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Executive Summary

Section A: Introduction and Background

This research project began in response to calls for a greater understanding of several intersecting human re-
source challenges believed to be facing Canadian libraries. Of primary concern was that of having a sufficient
number of adequately trained and experienced staff that could succeed a senior librarian workforce poised to
retire in large numbers over the next 5 to 10 years.

In recognizing that retirements cannot be viewed in isolation from a number of interrelated factors, however, the
research also encompasses such matters as recruitment, retention, education and training, and quality of work,
all within a context of changing library and library staft roles. Specifically, the 8Rs research team highlighted eight
elements necessary to address the status of human resources in libraries across the country: recruitment, retire-
ment, retention, rejuvenation, repatriation, re-accreditation, remuneration, and restructuring (the 8Rs).

A parallel concern with that regarding a potential human resource shortage is the perceived need to rejuvenate
mid-level staft who, because of downsizing and hierarchical flattening, have not been provided with the oppor-
tunity to prepare themselves to fill the roles that will arise from retirements. Questions surrounding educational
requirements, occupational competencies, and the provision of training opportunities also play into the cultiva-
tion of needed skills, knowledge and abilities of library staff.

This report represents the culmination of nearly three years of research, including a survey of 461 library ad-
ministrators and human resource managers, a survey of over 2,200 librarians and nearly 2,000 paraprofessionals
(non-MLIS staff, excluding library clerks), in-depth telephone interviews with 17 library administrators, and 3
focus group sessions. In addition, a literature review and analyses of existing data were conducted.

The report, therefore, covers much ground that has never before been examined in libraries. The 8Rs study pro-
vides the data and analysis to inform national coalitions and partnerships between libraries, educational institu-
tions, and representative professional associations about the issues surrounding the supply and demand of the
workforce. In doing so, the study permits an unprecedented opportunity to assess the sector’s readiness to accom-
modate change and to illuminate potential strategies that can be used by libraries in planning their own human
resources.

Although we recommend and hope that most individuals will read this report in its entirety, we are well aware
that because of the sheer size of the report, not all individuals will be able to do so. We have thus tried to construct
this executive summary and the consolidation of the human resource implications presented in the next section
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to include the major findings, conclusions, and implications. Alternatively, readers might also use this report as
a reference tool in which they can examine specific sections and tables of the report that are applicable to their
area of interest.

Section B: Methods

The research methods involved three major stages, with each consecutive stage designed to inform the directions
and content of subsequent stages. Stage I entailed a literature review, a compilation of existing Statistics Canada
and library school graduate data, in-depth interviews with 17 library administrators and focus group sessions
with representatives from the Canadian Association of Research Libraries (CARL), the Canadian Urban Libraries
Council (CULC), and the Alberta Association of Library Technicians (AALT).

Stage II of the 8Rs project involved the completion by library management from academic, public, and special
library systems of a written, mail-out survey in the summer of 2003. Of the 1,357 surveys randomly distributed,
461 were completed for a response rate of 34%. The 63% of institutions that employed professional librarians
together represented 3,300 librarians.

Stage II1, a web survey of professional librarians and paraprofessional staff conducted in the summer of 2004, was
the largest and most comprehensive stage of the research project. The analytic focus of this portion of the study
was to gain an understanding of the 8Rs from the viewpoints of those who work in libraries. To optimize the
number of survey respondents and therefore the representativeness of the sample, both random and non-random
sampling strategies were used. Of the 8,626 potential respondents randomly selected from the sampling frame,
3,148 librarians and paraprofessional staff participated in the survey for a response rate of 37%. When adding the
1,545 non-random respondents to the sample, the total sample size increases to 4,693 for a confidence interval
of plus or minus 1.2 percent (i.e., the total sample results are within plus or minus 1.2 percent 95 times out of a

hundred).

All survey data have been analyzed by type of library, and in some instances, by geographic location.

Section C: Workplace and Demographic Characteristics of Canadian Library
Personnel

The sample of professional and paraprofessional staft have the following characteristics:

« About 6 in 10 professional librarians and 3 in 10 paraprofessionals work in a supervisory or managerial
role.

+ Though small proportions of librarians and paraprofessionals work in temporary positions (7% and 6%,
respectively), one quarter of paraprofessionals work on a part-time basis (compared to only 7% of profes-
sionals). Part-time positions for paraprofessionals are most common in the public sector where we find
that 43% of these positions involve working less than 30 hours per week.

o 54% of professional librarians and 44% of paraprofessionals have been working in their careers for more
than 15 years. School librarians are the most likely to have worked in their careers for this length of time
(63%), while small public library paraprofessionals tend to have had the shortest careers with only 30%
working for more than 15 years.

o 4in 5 professional librarians are female, but 9 in 10 of paraprofessionals are female.

« Visible minorities and Aboriginal individuals are not well represented in Canadian libraries. Seven percent
of professional librarians are visible minorities (compared to 14% for the entire Canadian labour force)
and only 1% are of Aboriginal origin (compared to 3% in the total labour force). The figures are virtually
the same for paraprofessionals.
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o One-quarter of librarians and one in five paraprofessionals are 55 years of age or older (compared to
11% among all Canadian workers). School librarians have the oldest demographic profile, while librarians
working in non-profit libraries are the youngest.

Section D: Recruitment

Recruitment to the Librarian Profession

Research demonstrates that popular stereotypes of librarians persist, no doubt contributing to whatever problems
might exist when recruiting individuals to the librarian profession. When librarians themselves were asked about
what attracted them initially to the profession, the 8Rs research found the most common reasons were because
of the core values of librarianship, including an appreciation of books, learning, and research and an interest in
serving the public good. Notably, none of the respondents mentioned that their initial reasons for entering the
profession were at all related to an interest in managing or in supervising others. Furthermore, positive views of
librarianship that drove the initial reason for entering the profession often emerged from having prior exposure
or experience with librarians and libraries. These results suggest that efforts to recruit to the profession could be
targeted to library users and other library staff, and should entail an educational component highlighting the core
values of librarianship, while at the same time detailing some of the many functions of librarians, and perhaps
most visibly, the functions of managing, supervising and leading.

Three in 10 paraprofessionals indicated an interest in obtaining an MLIS degree. When the paraprofessional sam-
ple was asked to explain why they had not pursued this degree, the most dominant response was limited access to
library school programs. Hence, when assessing recruitment to the librarian profession, consideration must not
only be placed on public perception of the profession, but also on accessibility to the profession.

Demand Side Recruitment Issues: Organizational Recruitment

The predominant recruitment pattern in 2002 represented by nearly half of libraries was that of not having an
increased need to recruit librarians compared to 5 years ago, combined with no recruitment activity. Keeping in
mind that very few (23%) of institutional respondents indicated that they currently had a “poor” ability to recruit,
budget restraints was the most-cited barrier to recruitment for all library sectors. Otherwise, the results demon-
strated that CARL libraries are hiring more extensively, are not experiencing excessive problems recruiting, and
are not faced with as many barriers to recruitment as the rest of the Canadian library community. Conversely,
CULC libraries are actively engaged in recruitment and are faced with a tight labour market in which they are
vying primarily with CARL and other academic libraries to access a sufficient number of adequately and ap-
propriately trained librarians. In the smaller libraries of this nation is yet another story; one which is typified by
little recruitment need and activity. These libraries are, however, faced with a perennial financial problem and are
handicapped simply because of their small size. In addition to these barriers, the recruitment efforts of libraries
located in Saskatchewan and Manitoba are further hampered by their geographic location, which in turn explains
their likelihood of not having a sufficient pool of interested or qualified candidates applying for positions in their
libraries.

