ncorporated into the on-going program of the Division for Library Services.
The project is presently funded at $20,000 for its first year; based in the
Commmication 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 contimuing 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 1acking in Wisconsin's continuing education programs for
library/media personnel. This is to be accomplished through working with agen-
cies of continuing .education, 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, commmication and evaluation.

During the first year of the proprsed three year pilot project evaluation
will not he 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
tasks, on-going activities, and planning which make up the first year program are
the result of interaction with other agencies, orgunizations, associations, 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 wil’l be consistent with project goals and the attached first year goals
and meas.-able 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.

7/8/76--150 c
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First year goals and objectives

Needs Assessment

A. To inventory and prioritize already articulated Wisconsin Library/media
personnel continuing education needs. .

Measurable Objectives

1. The acquisition and organization of extant datz orn Wi sconsin library/
media staff continuing education needs.

2. The publication in the last report of a prioritized 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, loc:l 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 t~. library Services.

B. To facilitate awareness of library/media ccutin.ing education roles,
goals and objectives of respective agencies, ir¢ritwu..ons and associations
involved in such programs in Wisconsin.

Measurable Objectives

1. The acquisition of statements of cuniinuin, education functions
from the agencies, organizations and inc. .tutions identified in
the Task Force or Library Manpower :.:' iducation Report.

2. The publication and distribution, at the clore of the :'irs% Tund-
ing year, a directory of W'sconsin library/media related ager-ies,
organizations and institutes continuing education functisrs, in-
cluding roles, goals and objectives of each.

C. To identify and disseminate in{)rmation on library/media .ontinuing
education activities.

Measurablc Objectives

l. Mecuoevrship and participation in CLENE, Continuing Library Education

Ni-twork and irchange, including scarch of CLFnE's continuing educa-
tion data basc as requested.

2. Preporation of a calendar of Wisconsin continwing education activi-

ties for librury personnel and distribution t': ce times & year
througin 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 liurery/media continuing education
in Wisconsin.

Measurable Objectives

1. The attendance of project st:ff at library/media conferences and
" meetings such as Wisconsin Library Association, Wisconsin Audio-
visual Association, chapter swcetings of ASIS SLA and CLA, and
interlibrary cooperatives.

2. Staff maintenance of a telephone and activiiy log twice a
month; and, analysis of the .cg as part of the quarterly report.

B. To develop channels for commiuii~ation among agencies, institutions
organ1zat1ons and individuals intercsted in library/media continuing
education in Wisconsin.

Measurable Objectives

1. The publication of a newsletter coacerned with library/media
continuing education three times during the year.

2. The establishment of a Library Continuing Education Council by
the close of the first proicct year.

C. To develop initial proceiures for statewide library/media continuing
education planning.

Measusable Objective

1. THe presentation of designs for needs identification and assess-
ment; and for linking human resources to agencies, etc., in the
quarterly report: and in the second year funding proposal.

b
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Wisconsin and CLENE

The Offie of the Comtinuing Library
Fduatun Setoork wnd Exchnge
(CTENE) hay maounced completion of
some organvtanal sleps thal will
transform it from 2 largely ad hoc
planning urganization 10 @ formally
structured conlinuing education service
in supyort of all ibearies and informa-
lion Krvices,

CLENE had ils ongins in 2 study
projet eslablished under the aegis of
the National Commission on Libraris
and Informution Science  With M.
Elizabeth Stone of Cathalic Universiy
4 project director, and (he asistanee of
an advisory committee, o substantial
teport was devcloped on Contnuing
Library and Information Science Edu-
cation,

One of the key recommendatons of
the report was that there be 2
permanent Continung Library Educa:
ton Network und Exchange at the
matonal level, 1 10 be based on
Continuing fiaison with  national ore
ganizations in ibeary and information
science, and 1 ewact functions will be
established through 2 contiuing aseess
ment uf pricrity needs

Artiles of incorparation have been
drawn, and a Boaed of Diectors bas
begun 1o function. At the close of the
American Library Association Mid:
winter meeting in Chicago, the fist
CLENE  Assembly wilt meet. This s
the largest and most thoroughly
npresentitive of CLENE'S organize
(aomal componens, Jnd on 1t will rest
primary responsibility for needs asses:
ments Retween s Board and the
Asiembly will be an Advisors Commu
tee Bernard Franchowik ind | hase
had the priviege of servng on the ad
oo sdvisory commitiee since January.

il

Wiseenein und eight other stale library
agr ot bave wonraited small amounts
fi sl CLENE operations, and
ULeVE has ceotived several federal
e L s ¢ me intial serviees,

Wha an CLENE do for Wisconsin’
Among its firs) scheduled activities are
the issvance of & newsletter, CLENE
Exchange, and the poblishing of an
annual [ising of continuing ¢ducation
oppertunities in libary, media and in-
formation science.

Future activities depend upon the
Assembly's needs assessment. Among
carlier ideay are that it might identify
gaps in available continuing education
offerings and produce or contract for
learning programs which could Nl the
gaps. Since it could not and should not
build 3 separale faculty, its learning
programs might appear a5 mulimedia
pickages, or even compuler-asssted
programs.

The Report of Wisconsin's Task
Force on Library Manpower and Edu-
cation has been sent 1 CLENE. It
hoped that Wisconsin librarians, in:r
mation scientisls and media persor el
will continue o offer suggestions 10, »1d
ast yuestins of, CLENE, The CLENE
Offce (60 Michigan Avenue N. E,
Washington, D.C. 20064) can uler
(ransparencies, sldes and printed serip
10 explaim it activities 10 interested
)

The future of CLENE 15 1 your
ands, 46 well a5 those of ity organiza-
ol components, 11" offers the chal
fenge of making work & perrariented
coltaboratie national efforl, which must
anerge from the give-and-take of v
ginizations wilh prioriics which have
¢lashed 10 the pas

W. Iyle Fherbar

ran g ¢ it W AL YL

Report of the task force on

Library manpower and education

Summary and recommendations

David R, Holfean

Mr. Haflman served s Progeet Coordinator
for the Task Force un Library Manpower and
Educalion from July 1974 1 June 1975, The
fulf report, from whach ths artcle s derived, is
avalable from the Drvsion for l.ibmg Ser
sites, 126 Langdon Streel, Madison $702.

Backpoud

In December 1973 the Council on Li-
brary Development s¢l up a lask Force on
Library Manpower and Education 10
arry out an inegeated study of library

manpower and education needs in Wis

consin, and of the resources available to
meet those needs.The project was funded
by Library Services and Consiruction Act
Title Land 11 funds.

The Task Force, representative of al
lbrary and media associstons in (he
State, types of fraries, media programs
and fbrary education, was chaired Db)'
Murid L. Fuller, Chairiran of the De:
“irmmmrt-Communication, Universty
of Wisconsin—Exteniion, and functioned
through a sleering commiliee and thee
working roups: Manpawer, chaired by
Letay Zweilel, LW --Madison Engineer-
ing Lbuaty, Libraty Education, ch..red
by Joseph A. Boisse, UW - Parkside L
brary, and Cerfication, chared by
Barbara  Bardey,  UW~Milwagket
Schoolof Library Seience.

The Task Force set sin objeatives for
the ludy.

1V To determine hbrary personnel
fequirements n Wisconsin for the de

Hiv aun Dibear Hullona Nonoucher e padis ot

’
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vade 19741983 wcluding wumbers and
levels of justians and the professional
nowltye and teshnical skill nceded for
providing the harging patterns of Nbeary
Ivice.

2) To determine the library education
resounces 10 degree programs and cone
tinking education progeams as they relate
10 Wisconsin,

3) To deselop recommendations con-
cerning Nbrary education programs in
Wisconsi in relation to persannel needs.

4) To develop recommendations con-
wtning wnlinuing education programs
for {ibrary persaanel.

§) To onsider and develop recom:
waendtivns on certification requirements
for by persunie,

6) To develop a model for coningous
updating of information about personnel
needs, lbrary edication and certifcation

The tudy was concuined wilh persone
nel al al level, in all types of Bbraries,
media centers, information centers und
similar arganizations whose common pur-
pose 15 the collction, organization and

disseimination o making available for use

recorded knowledge in s several forms,
The project was administered by the
LW Tleniun Depariment of Com:
munication, with David R. loffinan as
Proget Coonhritor, and Peler A
Neenan s Prgect Assisant, The projet
afl conducted the cludy, wisted in
formulating. recummendatin snd -
pared the foul reporl The wotkn,

A
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groups advied the provect staff n the
devtlopment of the sudy. evaluated the
fesults and forwarded theur recommenda-
tions 10 the Tusk Force, which reviewed
the reports of the three working groups
and forwarded the entre report 10 the
steering committee, The sleering commit
te¢ acted as the Exccutive Commiiee of
the Tusk Force and 1n 1ty final achion
approsed the report with recommend-
tons, for tramsmitlal to the Council on
Library Development.

Procedures

The project stalf began oty investigation
with an iniensive evamination of tewent
Wbrary manpower and education sludies
undertaken in other staies, and relevant
national s(udies. as well us previous state
studics in Wisconsin, The stal was able
10 lake advantage of sirenglhs in concept
and design in other studies, and could
mcarporale some of these inlo plans for
gathering and evalualion of data in
Wiconsin. No one of these studies,
however, addresed itsell to all of the
objectives set forth by the Task Force,
Hence the stafl found it necessary 1o
prepare 2 sludy deswyn which would
provide sufficient breaih and width of
coverage 10 meed (hese obyectives
A questionnaire addresed to librarians
was used (0 gather data on numbers of
people presently empoved a1 several
levels of responsibilty and ur several
educational levels, needs and attitudes
toward continuing education. attludes
towatd cerification, some gommenty on
dppronriatencss of preent ibrary med
ducation programs, und . foresast of the
numbers af people 2t he seseral esels of
responsbilty who might e necded 1o
provide hbrary semice i the decade
ending 19%$
Convderable conultaivn was o,
Qertaken by the staff wirh 1he 1 W
wEriensin Wiscomin Sunes RKeitch
« Jahtaoy 1 deermne he b meany

Q

o amie al 3 properls represenlalive
sample of personnel in different types of
Hbraries and wih different leves of j0b
responsibilit. The Laboratory drew (he
sample of adminstrators and  staff
members based on statistcal information
on staf sze and enrollment provided by
he study staff, Singe it was desirable that
some of he questions be put to school
admiisirators a5 well & lbrarians, o

= AP A . -

14 he judgment o the project taf dhat the vespomse e it sursey w et
o cable generaliation to the universe of individual i such positions n the sate

sanple of district administrators  was
drawn reflecting sudent enrollment Jevls
by districl,

The Survey Laboralory dupiicated and
maied (he questionnaires in January
1975, and mailed 2 follow-up reminder to
nonrespondenls aller an appropriate in-
lerval. Responses were analvzed by the
Survey Labaratory in consultation ith
(he project sta; in those instances where
fesponses were nclear, the determination
of appropriace. answers, of eciion to
code the answer af 4 nonvespanse, was
made by the projedt salf, The Laboralo-
ry provided coding, key-punching, and
(abulaion of the responses. Respanses
were sorled both by population group ang
by leve or respondent’s professional edue
cation, (S¢¢ lables page 309))

The project invled the heads of the
state’s lbrary/media education programs
10 a meeking in Madison on Ociober .5,
19% 10 discuss proposed means of
gathering information for the sudy, the

binds of information on education pro-

grams which (he sl needed, and the
kinds of informaton which the projec
might prowide 10 1he educators, An in-
terview schedule was prepared for this
purpost. and between November 1974
and February 1975 viets were made by
the s1F 10 each of the campuses oering
Wbrary science programs, and the univer-
sty deparments offering hachelor's or
graduute degrees n the audiovisual fields.

A o followup, the heads of these
programs were mviled 10 4 secund meet
ing, m Wisconsin Rapds on Aprl 30,
1975, 1o review and react lo the e

Population group Samle Usable  Rosponse
L e repess e
Academic libary directors ] 1 104
Avademic Nbrary staff members N n 1354
Special Nbeary irectors 9% 56 04
Special library staff members 113 i 0%
_Public schol library direclors 100 bl N
Public school fibeary staff members % .
Nongublic school ibrary directors 100 b 6%
Public library direciors 10 N N
Public library staff members 100 i W
Public school distict fibrary supervisors 0 1 §0%
Public school administrators 100 f 6%

A second questionnaire was designed to gather informaton on background nd
pereived educonal need of public brary tusee nthesate, Like he qestiommaie
for libvaians, it was pretested with a sample group o truseesand it wa als reviewed
by the Executive Board of the Wisconsin Library Trustees Associaion. One hundred
brary Soard presidents and & hundred Lbrary board members were randomly selcted
from it of boards maintained by the Diviion fo Libeary Sevices, the vt offie
maild the questionnaie, coded and analyzed the responses

I i"the Judgment of the projest staf tha the response rae is sulfcient 1y enable

generalization 1o the larger gtoup of ibrary board members in the sate

Chtegory Sample Usable Response
e repmss e

Library bosrd presidents 100 i1 29

Library board members 100 b i

dafls of conclusions and recommenda-
tins fom the projeel eaff, The saff
Tound both meetings aricularly valuable
a4 resull of the interactve syle ofs
forded. Representatives from a pumber of
the programs provided further data and
suggestions for the s1af and Task Force,
nd atiended meetings of the Working
Groups and Task Force as observers,
Faclual data were gathered from 2
varety of sources for use in developing
fecommendations or making forecasts.
Envollment - projections ~ through 1989
were obiained in Fall 1974 from the
registrars of nonpublic instittions of
higher education (some insttutions had

ol developed projections this far w1
advance); projecions shrough 14 were
obained front the University of Wiseom
sin Central - Administration for 4l
campuses in he stae system; projecions
through 1980 for the Wisconsin syiem of
vocational, fechnical and adult education
wert obtained from the State Board for
Vocational, Techmeal and Adult Fduca-
fion, The Department of Public Iniruc
lon provided forecass of entollment 1
the public and nanpublis schaul through
1978, The Population Projecton Program
of the State's Department of Adninatae
fionprovided  populaton  projechons
(hraugh 1985,

Wesamm [ohogny Ballonw S pnchorft, ok 14"
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At therequen o 2 Manpawer Wark:
ing Group, the pi-je stall mied 2
10U 01 & duten ' 9vaans in ey posi
o o a tiund-t:e discusson on
quttatie vends 2het il alf
manpower needs . she coming Gerade
AL thal meeting, 0 May 0, 195,
twenty-four posible wrends which migh
Impact upon personse] needs were ideti
fed, and the respordents were asked o
indeate the degree 10 which each tend
might have an effect upon the variows
types of ibrarics.