Interestingly, libraries located in rural and remote regions of Canada did not report having more problems re-
cruiting than did urban libraries, although as we would expect, they are more likely to experience problems
because of their geographic location and small size. One-third (32%) of librarians indicated that they would
consider working in a rural or remote library primarily because of the more attractive lifestyle often associated
with smaller communities.

An analysis of the match between the competencies needed by libraries and their ability to meet these needs when
recruiting revealed little sector variability. Virtually all types of libraries in the Canadian system are finding it the
most difficult to fulfill their leadership, managerial, flexibility, innovation, technology and workload needs.
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Supply-side Recruitment Issues: Staff Sector and Geographic Interests and Activities

An examination of the library sector applied to among recent librarian recruits (i.e., those who have been work-
ing in their careers for less than 6 years) when looking for their first librarian position revealed that at least part
of the recruitment problems experienced by CULC libraries is because candidates are less likely to apply for jobs
in this sector than they are to apply for jobs in academic and special libraries. For example, only 43% of current
academic librarians applied for a public librarian position when looking for their first professional job compared
to 54% who applied to a special library.

Three in 10 recent entrants initially applied to a non-Canadian university, primarily because they perceived a
shortage of Canadian jobs. Furthermore, an analysis of the reasons for leaving and returning among the 7% of
librarians who had previously worked outside of Canada revealed that labour market conditions explained why
44% of librarians left Canada, but only why 17% returned to Canada. The implication of this difference is that
improvements to the Canadian librarian labour market will serve primarily as a deterrent to emigration and not
necessarily as an encouragement to repatriation.

With respect to the early labour market experiences of recent librarian recruits, 84% found their first position
within 6 months of graduating from their MLIS program (compared to 77% of recent library technician entrants).
However, most (57%) of these initial positions were of a temporary nature. Recent librarian recruits working in
CARL libraries were both initially (65%) and currently (31%) the most likely to be working in a temporary em-
ployment arrangement.

Section E: Retirement

Recent Retirement Trends

Thirty-four percent of libraries had at least one librarian retire between 1997 and 2002 (representing 11% of li-
brarians). Somewhat smaller proportions of libraries experienced a paraprofessional retirement during this same
period (23%, representing 7% of current paraprofessionals).

Age of Retirement

Between 1997 and 2002, the majority (79%) of librarians retired before the age of 65. Current senior librarians’
predictions about their age of retirement, changes in provincial legislation on mandatory age of retirement, and
concerns about having the financial ability to retire combine to suggest that age of retirement will increase in the
future.

Predicted Future Retirement

When employing the most likely scenario of age of retirement (62 years of age), 16% (1,440) of the current profes-
sional librarian labour force are predicted to retire over the next 5 years (between 2004 and 2009). A somewhat
larger proportion of retirements are predicted to occur between 2009 and 2014 at 23% (2,070), for a total pre-
dicted retirement rate of 39% (3,510) between 2004 and 2014. However, since the librarian age profile is highly
concentrated in an older demographic (e.g., nearly half are currently 50 years of age and older), these predictions
are highly dependent upon age of retirement.

Predicted rates of retirement among paraprofessional staff are slightly lower: 13% between 2005 and 2009 and
21% between 2009 and 2014, for a total 10-year retirement rate of 34%.

The implications of these data are that efforts to groom the next generation of leaders and managers need to
begin now, not only with mid-level librarians, but with recent entrants into the profession. Moreover, when re-
tirement rates for both professional librarians and paraprofessional staff are viewed in their entirety, succession
management becomes more complex. The experience, skills, talents, and knowledge lost by the two most pre-
dominant occupational groups within libraries present a compounded situation that warrants careful scrutiny. If,
for example, paraprofessionals are viewed as a possible pool of future professional librarians, the paraprofessional
workforce will be subject to further losses which, as the retirement data suggest, the library community can ill
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afford. Together then, these results suggest that the library community needs to focus more strongly on attracting
lay individuals to libraries in both professional and paraprofessional capacities.

Retirement Attitudes and Retirement Policy Implications

Overall, only 3 in 10 senior librarians are looking forward to retirement to a “great extent” while most (56%)
reported “to some extent” Furthermore, large proportions of librarians indicated that they would consider both
delaying their retirement (75%) and accepting an early retirement plan (68%), suggesting that retirement timing
can be influenced by organizational policies and practices. The strongest determinant of time of retirement for
librarians is their financial ability to do so. The same retirement attitudes were found among senior paraprofes-
sional staff.

Replacing Retiring Professional Librarians

Libraries experienced greater difficulties replacing the leadership qualities lost when librarians retired than they
did replacing their technical skills and knowledge. Anticipated future concern is also slightly greater for leader-
ship replacement than for skills and knowledge; 46% of libraries reported that their current pool of internal suit-
able candidates is inadequate to replace the leadership qualities lost by departing senior librarians compared to
40% of libraries responding similarly with respect to skills and knowledge.

The most frequently-cited barriers to the replacement of competencies lost by retiring librarians cited by at least
6 in 10 libraries include budget restraints, inadequate leadership or management training within the organiza-
tion, the absence of a succession plan (currently only 1 in 10 libraries has a formal succession plan in place), an
inadequate pool of qualified candidates, an inadequate pool of interested candidates, and the inability to fast track
strong candidates.

Section F:  Staff Retention

Departure and Tenure Rates

Organizational longevity of librarians and low turnover rates are indicated by the following two findings:

 Only one in every five libraries experienced a librarian departure in 2002 (excluding retirements): 73% left
voluntarily and 27% left involuntarily.

 77% of senior librarians have worked in their current organization for more than 10 years.

Inter-Organizational Mobility Interests

The 8Rs research found that librarians are primarily motivated to stay at their workplace because of job satisfac-
tion. For example, 88% reported that they stayed at their current workplace because they liked the job compared
to only 21% who agreed that they stayed because there are no other jobs available.

Intra-Organizational Mobility: The Match between Career Aspirations and Promotional Opportunities

The existing promotional opportunities offered within Canadian libraries match fairly well with the current ca-
reer interests of the librarian workforce. When examining the career interests and promotional opportunities of
recent librarian recruits, for example, 57% indicated an interest in working in a more responsible position, 50%
reported that they would like to see themselves working in a management position within the next 10 years, and
65% agreed that their job provides opportunities for advancement. At the same time, the institutional survey
revealed that promotional opportunities are hampered primarily because of limited staff turnover.
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Section G: Education

Educational Background

Three in 10 professional librarians have at least one other degree (other than their MLIS and undergraduate de-
grees). Most notable, however, is the finding that half of the paraprofessional respondents in the survey have a
university degree (5% with a graduate degree).

Evaluation of Education

Three-quarters of library administrators agreed with the statement “the education provided in MLIS programs
equips graduates with the competencies required to be professional librarians in your organization,” but only 64%
of recent librarian recruits indicated that they were satisfied with the overall quality of the education they received
in their MLIS program. Results from both survey groups, however, suggest that greater curriculum emphasis
should be placed on management, leadership, and business skills and that more opportunities should be provided
to engage in hands-on practical experience (e.g., through practicum and internship programs). These suggestions
are perhaps most relevant to MLIS training with respect to the needs of CULC libraries.