Staff conlusions ead recommendations
wert prepared o0 1oe basi of question
nawe responses and cter data gthere,
and wert ditrbuted to members of the
Task Force and 0 beads of the i
brary/media education prograns, The
Tusk Force'sthree working groups met in
Madison in May (Library Educaton
My 7 Cenmfication, May 13
Wanpower, May 14) These groups coe
sidered and discussed papes presented by
the saff, and accepted, modiied or
tewrole Ihem a5 appropriae. Reparts and
ecommendaions from the Working
Groups wert reproduced and circulaed
again 1o the ‘enire Task Fores and 10
heads of the ¢ducation programs.

On Jung 12, 197*. the Task Force met
252 boly a0, n ot comiderd each of
the ecom nendations n 1he orm adopled
by the appropriate working GrOvp agein
with the apion of 2captance, rjcton r
modification. The reporls and ecom:
mendations comiag from the Task Force
wete then considered by the Seering
Commitlee 3 ts meetiag on June 24,

The Stering Commiee formally
Wopied the repart 20d recommendations
on June 24, and direcied it trammittal to
the Couniclon Library Developmen, The
Councl accepted the fepont i prisciple
on August 1, subyeet to specific actons
i regad 10 indmdual recommendatione.
It voted on September 39 to forward the
varows recommendations to- concernd
organirations for tudy and action

]

Sunmary of fidings and recummends:
flons

The Tusk Force has reviewed the avail
Al data o present and poteraal Future
requireiens for personnel in lbrery,
media and information programs. 1 notes
2 vty of Factos which will hae ffet
on the numbrs of persons required 10
orovide lbray servie during the decade
ending (985, bu il does ol ofe & frm
prjecion for the futue, It considers
estimates of needs made by direeors of
Vrary programs to b firy close 10 the
maximum growih which may be antici
pated, and the status Quo forecst besed
on maintenance of preset rato o per
sonnel o populaton or entolliment to be
fidy close 1o the minimum growth tha
might be expected taewide. It anic-
pales that the actal growth may fal
between these twe,

It has corsidered some of the dynamic
factors which willafect Wisconsn’s eed
for Wrary personnel, and it nols the
variety of factos, trends and issues
identified in the course of the stdy.

Some 31 universiis, colegss, and
technical ceters in Wisconsin offer
formal programs for the educaton of
ibvary and medin personnel a3 varely
of levels, and with a variet of spectfic
gous. [nformal and condnuing educalon
progrems are alo made avalible by 3
aunier of profesions] aseciarons ind
other agencies.

The Task Foree comsidered the mter
A thered on present educalion pro
grams in Wisconsin and th polices end
quideline on lbary ducation aded
by the American Library Assaiaion, &5
well 25 the respones 10 questonnaires
addressed to Wbrary administators, i
brary stll members, schol +dminis
rators and pubic ibary baed members
in arrvng o recommendatons on
brary/medin education including both
degree programs and contiving educt
fion.

The Tk Force recommendy
1) That Liboary  Edacativn and

Megower, o staiement of polcy adpted
by tic Councl o the American | brar
Assoiatin, June 30, 1970, serve 2y (he
guideline within which by edcation
grogeams in Wisonsin are developd
cxtpl 10 the extent that it st be
modified by cerufication  stryctures
duveloped by legiimate cerlyng bodies
wilhin the siate which have had the
coaperaion of the lbrary profesion

Conizant of the coninung need for
lbrary education progeams at (he under
graduate leve, the Task Force noted (he
important relationship between under
gradute Nbrary educetion and generl
Iberat education, ind between undergrad
uate &nd raduate ibrary education pro-
giami

The Tusk Force recommends:

2) That care be (aken that the quane
ity of technical and professonal courses
taken al the undergraduate level does nol
crowd out genera iberal ans and scence
edusation. t further recommends (hat to
this end (hose responsible for ibary
educaton programs at dath undergrad
att and graduate evels mainain ffective
and cotinuing comtact wilh counselrs
and advisorsfor undergraduate siudents

3) That strong ¢fforts be made to
evelop and continue ariclaion and
coordinarion detween lbeary/media edu-
cation programs a their seeral levels,

4) That the newly-formed Educativn
Section of the Wisconsin Library As-
yiation take the nitalse, through the
formation of a sub-section or uther appro-
priale unih, in bringing  ogether
representatives of all the fvary/ media
education programs in the state, to meet
together for continuing study und resic
of libraty media educaton needs and fo
joint planning where appropriaie.

The Task Force beheves that with
hree unmersites  offering  mater”
degrees 1 Mrary cience, and. thece

Wiy ot fibrary Sulivtn, Nongmber Pecgroge '

i o i vh./-"‘?\ o vl st o
by o <ol 21 technology,
W v e capny 10 medt
Lreseeabie neely for wew gaduates in
thot ficidh, oypecially of thase graduate
pregtais att ariulatod sih undergrad
g oputms and i ondingied with
aach ather,

Vi 1 5k Fotee vy tends

§) That uaeriics which offer
maser's degrees in {braty ece, audi
ovistal communication, or educatione
iedi, deselop weperative lans which,
subject 0 e osecaing the individ
al niversity or impsed by relevant
acereiing bodies, wiuld permit sudens
U take advantage of unie sirengihs in
ther depailments or an ether Campuses
when agpropreae to career goals

The Task Force beliwes that ger
ograplie Factors keep some etsons who
might ener praduate study i these feds
from aewally deing so; i al Teast 4 pant
of 4 graduste program could be made
available in 4 more comvenient locaion, it
foels more persans wauld engage in
graduate study.

The Tusk Furce piommends:

) That universiies offring master’
fegees in Neary science, audiovisal
cmmunications or educational media
review the posibilis of offeing thei
caurses on ather campuses which do nol
Iave similar progeams, when appropriat
by, aborstay or uthr facilte are
avilable,

Evidence gathered in the study, sup
ported by experiene of membens of the
Task Force, pamis 1o the sometimes
divergent enpectatons of ibeary educr
bt progras uum U orns o view of
the student, the corploser and the edu
citor,

The lask Fuaee scommiends
1) That the Gl on | oy De
seent bl 4 bruadly sepresent:
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e group. charged sith ntmoumg st
of degree-onented ilbrary educaton
Wisconun. including. bu ot lawied 1o
he following 1iems

1) Emplorers evpestations of the

knowledpes and skills graduate lbrary

programs 1 Wisconsin should provide

to meet the nceds of their ibraties

by Student percentions regarding the

appropriateness o their education.

¢) ldenufied needs for skills not cur-

rently being met which are feasible 10

be included in graduate curriculums.

4) Mentfiod noeds which should be

ke sesporaibility of the employer

through the provision of service tram-

ung and of the employee Lhugh partic

inthien A Lentiging education pro-

grams

Dau from the Guestionnaire: survey
identfy peeferred formats, agencies and
juble:ts for continuing cducation, both by

k= 1ype of ibrars and, or responsiblty, ané
rg 0% el of vonerd education of the

respondents Respondents aiso gave -ome
T30 ot fnpertiIRALIGn i Lonlinuing
sducaion programs The <arvay provides
niornaton o insitutional  policies
reganding continuing educaion & wel as
respondents’ views of the importance of
connuing education,

The Tark Force recommends

80 That the Drwon for Librany
Servces oubinh 3 hivary/media con-
finuing education council, represeating
insttations with different levels of |-
bracv medua education programs, the
several professinal associations 10 the
Sheary medis el and repr entatives
A persany empised 9 libraries and
edia venters wih different lew . of
tdieation and Serent levely of job
resensbiliny. [5 ecommends that s
vl e chaied with denfuing and
g o g educdnan needs of
ibeary media personnel, working with

1 7 gappmprmr agees to see That programs
are deseloped 1 meet these needs, heep-

Q
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e up 1o date the informatun aiready
pothered about current fibrar, medu vd-
Cn prograims, and taking respunsibili
v for statewde publicizing of these
programs. 1 further recommends that the
Duvston provide staff and funds to sup-
port the work of the counci,

The Task Force strongly emphasizes is
fecling that continuing education pro-
grams should be desgned for and made
available to personnel at all levels of
¢ducation and levels of responsibilty in
Wibeary/media programs. Data gathered
i the vourse of the study suggests that
wo often such opportumities are nat
oifered to paraprofessional or support
wall,

The Task Force recommends,

8) That those responsible for seting
personnel palicy and thase responsible for
the administration of library,media pro-
grams be encouraged 10 recognize con-
tinutng education as une of the bases for
promotion or salary advancement, for
personnel at l levels of responsbilty.

(0) That Wbrary/media personnel at
41l Tevels be encouraged to participate in
appropriate continuing education pro-
grams.

Data gathered from public library
board members indicates that & hgh
percentage recenved no orientation o
theue responsibilities upon being namet to
thert boards.

The Tash Force recommends

1) That 2 model anentation program
for public Kbrary board members be
designed, uing the jut elfurts of the
Wiscanwin 1:brary Trustees Asseciation,
the Wisconsin Division for Library Ser-
VIdes, representatives of local government,
librars adminstrators and the L nierity
of Wisconsa-- Futension Departnent of
Communication, whieh might be used ¥
adapted by local fibranes or library
sslems

[ brary board members indiated (hat
they considered the Wiseomin Library

Trustees Association helpful in meeting
their needs as trustees, yet a fairly low
number actually belong 1o WLTA or to
the America'. Library Trustee Associa-
tion, and more than 2 quarter indicate
that they have nat been asked 10 join.

The Task Force recommends:

12) That WLTA and ALTA examine
their membership recruiting procedures to
Qetermine whether their means of reach
ing potential members are us effective 2y
they might be

The survey provides specific ranking,
by library board members, of topics
related to their responsibilities as trustees
on which they want more information.

The Task Force recommends;

13) That organizations or agencies
piepming programs for public library
board members take the relative im-
portance assigned 10 the various topics in
responsed 10 the questionnaire into consid-
eration s they plan such programs,

A number of agencies and organiza-
tions were identifid in the questionngire
a8 useful to trustees in meeting heir
continuing education needs. The Task

| among these bodies will yield more useful

trustee programming than otherwise.

u-gung Programs, wurking wih appry-
[riale aRENCis O orgathcations 1 appree
prigte ways 1o meet thots needs, and
making information about such programs
available o library board” members
throughout the state

The state presently certifes profession-
al lbrary/media persomnel in public
schocls and in the system of vocational,
technical and adult education, and public
librarians esvepu in cities of the fist clss
and in communites of under 2000 people
Voluntary professional centification pro
grams are . el in addition, by the
Medical - wrsi Association and the
Americr vanan  of Las Lbcariane

The Tok T voognies thal there is
N0 Central 4%n v vt Stale lenel which
has governanc. auihority over acedemic
or special libraries. |t encourages partci
pation in such volumary certfication
programs as those provided by the MLA
and the AALL, but it does not recom-
mend the instittion of mandatory pro-
grams for the certiication of professiona
personnel in academic and special librar-
ies in Wisconsin,

The Task Force recommends;
15) A program of certification for
public library persannel, as follows;
Certficating agency: The Divsion for

-~ Library Servces of the Department of

The Task Force recommends.

14) As a part of the Library/Media
Continuing Education Council, there be a
cammiltee on programs for library bogrd
members, with at least representation
from the Wisconsin Library Trustees
Association, the Wiscansin Division for
Library Serviees, the University of Wis-

. consin~-Extension Department of Com:
*munication, the several levels and types of

library/media education  programs, -
brary administeators and local govern-
ment. It recommends that this committee
be charged with: reviewing un-going edu-
cation programs for fibrary baard
members, identifying needs not met by

Wiscomon [thean Rullein Novemhor Diromber
..k,

. Public Instruction, advised by the Council

on Public Library Certificates and Stand:
ards.

Types of certiicates: Three grades, for
heads of libraries and for other pasitions
on library staffs as determined by loca
library boards. Libraries may require
personnel with professional or techmical
preparation in ather fields, but certifica-
o in other speciahes 1 not proposed.

Urade | Requring 2 bachelor'

Qegree from a college or university

aporosed by an accrediing association

of mose than statewide standing, and in

addon  fifthyear degree from 2

librarg schoal program accredited by

gt
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the Arencan | 272 Sonto the
Dinion may sale's e B catie
Wn ot oaiewn e
whether penoms afe ot A
degrees from Iowars whoul programs
not accredited by the Amencan L
brars Awocnaton sfe wompetent o
provde profesare, iran work ably
and efficemily, and if vt shall grans
them Grade | cernicates Jpon apphca:
tan,

Grade 11 Reunng & bachelor’
egree from 1 colege or unversiy
approved by an accrediing sacialion
of more than slaieside standing, 1n
luding or supplemented by courses n
gublic ibrars admimsization, selection
of Uibrary matenals inc udiag nonpriat
materials), the orgamection of brary
materials, and refetence and informa-
tion senvice.

Grade 1! Requining al least twe
years of study n 2 college or technica
mUGtion 108 program which includes
courses 1n the iberal arts and $eences
and couree work in Hbrarianship at
leat equialent to the Giversity Ex
enson Directed Home-Study Course
A0, Bas Librars Management for
Public Librarians; the Dnvision may
agprose olber coune vork s
equvalent.

Topes of certficatin A1 cerufcaes
should be nsued fur fieepcar penods
Permanent certiicates ssued undet previ
ous cenification programs hauld contin
ue 10 be valid for the povtion which the
mcumbent holds at :he e ot odoption
of the new program

denend] of cerntuate Cemligtes
may b renened upon coence that the
holder by partapated n vantinuing
education m brangmsbiy whch i enber
directh elated 1o the povivon held or will
prmi advamement 15 e rofewon
The Counl an Putiie 1ears e
watey 3nd Standards shod deime con-
tiuing education requiremer loding
aumbers and types of pro Tl

wold qualify persons for recertfication
and method of venfying paruiipation of
the hief brarian and staff members in
contmung education. Lpon the second
conseculne renewal, & ife cernfcate shall
be 1ssued.

Application o cerfiates head bar-
s Admimistrators of public Lbrary
syoems, and head libariens n all bear
ies serving 2t least 10,000 population
should hold Grade ! cetificates, Heads of
Iibrarie servng at Jeast 2500 persons but
ol mare han 9999 persans should hold
at least Grade 11 certficates. Heads of
ibeaties servi fewer than 2500 persons
should ho at leat Grade 11 certifcates

Applicaton of centfcaes: i posi-
nong: Unless otherwise required in the
Administrative Code, the library system
o local orary board should determine
the grades of centifcate 1o be hed by
persons in various posiions in the system
or ibrary.

Enforcement: Funds disbursed by the
Division for Libraty Semices should na
be dinributed, directly or indireetly, o
any public library which docs not employ
as head librarian 2 person who holds
appropriate certification,

The Task Force recommends:

16) A program of cetiication o
sehool media personnel, as follows:

Cortificating agency: The Department
of Public Instruction

Thpes of cerificates: theee 1pes, 25
listed below .~

Media district supenisor. Regurng
successfal experience a5 a school media
ypecialis, and vourses beondthe
master's degree in principls of school
administration, Supervision o persanncl
management, and schoal hbraisanship
educational technology, ur nformation
wience.