Evaluations by recent library technician recruits of library technician programs was much more favourable, with
81% expressing satisfaction with the overall quality of their education. Furthermore, 81% of recent library tech-
nician recruits (compared to 63% of professional librarians) agreed that their program provided them with the
general skills and abilities required to perform their jobs, and 71% (compared to 46% of professional librarians)
responded similarly with respect to the provision of information technology skills.

Section H: Continuing Education

Organizational Training of Professional Librarians

Recent librarian recruits are felt by 72% of libraries to require the most amount of training, but only 56% of
these librarians indicated that they are provided with sufficient opportunities to participate in training. Moreover,
training in management, leadership, and business for all librarians was found to be the most lacking, especially
in light of the organizational need for librarians to perform such roles. Suggested by these data is the need for
organizations to explore how they can provide management and leadership training through experiential means
such as mentorship, job rotation, and job sharing programs. Also, the positive results of participating in leader-
ship programs like the Northern Exposure to Leadership (NEL) Institute suggest that similar non-organizational
initiatives should be considered by the library community.

Organizational Training of Paraprofessionals

Evaluations of training among paraprofessionals were not quite as positive as they were among professionals.
For example, only 44% of paraprofessional respondents agreed that their organization provides them with suf-
ficient opportunities to participate in training (compared to 60% of professional librarians). As we might expect,
the professional-paraprofessional differences are most remarkable for management and leadership training, with
only 16% of paraprofessionals having participated in management training and 10% in leadership training (com-
pared to 51% and 28%, respectively, among librarians).

Professional Association Training

The vast majority (90%) of libraries in the sample currently subsidize, assist, or reimburse professional librar-
ian attendance at library association meetings. Further, nearly two-thirds (64%) provided their librarians with
professional development training offered by library associations. An even greater proportion (85%) agreed that
professional library associations should assist in training professional librarians.
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Section I:  Quality of Work and Job Satisfaction

Overall Job Satisfaction

About 8 in 10 librarians and paraprofessionals indicated they were “satisfied” or “very satisfied” with their current
job. Satisfaction is especially high among management and among school library staff.

Extrinsic Benefits and Job Satisfaction

On average, all full-time librarians earned a median income of $60,000 per year. Non-management librarians
earned $51,620, compared to supervisors/middle management who earned $60,000, and senior administrators
who earned a median annual salary of $75,000. Academic librarians (especially those working in CARL institu-
tions) earned the highest median incomes ($65,000), followed by school librarians ($60,000), special librarians
($58,000), and finally, public librarians ($55,000). Seventy-two percent of librarians felt they earned a “fair” sal-

ary.

Earning a median income of $37,500 per year, paraprofessionals make about 63 cents for every dollar made
by professional librarians. Though salary variations between sectors are less apparent among paraprofessionals
than they are for professionals, paraprofessionals working in special libraries were the highest earners among
this group, on average ($40,000). Salaries also vary little between paraprofessional position levels with library
assistants, associates, and aides earning $35,240, library technicians earning $37,000, and management parapro-
fessionals earning an average of $41,000 per year. Even fewer salary differences are observed among paraprofes-
sionals by highest level of education; those with a high school diploma earned $36,000 per year compared to
$38,000 among those with a university degree. Sixty-one percent of paraprofessionals felt they earned a “fair”
salary.

Most libraries are able to offer a wide range of benefits to their librarians. The benefits most frequently offered in-
clude retirement or pension plans and life or disability insurance, workers’ compensation, supplemental medical
and dental plans. Overall, these benefits compare very favourably to those offered within Canadian workplaces
in general. For example, only one-half of the labour force has employer-sponsored pension plans (Lowe, 2000),
compared to 92% of librarians. Four in five professional librarians agreed that they receive “adequate” benefits.

Intrinsic Benefits and Job Satisfaction

Central to contemporary management approaches are work reform schemes such as job enlargement, job enrich-
ment, quality circles, and participative management that are said to result in mutual gains for employers and em-
ployees in terms of increased productivity and job satisfaction, respectively. Problem-solving teams are practiced
by half of the libraries, and most prevalently so in the CARL and CULC sectors (81% and 65%, respectively). But
job enrichment, job sharing, or job rotation are practiced by only a minority of libraries, though again they are
more common practices in CARL and CULC libraries.

It has been argued that adding greater involvement of librarians in organizational development counters the rou-
tine nature of the profession and is a solution to rejuvenating employees. The 8Rs study revealed a closer match
between librarians’ interest in participating in decisions and having a job that allows them to do so with respect to
the overall library strategy than for decisions pertaining only to their own area of work. Disparities between inter-
est and participation in decisions is greatest among the larger organizations, such as CARL and CULC libraries.

Individual survey results about workloads and stress were the least favourable of all intrinsic benefits analyzed in
this study. Only two in five librarians indicated that their workloads are manageable and one-quarter agreed that
they have little work-related stress. Considerably more (62%), but still not as many as we might hope, reported
that they are provided with the opportunity to balance work and family/personal life in their jobs. The parapro-
fessional results from our survey were slightly more positive, although still only half (53%) indicated that their
workloads are manageable and even fewer (35%) that their job related stress is low.

Finally, a multivariate causal analysis of job satisfaction revealed that the two single most important contributing
factors to job satisfaction for both professionals and paraprofessionals are that they are treated with respect by
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their superiors and that they work in a job that allows them to grow and learn new skills. With regard to respectful
treatment, these results are not surprising given that virtually all (98%) of the librarians and paraprofessionals in
our study indicated that it is important to them that they are treated with respect by their superiors. Compara-
tively, however, only 77% of librarians and 75% of paraprofessionals agreed that this respect is conferred by their
superiors in their jobs.

Section J: Numerical Librarian Demand-Supply Match

Librarian Numerical Growth

On the heels of a librarian staff contraction in the 1990s, our data showed a 2002 growth rate in the librarian
workforce of 3.0 percentage points. And as we might expect, the two largest segments, CARL and CULC libraries,
together accounted for the vast majority of growth (84%). Only government libraries experienced a contraction
in their librarian workforce of 4.5 percent points in 2002.

Past and Future Numerical Librarian Demand

The results provide a clear indication that there has, and will continue to be, an increased demand for librarians.
Three-quarters of all libraries in the institutional sample experienced, at least to some extent, an increased de-
mand for more professional librarians in the past 5 years and 77% also indicated that their demand for librarians
will continue to increase over the next 5 years. CARL libraries were the most likely to indicate such an increased
future demand (96%) followed by CULC libraries (89%), while government libraries were the least likely to report
an increased future demand for professional librarians (58%).

Match Between Supply and Demand

Factoring in the number of MLIS graduates and the number of predicted retirements, we estimate that by 2009
the library system will be working with 98% of the current size of the librarian workforce. Using the same for-
mula, however, by the year 2014 the workforce size will reduce to 89% of what it is currently. With the supply
decreasing at the same time as demand increases, the long-term future situation for the Canadian library sector
is one of a librarian shortage.

This conclusion is, however, provided with several caveats. First, our confidence in the short-term picture is
much greater than it is for the long-term picture, simply because the chances that the influence of any one vari-
able will change increases over time. Second, though we have strong evidence to suggest that libraries believe
their demand for librarians will increase in the future, whether or not they have the financial resources to create
these new positions is another matter altogether. With six in ten libraries citing “limited budgets” as a barrier to
recruitment, it is not likely that most libraries will be in a position to create new positions just because they are
needed. Rather, it may be that positions are restructured to accommodate increased demand. Third, the predicted
future contraction of the librarian workforce does not depart significantly from what has already occurred in the
1990s. Estimates vary from a 12% contraction among Canadian ARL university libraries between 1994 and 1998
(Wilder, 2000) up to Statistics Canada estimates of 33% between 1991 and 2002. Our institutional survey results
show that, under these prior conditions of contraction, moreover, most libraries appeared able to cope with re-
ductions in their librarian workforce.