Media pecalit Lesel D Requir-
ing 3 teaching license nd & masters
degree fram a progeam Lhat combines
librars and information science, educa-

ol connmigmications and feehoudoy,
ani curriculum The acadeini propata-
o will provide for the development of
watapetencies relating 19 the provisn
al clledtive tnedia progranis
Wedia specialist Level ) Requr-
ing u teaching license and a bachelor’
degeee from & program thal includes
courses in brary science and educa:
Wonal  technology. The  academic
preparation wil provide for the devel-
opment of competencies relating (o the
prov:sion of effective media programs.
Terms of centification; Terms of
certification, and rencwal, should be con-
sitent wilh teacher certiication prac-
tices. Renewal should recognize the im-
partance of continuing education.
Application of ~ centfcates:  The
Media District Supervisor certificate
should be held by persons responsible for
supervision of district-wide media. pro-
grams. The Media Specialist (Lewel 1)
certficate should be held by persons
responsible for building-level programs
which combine library and audiovisual
services. The Media Specialist (Level 11)
cerificate should be regarded a5
minimum requirement for perions respon-
sible for buiiding-level programs. Profese
sional media personnel other (han thase
responsible for administrtion of district
ot buildingelevel programs should bold
certificates at  level determined by the
local school distict
Application of  cerifcates o
nonpublic schools: Altbough nonpublic
whools are not obligated to employ
licensed or centificated media personnel,
(hey should be encouraged 1o do s0, and
qualified personnel in nonpublic schools
should be encouraped to seek certifica-
tion.

Library education

University  of - Wisconsin—Milwaukee
Schoal of Library Science announces new
faculty members: Or. Elune Folk Fain,

PRD LW Madwoi, Sssntant Profey
o, tez b spesal Wbranes and collee
ton develognent, Awilant Profesgor
Ronald F. Sigler, vampleting doctoral
work in School of ibraty Science,
Flonda State University, teaching public
Wbraries and audiavisual vervives. The
School toved in September 1o the first

= and second Moors and lower level of the

uorth wing of Mitchell Hall. Dial (414)
9634707 for the Diceator.

Practicing ibrarians may be mierested
i same of the courses olfered January
20-May 29 by the UW -Madison Li-
brary Schol; Organicational Behaviar for
Librarians, |-:15 Wednesday: Trends in
Iuformation and Document Processing, 4
$15 Tuesday, Tharsday, Library Service
10 an Aging Population, 4:30-6:30 Tugs-
day; Topics in Literature for Chilgren
and Young Adults, 46 Thursday; Plan-
ning Reader Services in the Context of
Public Library Systems, 9-11:30 Fridsy;
Comparative ~ Librarianship, ~ 1-315
Monday. Inguire of Mrs. Phyllis Bayle,
Helen Whi.e Hall, Madison 53706,

Indian Library Service, an Educationa|
Telehone  Network  (ETN)  course
planed by the Juint Library Committee
of the Geeal Lakes Interiribal Counci
and the Diviion for Library Services, i
coondinated by Janice Lincoln, 2 Win-
nebago from Tomah, and olfered this
winler by the UW—Entension Depart-
men! of Communication.

A plan to count three years on the job
as one year of academic work for persons
approved by 2 screening commitee of
senior stall is proposed by Director Ervin
Gaines of the Cleveland Public Library.

A study of the status of education for
lirarianship i+ in progress by Dr. Ralph
Conamt and:. the spomsorship of the
Americad Library Association with
grant from the H. W. Wilson Foundation
A research team iterviewed faculty,
students, alummi and adminisiratars in
about 20 graduate schooh, and studied
persannel requirements of euiplasers,
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ETN ... A Way Not to Travel

by Dr. Lorne A. Parker, Director
Instructional Communications System -
University of Wisconsin-Extension

F- .a its performance, ETN sounds like a new way
to travel, becausz via ETN:

. A pIa-nt pathologist alerts agricultural agents every-

' where in the state about a corn blight outbreak;

" o 14 separate classes of undergrads meet with and
question a leading expert on pharmacology;

e A speaker from a National Social Workers Conven-
tion in San Francisco lectures to students and pro-
fessionals in ten Wisconsin locations;

e University extension faculty members get logether
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 conjunction with Wisconsin Bell
Telephone and the University of Wisconsir..

The Darome Edu-Com is a self-contained communi-

The suituu-uud Edu-t:om (inset) is a ulf-cenhmod 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.

=

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 leve: 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 doctors for continuing education. Now the
network provides educational experience for more
than 24,000; students.

For 1:...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_
coasists of a lecture session followed by a quest:on-
and-answer period. Professors lecture from various
ETN crcuters, allowing each class around the state to
participate in some “live” lectures. Slides, tapes and
16mm films, mailed in advance from Madison, are
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 recewed
by University Extension in Madison. AN

After the daily message service, the network 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. Ity special capa-
bilities make it significant as an educational media:

o It provides “continuing” education; participants re-
ceive limited amounts of information frequently,
rather than in massive doses once a year;

e It offers great economy in time and money. Neither
faculty nor students need travel far or spend much
time away from their usual responsibilities;

e 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;

e 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, prmted 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 Cornti =ine Education
and Director of the Office of Continv “;; " fucation
and Public Services, University of Iilin:i.
Workshop Recorder: James A. Nw .<.;n, Director
Office for Couiinring Education

College of Librz: v .icience,
University of Kenfuchy L

T

I or the purpose of this document both #f:=1no0n and ei/e:ning' Miseussivn
groups will be summarized as one report. There were six pedple at each
session and although there were some geriga;fza:l."-differezlces between the two dis-
cussion gro ps, it all fell withi.n the framewc;rk of the different aspects of the
knbwledge broker concept. Both groups set their owr.ll agenda for items to be
covered during the disgussion and iir. Knox dealé with;these agenda items as a
resource consultant.

N~

There was sor - :onfusion in voth groups with regard to ';“u? two perspec-
tives on the knowledg» 1:-aizer conc-pt. In one per;pecti.ve the --l":'ﬁowledge broker
is viewed as the librarian serving in the know!edge broker role with the library
patron or client. In this first role the librarian/knowledge brokez; serves to
facilitate the clients' search for the most appropriate direétion wi:ich they could
take in meeting their own long-range goals. In this role the knowiedge broker

serves much like the "mentor" in traditional andragogical concept. The librac:-n/

knowledge broker helps the individual to set short-term achieveable objectives

165

ERIC | 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 organizetion 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 morz is known about the environment to be dealt
with in this second perspective. h,‘-.The knovledge broker in this role knows pretty
much what the variables will be in the organizational setting and can facilitate
the learning iwfogram with this knowledge in mird.

Both perspectives require similar finci.ons to be performed by the know-

" leggé ‘brol;ér: an. important function i~ to "'tv" 1 people on' or to whet their appetite
fo;‘iéthe learning experience; the knowledge broker must be well versed ir resources
available to facilitate learning and ir this ¢ -ect would serve the »cierral function
by referrihg people to the most approj:iate resources; the knowled; e broker
‘would help to set achieveable objectives while oper: ag up possibilities for long-
range goals; and, an important fu'nction of tlie krowledge broker is to get .2e
learning process moving in a self-directed way éo that it will continue beyond
his or her involvement in the process.