Because of the varying educational qualifications of library assistants, associates, and aides, we are not able to
provide estimates of the number of new entrants into these occupational groups. With a known number of library
technical schools and their related graduate information, however, projected future library technician supply can
be calculated.

The predicted future library technician supply is remarkably similar to the future professional librarian supply. In
both instances, the 5-year (2009) estimate is virtually the same as the current workforce, but the 10-year (2014)
estimate is 89% of the current workforce. Once again, therefore, the short-term future picture does not depart
significantly from what the library system is currently dealing. By 2014, however, the Canadian library sector is
predicted to be facing a library technician shortage.
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Section K: Competency Demand-Supply Match

Drivers of Librarian Role Change

When institutional respondents were asked to indicate which of 11 possible organizational changes contributed
the most to shifting librarian roles, increased utilization of information technology clearly stands out as the most
influential determinant for all library sectors (87%). Just over half (51%) of the sample also viewed re-engineering
as a major contributor to role change, followed by functional area integration (38%). A smaller proportion indi-
cated that downsizing (28%) or increased centralization (17%) had the greatest impact on librarian role change.

Past, Current, and Future Role Demand Change

Librarians are increasingly required to be generalists and specialists, as demonstrated in the following institu-
tional and individual survey results:

Just over four in five (83%) institutional respondents reported that it is important that job candidates pos-
sess generalist skills, with 26% of these indicating that these skills were difficult to fulfill when hiring.

Seven in ten mid-career and senior librarians agreed that they are currently required to perform a “wider
variety of tasks” compared to 5 years ago.

More than 9 in 10 libraries indicated both that they had experienced an increased need for librarians to
perform “a wider variety of tasks” in the past 5 years and that this need would continue to increase in the
next 5 years.

A solid majority (88%) of libraries reported that they had an increased need for librarians to perform
more specialized tasks over the past 5 years and that this need would continue to increase over the next 5
years.

Meeting the Management, Leadership, and Business Skill Demands of Libraries

One of the most consistent and solid findings from this study is that librarians are increasingly required to assume
managerial, business, and leadership roles. These findings include:

Three in every five professional librarians work in management positions.

71% of library administrators reported management skills as an important competency to look for when
hiring and 76% felt the same way about leadership potential.

86% of library administrators indicated that there has been an increased need for librarians to perform
more managerial functions in the past 5 years and 85% felt this need would continue to increase over the
next 5 years.

89% of library administrators indicated that there has been an increased need for librarians to perform
more leadership roles in the past 5 years and 88% felt this need would continue to increase over the next 5
years.

56% of mid-career and senior librarians in all sectors agreed that compared to 5 years ago, they are cur-
rently performing more management functions, 60% felt they are now assuming more a leadership role,
and 38% felt they are now performing more business functions.

Most of the relevant indicators suggest that at least some libraries are experiencing difficulty meeting their mana-
gerial requirements.

To summarize:

The possession of managerial skills and leadership potential are two of the most important and difficult to
fulfill competencies.
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o When senior librarians retired, leadership skills were more difficult to replace than general skills and
knowledge, and even greater concern is expressed over the ability to replace leadership skills in the fu-
ture.

 Assessments of MLIS education showed that both institutions and recent librarian graduates felt there is a
need to place more emphasis on management-type skills in the curriculum.

o The provision of training in these skills at the organizational level is a bit better, but there is an indication
that leadership training is perhaps not provided as frequently as it could be. Moreover, librarians them-
selves feel that for them to move into higher-level positions they especially need training in management,
leadership, and business skills.

Further analyses of the interest among librarians in performing these roles and in participating in management,
leadership, and business training suggest that the demand-supply match in these skills is better for leadership and
business skills than it is for managing. Though the current and predicted future demand are high for librarians
to perform managerial functions and though six in ten librarians are currently working as managers/supervisors,
only 44% of librarians indicated that it is important that they are able to manage a service or department, and
even fewer (36%), provided the same response for supervising others. But, there are indications that the future
situation will be more positive. Most recent librarian entrants do not feel that it is important for them to manage
or supervise at this point in their short careers, but they are interested in participating in management skills train-
ing and have expectations to perform managerial roles in the future.

Our rating of the demand-supply match for leadership skills is somewhat more promising. Again, juxtaposed
against a very high current and predicted future demand, the interest among the majority of librarians at all stages
of their careers in assuming leadership roles is apparent. Sixty-two percent expressed an interest in performing a
leadership role in general, 64% an interest in the specific role of motivating others, and 74% in seeking out new
project opportunities (74%). That nearly half of library administrators are concerned about replacing the lost
leadership qualities of retiring professionals in the future is, however, a finding that tempers this rather optimistic
conclusion.

Though we do not have as many indicators for business skills, the data we have suggest that the demand for
business skills is not quite as strong as it is for management and leadership skills and abilities. That only 45% of
librarians expressed an interest in business skills training might reflect a relatively low demand for these skills
since significantly smaller proportions of librarians reported that, in the past 5 years, they had increased their
performance of business functions (38%) than they did in their management functions (56%) and leadership
roles (60%).

Meeting the Demands of Information Technology
As suggested by the following findings, the demand for information technology skills in libraries is currently high
and constantly increasing:
o Virtually all (95%) institutional respondents reported that they had increased their use of information
technology in the past 5 years.
« Virtually all (94%) of institutional respondents reported that candidates’ technology skills were an impor-

tant consideration when recruiting librarians.

« Ofall types of librarians, institutional respondents indicated that IT librarians require the most amount of
training.

o Just over 7 in 10 librarians indicated that they had opportunities to use information technology.

o Just over half of mid-career and senior librarians indicated that they are required to perform more high
technology tasks now than they did 5 years ago.

(]
10 CANADIAN LIBRARY HUMAN RESOURCE STUDY .R



The supply of technology indicators suggest a better demand-supply match for information technology skills than
was found for management and leadership. These are:

o Compared to the provision of management skills in MLIS programs, recent librarian entrants were some-
what more likely to agree that they were provided with “the information technology skills required to ef-
fectively perform my current job” (46% compared to 25%).

« While 84% of librarians participated in IT training, only 51% had done so with respect to management
training, and even fewer (28%) participated in leadership training.

 Only one-third of institutional respondents reported that information technology skills were difficult to
find in librarian candidates when hiring.

o 70% of librarians felt that it was important to them that they be able to use IT in their jobs and 62% were
interested in participating in IT training.

Changing Roles of Librarian and Paraprofessional Staff

Results from the 8Rs surveys suggest that paraprofessionals have and continue to take on the roles and functions
of professionals. More than three-quarters of institutions reported both that the need for paraprofessionals to
perform tasks once done by professional librarians has increased in the past 5 years (78%), and that this need will
continue over the next 5 years (77%).

A comparison of the functions performed by professional and paraprofessional staff shows that both are perform-
ing duties within the realm of public services and information technology. Otherwise, paraprofessionals are more
likely to be performing children’s programming and all types of technical and bibliographic services. Conversely,
professional librarians are more likely to be working on collection development, performing liaison activities and
managerial functions and to be participating in professional development.

Effects of Changing Roles on Work Levels and Job Attitudes

The dramatic changes in the work of librarians and paraprofessionals in recent years has resulted in higher stress
levels reported by many staff members. Results of a multivariate causal analysis pinpoint four major contributors
to increased stress levels among mid-career and senior librarians in our sample, including:

1. The requirement to work harder compared to 5 years ago.

2. The requirement to perform more difficult tasks compared to 5 years ago.

3. The requirement to perform a wider variety of tasks compared to 5 years ago.

4. The requirement to perform more managerial functions compared to 5 years ago.
Another multivariate analysis revealed that some of the same contributors to stress noted above also lead to more
positive elements of the librarian job. Specifically, the performance of a wider variety of tasks and more difficult

tasks (as well as the increased performance of leadership roles) were found to be significantly and positively re-
lated to jobs that are more enjoyable, rewarding, interesting, and challenging.

The same causal analysis was conducted for mid-career and senior paraprofessional staff and revealed that only
working harder and performing more high-technology tasks contributed to increasing stress levels. Increasing
skill requirements of their jobs and a more varied set of tasks, on the other hand, render their jobs more interest-
ing, enjoyable and rewarding.

Section L: Report Summary of Major Findings

Perhaps one of the most recurring and reliable themes uncovered in this study is that of the need for librarians to
perform managerial functions and to assume leadership roles. In Section K, the shifting demand towards manag-
ing was clearly demonstrated, as was the need for training in these areas and as was the lack of interest among
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librarians in performing some of these roles. In addition, the continuing shift in the roles of librarians has impli-
cations for retirement, recruitment, retention, education and training, and job satisfaction.

First, with two in five current librarians and over three in ten current paraprofessionals predicted to retire by
2014, the library community would be well-advised to begin investigating their institutional demographics, and
planning for the future (for example, by restructuring staff positions or grooming current staff to assume the
managerial and leadership roles of departing senior staff). The overall well-being of the library in the future is
contingent upon the continuous cultivation of both managing and leading competencies through in-house and
external training. Though the organizational longevity of librarians limits promotional opportunities, it confers
the added benefit of long-term management and leadership grooming possibilities that can begin with new re-
cruits. The results of this study also revealed that the current workforce is open to assuming leadership roles and,
indeed, tend to find these roles to be interesting, challenging, and rewarding. On the other hand, those less mo-
tivated to engage in managing and supervising may benefit from knowing that managers, and especially senior
administrators, are the most satisfied with their jobs.

Third, an increased demand for managers and leaders has implications for recruitment of individuals to the
profession. Efforts to attract individuals to the profession should not only highlight the literacy, learning, and
public service values of librarianship, but also the fact that most librarian jobs will eventually involve some form
of supervising and managing.

Fourth, on the whole, the recruitment situation in Canadian libraries is not one that can be clearly labeled as
a “problem” situation. Our data demonstrate, however, that human resource administrators should not ignore
candidates’ prior experience, training, and education in managing and leading nor their potential and interest in
performing these roles.

Finally, the need for library schools to place a greater curriculum emphasis on managing, business, and leadership
skills was clearly documented in Section G. Furthermore, inasmuch as library education is the first point of entry
into the profession and therefore involves the early socialization of librarians into the values, intellectual ground-
ing, and activities of librarianship, it is also implied by the findings that the entire community would benefit from
the inclusion of the reality of “librarian as manager” into this socialization process. Increased opportunities for
library students to participate in practicum and internship programs would also allow future librarians to witness
the realities of the “librarian as manager” role firsthand.

In conclusion, it is our hope that the many human resource initiatives implied by the results of this study will be
actively exploited by the various library community stakeholders. We further encourage the community to con-
tinue to build a solid understanding of the nature of its work and its people.
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Consolidation of Strategic
Human Resource Planning
Implications

At the end of every section in this report are a set of bullets representing the human resource planning implica-
tions arising from the results in that section. The following is a consolidation of these implications.

Section C: Workplace and Demographic Characteristics of Canadian Library
Personnel

o Sixty-two percent of librarians are working in a managerial function, indicating a trend of employing
librarians as managers and the shifting some of librarians™ traditional job responsibilities to non-MLIS
staff.

o A relatively high proportion of paraprofessionals working in part-time or temporary positions is a point of
notice for library organizations. Taking a long view, which incorporates an understanding of anticipated
retirement rates, institutions are advised to think about how they wish to configure the work status of their
future workforce (understanding that there are other constraints, such as financial resources, collective
agreements, etc.)

+ While library work is female-dominated, we see that relatively higher proportions of senior administra-
tors are male. This supports the premise that (as with many other female-dominated professions) although
women have made inroads into supervisory and middle management positions, men are still more likely
to become senior administrators; institutions should ensure that equal opportunities in the upper levels of
management and leadership are presented to women in the workplace.

« Visible minorities and Aboriginal staff are under-represented across all types of libraries. The Canadian
Aboriginal population has been identified as an untapped source of labour that will become increasingly
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important in the future (Lamontagne, 2001). Institutions need to consider diversity programs if they do
not already have them, and should explore recruitment strategies that actively attract minorities to their
libraries. Institutions working with collective agreements should also examine how they promote or pro-
hibit diversification of the workforce. This need to diversify the workforce also has implications for educa-
tors, in terms of how they promote recruitment to MLIS and library technician programs. Associations,
too, should consider a role in promoting the profession outside the predominantly Caucasian demograph-
ics.

Few library policies recognizing the professional credentials of non-North American graduates seems to
be resulting in the hiring of few immigrant librarians. A greater awareness and understanding of this is
necessary within institutions, as immigrants increasingly comprise a larger share of the Canadian labour
force (HRDC, 2002). Library associations need to consider how they can support institutions in assessing
and recognizing degree and accreditation equivalencies.

School librarians tend to be older than other groups of librarians, and may be first to retire; the question
is whether positions will continue to be defined as librarian positions or whether schools will sustain a
trend of replacing librarians with library technicians and other library workers. Decision-makers must
be reminded of the long-term implications of this replacement, as investment in school libraries and in
teacher-librarian positions are related to better student achievement, improved literacy and reading skills,
and enhanced readiness to success in the post-secondary environment (Haycock, 2003).

Section D: Recruitment

14

o Current librarians tend to say that they chose the field because they thought they would like what the work

entailed (though they do not state what these early assumptions were), and that they were interested in
serving the public and/or the public good, as well as because of their value of literacy and learning. While
these demonstrate a clear understanding of the core values of librarianship, they do not necessarily include
the real functions of the job. Insofar as recruitment to the librarian profession is hampered by mispercep-
tions about the work content of this profession, marketing directives should include an educational com-
ponent that highlights the actual job functions and levels of responsibility held by librarians.

Since structural barriers are the main reason why paraprofessionals do not pursue MLIS education (though
one-third are interested), access to library education needs to be further examined.

Library schools, MLIS students, HR administrators, and organizational trainers should also be made aware
of libraries’ unmet needs for librarians to be equipped to perform management and leadership roles and to
be able to respond flexibly to change.

Since recruitment need, activity, and level of difficulty widely range between sectors and geographic re-
gions of the country, strategies should also be sector and geographically specific.

« For example, while CARL libraries as a whole do not seemingly need to make major changes to their
recruitment strategies, CULC libraries are advised to consider marketing more rigorously to MLIS
students (and perhaps to library school professors) about the benefits of working in public libraries.
It is also important that they provide experience through practicum programs, internships, or co-op
programs. The extent to which MLIS programs focus on librarianship within the public sector should
also be examined.