Several cases were discussed to illustrate the functions .*f .ne knowledge
broker. One suc‘h case looked at the state library consultant visitirg a local

public library system and through a non-threatening process of consultation
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(over coffeé, 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 thé 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 quaiities for making up a person who can be effective in \vorking through
the non-traditional format of a knowledge broker are: empathy with thg client;
credibility (perhaps having gone through similar gxperiences as the client or
client group); a good knowledge of téchniQues and resources; and, good communi-
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 keyhote address. In this cdntegt 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 pl:imary focus for the
knowledge broker. The groups also discussed what Dr. Knox classified as the
"others' point of view. This pe'rspect'ive_‘tal;es into account needs for tréining

as perceived by administrators, supervisors, educators, clients of the system
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and other such viewpoints initiating frora an observation of the primary 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~~:ion 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 previqusly 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 without making some contribu-
tion. The individuals who attended the twc meetings are listed "below:

Nancy Doyle Henry L. Alsmeyer, Jr.

Jim Greaves Charles A. Bolles

Elizabeth Margutti : Betty M. Nichols

H. D. Kreilkamp K. Leon Montgomery

Peter Neeman Letty Stone

Katherine Ann Perry Mary K. Feldman
168 <
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Travis Tyer: Maybe the most worthwhile things we've reported to you this
morning.

One of the general observations as I was h~earing the reportex:s 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 participant; themselves made the discussion eroups work.

Now while I still have the mike I want to point out to ycu that on your
tables there is an evalu\atioﬁ form which those of us who will be doing the future --
the next -- CLENE Assembly would like for you to take rather seridusly.

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 particibants for the discussion groups
participation and the effort you put into it, and I really want to thank the reporters
and the 1eaders, 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
188
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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 Président. " It's
beeﬁ 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 I 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 secgnd thing I want to do is to thank and comme~ " ~ttie Taylor for

the tremendous job she has done as CLENE's first presider. .n 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 poifit~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.) B
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Ruth Patrick: The third thing 7 want to do is gelt 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 pfo—
gress réport. on CLENE, and what I want to do is outline the goals for CLE;NE

for next year. Now,' the Board will be addressing ther;lselves 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 én over';lrching one, and
this is to make the accomplishments of the seccad year comparable to the first
year and lay a sond 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 fow 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 :Jone at all levels, local, state, and nati'onal. First to assess what
are the continuing education needs, what are the important problems that have to
be addressed, such as the development of a recognition system, which is a high
;;riority 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 structuré:;', 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. |

Oue 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 b.rought 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 subsiantial time preparing a xplanning document, helping us to
identify what the priorities were fo'r the upcoming year, so one of our goals will
be Lo 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 priorltlés, and seek
funding from foundations, goverumeant sources. The U. S. Office of Education
has been very generous to us, but we don't know if they still will be able to con-
tinue funding us and we want to .i: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 Ilook at and think abou 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

oo~ things, what we want to exist in our desires and imagination, and the reality of =

what éétual.ly e:nsts Wé have g'reat ideés on w'hat wérwavnt" to do -~ ma.ny of H N
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 want to involve you in CLENE's work.
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~ implement it?

How can you become involved ? I think in these two days 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
suécesses with us; you can work on your statewide plan for continuing edication,
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

write back to us and say '"Why don't you implement it?"" Why don't you

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 -- ang i{t"s the category that's
always labeled c:n any questionnaire, it's the "'Other" category -- this is for you
to determine the best way for you to become invol~ved in CLENE and ultimately
benefit from CLENE.
.1 shall be aski~ - each member of thé Board, the 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.
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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; eéondmic, 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.
e ---—-—I-ask-for-your- supportv.forA»CLENE,-.your.ideasafor_CLENE,-Ayour_energy.—f

for CLENE, your power for CLENE.

Thank you.

The meeting is now adjourned.
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APPENDIX A

CONTINUING LIBRARY EDUCATION NETWORK AND EXCHANGE
ASSEMBLY PARTICIPANIS

JULY.16 — 17, 1976

&
Sterling J. Albrecht Charles Bolles
Assistant Director of Libraries Associate Professor
324 HBLL School of Library Science
Brigham Young University Emporia Kansas State College
Provo, UT 84602 Emporia, KS 66801
Lavrence A. Allen Patricia M. Broderick
Professor Director of Library Development
College of Library Science " Pennsylvania State Library
University of Kentucky Box 1601
Lexington, KY 40506 Harrisbuv-g, PA 17126
Henry L. Alsmeyer, Jr. ** Robert Brown
Associate Director of Libraries Assistant Director
Texas A & M University Libraries Graduate School of Library Science
College Station, TX 77843 - University of Illinois

Urbana, IL 61801
John Aubry,
Coordinator, Library Systems Susan Bullock
Five Associate University Libraries Cheshire Public_ Library  __
757 Ostrom Avenue N ] 104 Main Street .
" Syracuse, NY 13210 Cheshire, CT 06410 :
Joyce Ball ' thleen E. Burgess
Assistant Director of Libraries Head, Continuing Education
Box 8352 University Station Gary Public Library
University of Nevada 220 West 5th Avenue
Reno, NV 89507 ¢ Gary, IN 46402
Marilyn Balam Nancy Bush
Reference Librarian 315 Cherry Street
Maw Library Auburn, AL, 36830
Indiana University ’
Bloomington, IN 47401 Thomas Cahalan
, Assistant Librarian for Acquisitions
Mary Baxter Northeastern University Libraries
CLENE Staff Bostéu, MA 02115 ‘
620 Michigan Avenue, N.E.
Washington, DC 20064 Dale Carrison
Director of Libraries

Frank Birmingham Mankato State University
Program Leader Mankato, MN 560Q1

Instructional Media and Technology
Mankato State University
Mankato, MN 56001
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Genevieve Casey

Professor

Division of Library Science
Weyne State University

315 Kresge Street

Detroit, MI 48202

Vivian Cazayoux

Associate State Librarian
Louisiana State Library
1447 Kenmore Avenue
Baton Rouge, LA 70808

Arlene Chamberlain

Director of Library Personnel
Chicago Public Library

78 East Washington Street
Chicago, IL 60602

Harry Clark

Assoclate Professor
School of Library Science
University of Oklahoma
Norman, OK 73069

-——-—-u-——u—Eileen—Cohev —

Joanne Crispin

Director, Library
Lutheran General Hospital
1775 Dempster Street

Park Ridge, IL 60068

Evelyn Daniel

Associate Professor

School of Information Studies
Syracuse University

Syracuse, NY 13210

Katherine E. Davis

Public Library Consultant
State Library of Florida
Tallahassee, FL 32301

Dorothy Deininger
Principal Investigator
CLENE

620 Michigan Avenue, N.E.
Washington, DC 20064

Eleanor L. Dempster
Staff Development Librarian

,wthaster s-Student .. ... .

Library School
University of Wisconsin, Madison

Madison, WI 53706

Jean Connor

Library Consultant
Westville Apartments
Farnsworth Drive.
Slingerlands, NY 12159

Barbara Conroy
Education Consultant
Box 502

Tabernash, CO 80478

Marile Creager

Assistant Director

Tacoma Public Library
1102 Tacoma Avenue, South
Tacoma, WA 98402
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Nancy Doyle

Director

Adult Continuing Education
Forsyth County Public Library
660 West 5th Street -
Winston~Salem, NC 27101

Maryann Duggan

Director

Veteran's Administration Library
2404 West State Street '
Boise, ID 83702

Joan C. Durrance

_ Instructor, Community Inormation

Specialist Program

.Department of Library and Infotnn:ion

Service
University of Toledo
Toledo, OH 43606
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Lenna Easter

Manager, Information Center
Calgon Corporation

P.0. Box 1346

Pittsburgh, PA 15230

Sandra Ellison

Public Library Consultant
Oklahoma Department of Libraries
200 NE 18th Street

Oklahoma City, OK 73105

Donald P. Ely

Director

Center for the Study of
Information and Education

Syracuse University

Syracuse, NY 13210

Mary K. Feldman

Chief, Cataloging Section

Department of Transportation Library
400 Seventh Street, $.W.

Washington, DC 20590

Bernardwgranckowiak,wDirector___m_mm___Adult—Services—Coordinator

_Bureau of School Library Media . .. .. _

Programs
Department of Public Instruction
126 Langdon Street
Madison, WI 53702

Muriel L. Fuller

Professor

University of Wisconsin, Madison
Library School

Madison, WI 53706

Marilyn Gell

Chief of Library Programs

Metropolitan Washington Council of
Governments

1225 Connecticut Avenue, N.W.

Washington, DC 20036

Kathryn Gesterfield, Director
Illinois State Library

209 Centennial Building
Springfield, IL 62756
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Wayne ‘Gossage

Library Director

Bank Street College of Education
610 West 112th Street

New York, NY 10025

James E. Greaves

Assistant Reference Librarian
Reference Department

Indiana University Library
Indiana University - .
Bloomington, IN 47401 "ow

Nancy Greer

Head

Catalog Maintenance Department
Denver Public Library

Denver, CO 80218

Donald Haynes

State Librarian
Virginia State Library
Richmond, VA 23219

Jacqueline Headly "

Lake-County- Public-Library -~ -~

1919 West Lincoln Highway
Merrillville, IN 46410

Betsy Hearne

Editor, BOOKLIST

American Library Association
50 East Huron Street
Chicago, IL 60611

Howard Hitchens

Executive Director

Association for Educational
Communications and Technology

1201 16th Street N.W.

Washington, DC 20036

Mary T. Howe

Director

Starved Rock Library System
Hitt and Swanson Streets
Ottawa, IL 61350
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Carol Johnson

Director

Research Library

Alr Force Geophysics Library
Bedford, MA 02193

Neal Kaske

Associate Librariam

416 Doe Library

Library Systems Office
University of Califorr.ia
Berkeley, CA 9&720

Kevin J. Keaney
Chief, D.C. Branch
National Agricultural Library

U.S. Department of Agriculture,

Room 1052 - §
Washington, DC 20250

rigitte L. Kenney
Ansoclate Professor

Graduate School of Library Science

Drexel University
Philadelphia, PA 19104

Bridget L. Lamont
Consultant

Library Development Group
I1linois State Library
209 Centennial Building
Springfield, IL 62756

~4A., Venable Lawson

Director

Division of Librarianship
Emory University

Atlanta, GA 30322

Thomas P. lewis

Assistant Manager

School and Library Promotion Department
Harper and Row, Publishers

10 East 53rd Street

New York, NY 10022

Rita Lichtenburg
Reference Librarian
Undergraduate Library
Indiana University
Bloomington, IN 47401

- .,,_David..g_._,,.nng-, B PO R N

Librarian
Editorial Library

Standard Education Corporation

130 North Wells Street
Chicago, IL. 60606

Alan B. Knox

Professor of Continuing Educaxion

~-Gi~ Elizabeth-Lindgey -

Director of the Office of Continuing

Education and Public Services

University of Illinois
Urbana, IL 61801

Charles A. Kozoll
Associate Director

Office of Continuing Education

and Public Services
University of Illinois -
Urbana, IL 61801

H.D. Kreilkamp
Assistant Librarian

St. Joseph's College
Collegeville, IN 47978
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Specialist in C-ontinuing Education
State Library

735 East Michigan Avenue

Lansing, MI 48919

Paul Little

Chief of Extension Services
Oklahoma County Library System
131 Northwest Third Street
Oklahoma City, 0K 73102

Marcia Lowell

State Librarian
Oregon State Library
Salem, OR 97310

Mary Niles Maack .
Library School Faculty
419 Walter Library -
University of Minnesota
Minneapolis, MN 55414
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John McCrossan

State Librarian

State Library of Vermont
111 State Street
Montpelier, VI 05602

Gil McNamee

Director

Bay Area Reference Center
San Francisco Public Library
Civic Center

San Francisco, CA 94102

Suzanne H. Mahmoodi

Visiting Lecturer/ PhD Candidate
University of Minnesota

Library School

Minneapolis, MN 55455

Elizabeth Margutti
Assistant Librarian

R & I S Department

Love Library

San Diego State University
San Diego, CA 92115

Margaret Monrvoe
Professor

Library School
University of Wisconsin
600 North Park Street ™
Madison, WI 53706

Eleanor Montague
Director

WICHE / WILCO

P.0. Drawer P
Boulder, CO 80301

K. Leon Montgomery

Associate Professor

Interdisciplinary Department of
Information Science

Room 721,LIS Building

University of Pittsburgh

Pittsburgh, PA 15260

Schuyler Mott
Director

Ocean County Library
15 Hooper Avenue

“GathedHE"MBIm”"""""”"”“'““'"“"' B L e

Coordinator, LTA Program
College of DuPage, Omega College
Glen Ellyn, IL 60137

Melissa B. Mickey

Reference Librarian

Library Industrial Relations Center
1225 East 60th Street

Chicago, IL 60637

Helen M. Miller

State Librarian

Idaho State Library
325 West State Street
Boise, ID . 83702

Shirley C. Mills, Director
Miracle Valley Region

700 5th Street
Moundsville, WV 26041

Toms River, NJ 08753
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Bessie Boehm Moore

Vice Chairman

National Commission on Iibraries
and Information Science

State Department of Education

Education Building, State Capitol

Little Rock, AR 72201 -

Mary G.H. Mueller
Instructor and Librarian
Bio-Medical Library
University of Minnesota
Minneapolis, MN 55455

Charlette Mugnier

Associate Professor

Graduate School of Library Science
University of Alabama

Birmingham, AL 35294
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Margaret Myers Katherine Ann Perry

Director ) Acting Director, Information Center

Office for Library Personnel ; Public Technology, Inc.

Resources i 1140 Connecticut Avenue, N.W.

American Library Association Washington, DC 20036

50 East Huron Street - .

Chicago, IL 60611 Sydelle Popinsky

Coordinator of Personnel Enrichment -

Peter Neenan Program

Doctoral Student Northern Illinois Library System

Library School 211 North Wyman Street

University of Wisconsin Rockford, IL 61105 -~ .

Madison, WI 53707

4 Mary Power

James A. Nelson Executive Director

Director, Continuing Education HeaIth & Rehabilitation Bibrary Servid

College of Library Science American Library Association

University of Kentucky 50 East Huron Street

Lexington, KY 40506 Chicago, IL 60611

Betty Nichols Neil V. Price

Supervisor, Continuing Education Chairperson

Kansas City Public Library Department of Library Science

311 East 12th Street . and Audio-Visuyal Instruction

Kansas City, MO 64106 University of North Dakota

- . University .Station, Box A . . _

e - P gy QL Donnellu-m““mw~». . . .._Grand Forks, ND 58202 . .. . . ...