Rural libraries (which are predominantly public libraries) should focus their efforts upon promoting the
desirable lifestyle of smaller communities and the opportunities for staff to use a wider range of skills.
Knowing that retirements are coming up, rural libraries might foster a relationship with library schools
and library technician programs that allows for practicum and other opportunities in their libraries. There
is also the possibility that rural and remote libraries might consider “growing their own” and working with
local schools to identify career opportunities in libraries for local community members.
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o The continued use of temporary jobs for new librarian entrants, while better than the alternative of not
offering a job at all, is a pattern that should be closely watched. The possible long-term negative effects on
staff who continually work in a contract positions include the erosion of loyalty and trust and dissatisfac-
tion; most temporary jobs do not engender a sense of being part of the organization, garnering neither
training opportunities nor other employer benefits that are provided to others in the workplace.

o Since 41% of recent professional librarian entrants stated they applied to a U.S. job due to a perceived
scarcity of Canadian positions, it appears that generally, Canadian librarians would tend to stay in Canada
if the initial jobs were here (and perhaps in a permanent capacity). A much smaller proportion of respon-
dents worked internationally, and then returned to Canada (primarily for personal reasons); this suggests
that job market factors are not the only influence on international work. It also suggests that if there are
an adequate number of good jobs for librarians in Canada, they may be less likely to leave in the first in-
stance.

o The question remains as to how many institutions have reconsidered the MLIS hiring requirement for
positions traditionally held by librarians. The Association of Research Libraries states that about one-third
of North American research libraries do not require the MLIS (Blixrud, 2000). If institutions are recon-
sidering this base credential for a greater number of positions, this could have a greater impact on recruit-
ment.

Section E: Retirement

+ Age and rate of retirement of the librarian workforce is an exceedingly complex planning issue for librar-
ies.

o It is influenced at the macro level by a federally-regulated pension plan and age-based social benefits
with the issue of mandatory retirement still an outstanding question in many jurisdictions. Human re-
source managers would be advised to be very aware of age demographics and years of service of library
staff. Most staff contribute to local pension schemes where entitlements are normally based upon an
age/service factor for “full” pension. Attainment of this factor will also undoubtedly influence indi-
vidual decisions to retire.

o Itis vulnerable to local institutional policies that promote or delay retirements.

o Itis very much a matter of individual choice; many retirement decisions could be based upon personal
factors that are not predictable in planning. The 8Rs survey data suggest a number of critical factors that
lead to great uncertainty for library organizations.

+ Individuals’ predictions of retirement age seem to indicate that anticipated age of retirement is increas-
ing rather than decreasing and that most individuals will be influenced by monetary variables, such as
performance of investments and pension funds, which are very dynamic as well as differentially valued
by individuals. This is substantiated by a recent poll of the Canadian labour force showing that the aver-
age age of retirement is trending upwards (Canadian Labour Congress, 2004).

o Most senior librarians (those who would be nearing retirement age) do not feel strongly either way
about their age of retirement.

o Paraprofessional retirement rates will not be quite as high as librarian retirement rates, but will be
happening within the same timeframe, thus compounding the number and impact of retirements that
library organizations are dealing with.

o Libraries should develop and support communication and planning processes that allow individuals to
discuss their retirement planning and its attendant impact upon the library organization as openly as they
feel able to do so. This is especially critical in instances where retirement is no longer mandatory at age
65.
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Currently, only 10% of libraries have a succession plan. Knowing that the bulk of most institutions’ retire-
ments (librarians and paraprofessionals) will take place from 2009-2014, organizations could consider
undertaking a 10-year succession management process for human resources designed to anticipate and
focus effort upon managing the effects of retirement. Succession planning and management will be com-
plex for many library organizations. Libraries must develop the “know how” and commit the resources to
do continuous planning and management. Some of the key considerations could include:

« Required competencies within libraries and within the individual institution (for both professional and
paraprofessional positions).

o Potential for restructuring positions to fulfill institutional needs and employing new competencies, for
both professional and paraprofessional positions.

 Recruitment incentives and marketing (both to the institution, and to library work in general) in light
of the implied increased competition that will occur throughout the library community as a result of
retirements. This becomes more urgent for institutions such as CULC libraries, who have stated that
they face greater problems filling human resource needs both from within and beyond their current
workforce pool.

Library associations will be wise to think in similar terms, as retirements will impact membership, and
the resultant change in demographics will undoubtedly reflect different expectations of the role of associa-
tions.

Retirees take with them knowledge and skills that have been acquired through years of experience. Librar-
ies will have to judge how critical this loss will be and how to ameliorate the effects. Succession planning
will have to consider graduated retirement plans, mentorship programs, internships and other schemes
that allow transfer of essential knowledge and skills.

Grooming efforts for leadership/management should be taking place at all levels of the library organiza-
tion, including new entrants (both professionals and paraprofessionals). Again, library associations must
think in similar terms.

Some sectors in particular (CARL and school libraries) are predicted to experience retirement rates above
the norm. This must be communicated to decision-makers and funders, as it will place a large burden
upon organizations to respond strategically, whether through recruitment or restructuring.

Section F: Retention

16

o Turnover of staff is not a problem for most libraries. Factors contributing to retention include positive

work relationships and challenging work environments, loyalty to the organization and its users, support
and recognition for what librarians contribute, support for professional development and growth, more-
than-adequate salaries and benefits, personal ties to the community, and location and reputation of the
organization.

As libraries tend to retain staff members for large portions of their careers, recruitment decisions are criti-
cal. Institutions need to set selection criteria that assess potential and ability to grow with the needs of
the organization. New recruits need to understand how their career aspirations “match” the needs of the
institution and assess whether the organization is a good fit for them.

Lack of turnover is not a concern except insofar as it has affected upward mobility or promotion oppor-
tunities for librarians. Libraries can encourage employee growth by providing challenging assignments
and additional professional development throughout their careers. If this is not immediately possible,
individuals wishing to expand their skill sets and professional competencies can also look to professional
and other associations for opportunities to build skill sets while making a professional contribution.
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+ Conditions exist for many new librarians to move into management positions early in their careers. Most
librarians are interested in and feel qualified to move into more responsible and more senior positions.
Upon recruitment, individuals need to be apprised of the management needs of the organization, and
library organizations can support them through appropriate training, development and mentorship. Op-
portunities to experience and practice management tasks should be made available to new recruits so that
knowledge and skill levels can be assessed early and appropriate career planning done. Library schools and
library associations similarly have a role to play in ensuring that education and development opportunities
are offered from first career choice and throughout the career span.

o Collective agreements and internal policies (as well as internal organizational and work structures) can
impede or promote progression and professional growth. Institutions would be well-advised to examine
these structures.

o Libraries must develop and support a culture where every individual is encouraged to play a leadership
role in whatever position they hold. Institutions need to communicate what leadership looks like, what is
expected of staff, and how staff will be recognized within their organization.

Section G: Education

o Fewlibrarians hold a library technician degree, suggesting that in the past, paraprofessionals seldom chose
to pursue the MLIS. At the same time, in section D we saw that one-third of paraprofessionals were inter-
ested in pursuing an MLIS, but half of these faced structural barriers. These two results present a situation
in which movement from paraprofessional to professional status could be difficult within the field. The
library profession needs to question how these difficulties might be ameliorated, and how recruitment of
this interested group might be promoted. Individual institutions need to assess how their needs can be met
by encouraging paraprofessional members of staft to acquire a professional degree.

o Institutional satisfaction with MLIS education is sector-dependent, showing that curricula may be less
easily aligned with jobs in different sectors. CULC libraries’ dissatisfaction with the MLIS degree as a basic
competency warrants further study to identify how that workplace is significantly different. CULC admin-
istrators and library educators should consider discussing the gaps between MLIS education and CULC
libraries’ needs; while MLIS programs have other stakeholders and requirements and cannot tailor their
entire curricula to the needs of particular sector employers, programs such as public library internships or
practicum placements, co-op programs, linked assignments to public library practice, and more discus-
sion of the difference between sectors may be useful here.

+ The assessments of recent graduates should not be overlooked in evaluating the applicability of library
schools’ curricula, which is generally less favourable than those of the employer. That the sector differences
in evaluation from the institutional perspective do not parallel the sector patterns found among recent
graduates suggests that the viewpoints of both stakeholders are important to gather when conducting
a comprehensive evaluation of library schools. Additionally, new librarians and employers would ben-
efit from learning about the evaluative viewpoints of each, thereby furthering their understanding of the
other’s expectations in the workplace.

« Animportant exception to the divergent assessments of library school education between institutions and
recent librarian entrants is the consensus of an increased need to incorporate management, leadership,
and business training into the curriculum. The implications of this finding for library school curricula are
clear.

« While libraries believe they have little or no input into MLIS education, we know there are different kinds
of partnerships that can provide practical experience (e.g., practicum placements, co-op programs, in-
ternships, assignments linked to the “real world” of library work). Educators and employers may consider
working together to build these opportunities. Also, while librarians have historically to come to librarian-
ship as a second or third career, recent statistics from the Association of Library and Information Science
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Education (ALISE) suggest that the average age of MLIS students is decreasing (from 34 years of age in
2001 to 30 years of age in 2003). Insofar as this means that contemporary students have less experience
in the general workforce, further importance is placed on practicum programs or other forms of direct
experience as part of the degree.

Technicians show greater levels of satisfaction with their base education than do professional librarians
which may be due, in part, to the fact that college programs have the ability to change their course offerings
on a much more timely basis. Still, technicians are less likely to learn leadership and management skills
through their programs. For technician positions that require management competencies (27% of para-
professionals work in supervisory or management positions), employers should ensure adequate training
is provided.

Section H: Continuing Education

18

Library administrators report significant proportions of librarians at all levels and across various types of
positions continue to require significant amounts of training for their jobs. While new recruits require the
most training, a significant minority of mid-career and senior librarians do as well. This suggests that in-
dividuals and institutions must commit to continuing education as an ongoing necessity. Institutions will
most likely take up the financial costs of training and must plan for this budgetary commitment. Librar-
ians must take the personal responsibility for participation and return of the investment in training to the
organization.

At the same time, just over half of new professional librarians surveyed stated that there are adequate op-
portunities for training at their institutions. This suggests some potentially serious gaps in these librarians’
opportunities to gain the knowledge and skills necessary for their work.

The largest gaps between institutional need and new librarians’ perceptions of training opportunities fall
within CULC libraries. At the same time, CULC libraries are also most likely to say that budgets prevent
them from offering needed training. CULC libraries are therefore in a situation in which their need for
staff training is high, but their ability to offer training appears to be low. CULC libraries need to investigate
their institutional barriers to training and determine ways to overcome these barriers, perhaps by working
in conjunction with other organizations (associations, partnering with other libraries, etc.).

Of the institutional training offered to librarians, most frequently offered was that of job skills and technol-
ogy training, with about half receiving customer skills or management training. However, one-third un-
dertook leadership training. While leadership is a more difficult competency to “teach,” institutions’ stated
needs for leadership abilities suggests that this is an area that warrants greater attention from individuals
and institutions. Further, librarians interested in moving into higher positions state that leadership and
management training are necessary for them to feel confident in performing these new roles.

While 80% of librarians agreed that they have sufficient education, training and experience to perform
their jobs effectively, when asked about the impact of training on their jobs, somewhat lower levels agreed
that professional development allowed them to perform their jobs well. Also, relatively few institutions had
formal structures either for determining what training is needed or for evaluating that training. Libraries
and library staft should both question the return on investment from training activities and how this can
be improved through training outcomes that serve the needs of both the individual and the institution.
This return will assume even greater importance as increased retirements and recruitment occurs.

While a very small proportion of librarians participated in the NEL institute, they rated it as having a
higher impact on job performance than other areas of training. Considering that leadership is a significant
training need throughout Canadian libraries, more “leadership institute” models may be effective.

Paraprofessionals overall are less satisfied with the training opportunities offered to them. Equal propor-
tions of librarians and paraprofessionals receive technology skills or customer service training, but far
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fewer paraprofessionals than librarians receive leadership or management training. Leadership in particu-
lar is a competency that should be held by staff throughout the organization.

o Most libraries believe that library associations should play a training role. While they suggested that “gen-
eral training” be provided by associations, respondents did not define this area any further. Associations
would be advised to work with their memberships and other stakeholders in order to determine specifi-
cally what kinds of training is in demand for their sector/region, if they are to build upon their professional
development programs.

Section I:  Quality of Work and Job Satisfaction

« Job satisfaction for both librarians and paraprofessionals is fairly high. For librarians, this satisfaction is
slightly higher for recent entrants and senior librarians than for mid-career librarians. Across occupational
levels, overall job satisfaction for all library staft tends to grow slightly as occupational levels increase. Still,
the overall measure of job satisfaction and the many job satisfaction sub-indicators examined in this sec-
tion suggest a very positive rating of the quality of work offered within Canadian libraries. This conclusion
might be used as a promotional element to help attract individuals to the profession.

o Salary satisfaction levels, however, are a slightly different story. While 72% of all librarians agree that they
earn a fair salary, non-management public librarians are least likely to be satisfied, with only 55% agree-
ing their salary is fair. Overall, paraprofessionals are less satisfied with their salaries (61%) than librarians.
At the same time, the majority of paraprofessionals have high levels of education, with 50% possessing a
university degree. And, we have noted that roles between librarians and paraprofessionals have been shift-
ing within the workplace. When reviewing salary scales, administrators should consider both educational
credentials and shifting roles.

o While salaries should be linked to both educational credentials and position responsibilities, if libraries’
ability to pay higher salaries is circumscribed by budget limitations, they should examine the intrinsic
benefits within the workplace and see how these can help offset lower salaries.

o Library paraprofessionals working in schools have much lower satisfaction levels with salaries as com-
pared to school librarians. As the school library system attempts to survive the impact of cuts, school
administrators should be very aware of not only the shrinking component of librarians in school libraries,
but also the low satisfaction level of library technician staft (who may be taking greater responsibility for
the library at a lower salary).

o While library staff empowerment overall does not appear to be a problem, it is higher for librarians than it
is for paraprofessional staff. Again, considering the education levels of paraprofessionals and their chang-
ing roles, libraries should examine how local and global decisions are made in the workplace, and endea-
vour to involve staff throughout the organization, where feasible.

o Library administrators need to carefully watch both the workload and the job stress levels of their staff
which appear to be increasing for both professionals and paraprofessionals.

+ Key contributors to job satisfaction for library staff are:
+ Respect from supervisors
o Desire to grow and learn new skills

These are congruent with library institutional needs to continue to innovate as they respond to changing user
demands and new technologies. In order to build healthy workplaces, senior managers need to understand where
their staff are both satisfied and dissatisfied, and provide opportunities to staff throughout the organizational hi-
erarchy, while clearly communicating the limitations within which the institution must function (such as limited
budgets, collective agreements, etc.).
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Section J: Numerical Librarian Demand-Supply Match

20

o Libraries have an expressed increased future demand for librarians and paraprofessionals. Whether they

can meet this demand by expanding their workforce depends in large part on the supply of librarians, but
also on budgets and the ability to recruit.