Coordinator of Conninuing.Education g

CELS Nancy Sanders

Southwestern Library Associlation Adminstrative Assistant

7371 Paldao Drive Main Library

Dallas, TX 7524C Indiana University

Bloomington, IN 47401
Ruth Patrick

Coordinator of Contiruing Education John Schere

School of Information Studies Associate Director
Syracuse University Nebraska Library Committee
Syracuse, NY 13210 1420 "P" Street

Lincoln, NE 68508
Shirley N. Pelley

Social Science Librarian . Bernard S. Schlessinger
University of Oklahoma , Professor .

401 West Brooks Street University of South Carolina
Room 210 College of Librarianship

Norman, OK 73069 Columbia, SC 29208
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Susan K. Schmidt Frank A. Stevens
Coordinator Library Institute Chief, Libhrary Education Branch
Appalachian Adulr Education Cen:er Division of Library Programs
P.0. Box 1356 : U .S. Office of Education
Morehead, KY 40351 ‘ 400 Maryland Avenue, 'S.W.
) Attn: Rm. 3319 A ROB-3
Brooke Sheldon Washington, DC 20202
Doctoral student ' S
Graduate School of Library and Elizabeth W.' Stone
Information Science Executive Director
Pittsburgh, PA 15260 CLENE
- 620 Michigan Avenue, N.E.
Joseph Shubert Washington, DC 20064
State Librarian
State Litrary of Ohio Nan Sturdivant
Columbus, OH 43215 Administrative Assistant
for Personnel Development
Hester B. Slocum Tulsa City - County Library System
Assistant City Librarian Tulsa, OK 74103
New Orlcans [ublic Library
219 Loyola Avenue James Sucy
New Orlcans, LA 70140 Menager
' Education Markets Services
Barbara Smith Eastman Kodak Company
Coordinator Rochester, NY 14650
CommonwealCh Campus.Libraries
— —-List 505 Pattee-Streef -~ — e i ~——Judith-Sutton B
Jennsylvania State University Adult Services Consultant
University Park, PA 16802 Department of Cultural Resources
Division of State Library
Dorothy Sno ‘den 109 East Jones Street
. Assoclate Editor Raleigh, NC 27611
" Booklist
Anerican Library Association Roderick Swartz
50 ‘East Huron Street State Librarian
Chicago, IL 60611 Washington State Library

Olympia, WA 98501
Carolyn Snyder

Personnel Librarian Diana Yu Swenson

Indiana University Libraries Indiana Vocational Technical College
Indiana University 1315 East Washington Street
Bloomington, IN 47401 Indianapolis, IN 46202

Vida Stanton

Assistant Professor

School of Libraryv Science
University of Wisconsin, Milwaukee
Milwaukee, WI 53201

202




JULY ASSEMBLY PARTICIPANTS - Page 8

Nectie B. Taylor

Assistant State Superintendant
for Libraries

Division of Library Development and
Services

Maryland State Department of Education

P.0. Box' 8717

Baltimore-Washington International
Airport L

Baltimore, MD 21240

Alphonze Trezza

Executive Director

National Commission on Libraries
and Information Science

1717 K Street N.W.

Washington, DC 20036

Travis Tyer

Senior Consultant

Professional Development

Library Development Group

Illinois State Library

209 Centennial Building

Springfield, IL 62756

Pauline Vaillancourt

" "Assoclate Professor and Consuitant

School of Iibrary and Information
Science

State University of New York, Albany

1400 Washington Avenue

Albany, NY 12222

Joyce Veenstra

Asgistant Personnel Librarian
317A Butler Library

Columbia University

114th Street and Broadway
New York, NY .10027

Julie A. Virgo

Director of Education
Medical Library Association
919 North Michigau Avenue
Chicago, IL 60611
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Barbara von Wahlde’

Staff Development Coordinator
Sterling Library

Yale University

~"New Haven, CT 06520

Raymond F. Vondran, Jr.
Assistant Professor
Department of Library Science
Catholic University of America
Washington, DC 20064

Jan waffle

Supervisor ~ Bookmobiles
Austin Public Library
Box 2287

Austin, TX 78767

H.T. Walker

Specialist - Staff Development

Division of Library Development
and Services

Baltimore Washington International
Airport

Box 8717 "

Baltimore, MD 21240

(Retired Deputy Executive Director
American Library Associution)

222 Rast Pearson Street

Apartment 1605

Chicago, IL 60611

Barbara Weaver =~

"Regional Administrator
‘Central Massachusetts Regional

System
Worcester Public Libmary
Salem Square
Worcester, MA 01608

Kathleen Weibel
Doctoral Student
Library School
University of Wisconsin
Madison, WI 53706
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J. Madison Whitehead

Law Librarian

College of William and Mary
104 Hurst Street "
Williamsburg, VA 23185

" Matthew R. Wilt
Executive Director
Catholic Library Association
461 West Lancaster Avenue
Haverford, PA 19041

Norma Wood

Head, Technical Services Department
East Chicago Public Library

2401 East Coiumbus Drive

East Chicago, IN 46312

™1 anche Wools

Associate Professor

Graduate School of Library and
Information Science

University of Pittsburgh

Pittsburgh, PA 15260

-~-Judith T. Yamamoto .
—£zsistant Director.. ... ..

Tllinois Regional Library Council

425 Yorth Michigan Avenue
~uite B 66
Chicago, IL 606il

Jane Younger
__Consultant Adult Services .
Wisconsin State Library >iviaion
Wisconsin Department of Public
Instruction
Madison, WI 53702

Nancy Zeidner

SPEC Coordinator

Association of Research Libraries
1527 New Hampshire Avenue, N.W.
Washington, DC 20036
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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 the quality and availability of continuing

" educatlon opportunities for |ibrary/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 natlonal 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 officlals.

+ 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 pro?rams
% obtalned 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 avallable programs
L, state agencles, Instltutions, and assoclations, requiring
programs to transport to their locales

5., planners concerned with manpower development anc|_educatlion--
the network shows what exists and Indlcates the gaps

' a profession-wide model for the recognition of participation In
CE programs

“ a home=study program on the Impact of the new technologles

“ plans for programg that can travel anywhere

% papers on tools for program evaluation and needs assessment

“ recommended criterla for continuling education programs

" consulting services

“ program reviews

methods for assisting those who market learning resources

% ways to facllitate the dellivery of exlisting CE programs

"% proposals to meet ‘those needs that have been ident!fied

“ a yoar=long program for tralning those responsible for CE In
state agencles

v exchange of materlals, packages, and ldeas that have been
produced by other developers

PLEASE TURN
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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 than dedication and hard work. It
takes money...a lot of money. Money for staff, for printing, for mailing, for computer
service, for promotional materials, for Assembly meetings, and for more program development

The problem is really quite simple. CLENE needs money to continue jts 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 way we can continue our programs.

As CLENE's services make their impact on the profession, the level of service and the quali
of leadership will be improved. Every pérson in the profession is bound to benefit. It

is only through cooperation of all concerned groups and individuals that quaiity informatio
and library service can be assured to all of our communities.

We invite you to joln with those leaders, state agencies, associations, library schools, an
llbraries 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)

Mailling Address

City State Zip

Phone (area code included) () Business or ( ) Home
() Indlvidual Membership - $10.00 (Check enclosed)
() Institutional/Assocliation Membership = $7200; ( ) Check enclosed

() Please Invoice

MEMBERSHIP FORM

Official Delegate
() Sustaining Membership = $1,500 ( ) Check enclosed () Please involce
officlal Delegate
Assembly Registration: Mémber - $75.00 ( ) Non-member = $35.00 ()
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