Above all, libraries need to develop a sound awareness of how their staffing complement is functioning,
and to consider how their institution fits into the larger Canadian context of demand and supply. Admin-
istrators’ and managers’ understanding of how potential applicants are attracted to or deterred from their
library and/or sector will assist with recruitment on an institutional level.

For Canadian libraries as a whole, the short-term (5-year) prediction does not depart significantly from
what has already occurred with respect to loss of librarians through retirements. Although 11% of the
librarian workforce retired between 1997 and 2002, most libraries did not experience great difficulty in
replacing retirement losses.

The long-term (10-year) prediction is more troubling. But since it is a long-term prediction, it means that
library stakeholders have more time to prepare for the shortage. Some of the suggestions are to continue
to:

o Look to see how recruitment to the profession can be improved upon. A coalition of libraries, library
associations and library schools must act to promote both a current view and a vision for the profes-
sion--one that expresses the potential of librarianship as a career of choice and is attractive enough to
capture students of high quality and commitment to the practice of a dynamic and changing profession.
In looking to improve recruitment, the need for diversity within the profession must be of paramount
concern.

« Consider developing recruitment strategies for paraprofessional staff, with the understanding that de-
mand for these workers will continue to grow at a similar rate to that of librarians, and that they will
be retiring in similar numbers. This can be a point of potential collaboration for librarian and library
technician associations, educators, and individuals.

o Look at the current paraprofessional corps as a possible pool of future librarians. This is not only a
matter of encouraging paraprofessional staff to consider a library degree but also of working to reduce
the identified barriers to obtaining the MLIS degree. Libraries, library associations and library schools
need to work in partnership to develop and promote a model of professional education that is both of
high quality and easily accessible. On-line programming and distance education programs are obvious
directions to explore. Financial support, whether through scholarships and bursaries or “earn as you
learn” employer-funded incentives, will be critical.

+ Lookatincreasing the number of spaces in library schools (both MLIS and library technician programs),
or increasing the number of schools themselves. This will involve intensive lobbying of post-secondary
institutions and competition for government funding. Again, libraries and library associations must act
in coalition with library schools to present the case for the profession.

o Look at immigrants as possible pool of future librarians. This speaks to the question of diversity in
libraries, but also to how libraries will be prepared to assess and recognize library credentials from
other countries. Library associations must also play a role in both the assessment of credentials and by
ascertaining how they might fill any identified educational “gaps.” Similarly, library schools could play
a role in appropriate educational upgrading.

» Look at defining roles for “other” professionals within libraries. Many libraries now utilize the skills of
other professionals, whether accountants, human resource professionals or training officers. These oth-
er professional groups need to see libraries as a desirable environment for exercising their professional
skills and abilities. As noted, management skills are necessary competencies for librarians. However,
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other professionals can take complementary roles in libraries, adding to the depth of expertise avail-
able.

« In recognizing that the creation of new professional librarian positions is not always possible, look at
reengineering processes and functions to ensure that “meaningless” work is eliminated and all library
staft are employing their education and skills set at appropriate levels. Staff should be assured that they
will be able to employ their skills and abilities to the fullest possible extent.

+ Constraints of budget and size will always exist. Therefore, libraries should also look to sharing of
staffing resources through consortia and other local arrangements where two or more libraries might
realize benefits and share costs. Sharing of resources has been the hallmark of the library profession for
many years; the thinking needs to extend to the sharing of human resources--whether one webmaster
for a college/university library partnership, one children’ literature specialist for two regional library
systems, or one training officer for a consortium of libraries.

Section K: Competency Demand-Supply Match

+ Role change will continue to take place in libraries. Institutions need to carefully plan how they will re-
structure their staffing complements as retirements occur. The first step is to define needed competencies
and determine what mix of staff will meet the present and (insofar as possible) future needs of the orga-
nization. However, we can say overall that the ability for staff to adapt flexibly to change will clearly be a
necessary competency throughout Canadian libraries.

o Libraries need to cultivate librarians’ management, leadership, and in some instances, business skills. In-
terest in and potential for performing management and leadership roles could be a factor in recruitment
of new librarians and grooming needs to begin shortly after recruitment, so that potential can be assessed
and appropriately directed.

o Libraries’ emphasis on leadership and management also have implications for library education, with re-
spect to both recruitment of students and curricula content. Opportunities for management and leader-
ship within the field of library work can be highlighted as one method of attracting individuals with the
desire to pursue these career goals.

o Mid-career librarians, particularly, need to send clear signals about their interest in managing. The lack
of interest in supervising needs closer attention, suggesting that the supervisory role is not necessarily a
role of choice for many librarians and that supervisory models and structuring of the staff complement in
libraries needs to be closely examined.

o The large degree to which librarians and paraprofessionals overlap in job functioning is apparent. In de-
signing jobs for both librarians and paraprofessionals, libraries need to carefully consider the level of
responsibility attached to the job task or function. Clearly, paraprofessionals should not be performing to
the same level of responsibility as professional librarians if they are not recognized or paid for doing so.

o Almost half of paraprofessionals indicate that they do not perceive they are treated with the same respect
as librarians. Supervisors and managers need to ensure that they build and/or promote a respectful work-
place that recognizes the contributions of all staff, and acknowledges the increasingly demanding respon-
sibilities these staff perform.

« In designing jobs, the balance between the elements of managing/leading and working harder or working
at a variety of more complex tasks needs to be carefully considered. The balance can be tipped and jobs
made more stressful or more fulfilling, depending upon the relative proportion of the elements.
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SECTION A

Introduction and
Background

his report represents the culmination of three years of research on critical factors affecting human resources

in Canadian libraries. Within this time span, the 8Rs team conducted literature reviews, focus group sessions
and in-depth interviews with key library stakeholders, a mail-out survey of 461 libraries and a web survey of
4,693 librarians and paraprofessionals.’ This comprehensive research agenda has allowed us to fill many gaps in
our understanding of human resource issues emerging in the contemporary Canadian library.

The 8Rs Canadian Library Human Resource Study arose primarily in response to a growing perception in the
community that libraries were facing mass retirements over the next five to 10 years. Some literature with general
statistics were published, purporting that up to 48% of librarians could be retiring by 2005 (Weiler, 2000); howev-
er, no literature was published regarding estimates of library paraprofessional staff retirements. Much important
information remained unclear beyond this initial data, including for example, library workers’ own intended age
of retirement and institutions’ plans for position replacements and/or restructuring. Left completely unanswered
were broad questions about the effects of replacing staft in an environment of continual budget cuts, shifting staff
roles, and the impact of new technologies on the sector and its staff complement.

After a preliminary investigation of some of these factors, the 8Rs research team determined eight elements nec-
essary to address the status of human resources in libraries across the country: recruitment, retirement, retention,
remuneration, repatriation, rejuvenation, re-accreditation, and restructuring (the 8Rs).

The 8Rs are recruitment, retirement, retention, remuneration, repatriation, rejuvenation,
re-accreditation, and restructuring.

Significant demands have been placed upon the library community as knowledge and information increasingly
take centre stage in world social and economic spheres. The ability of institutions to recruit, retain and develop
a committed and talented workforce will determine the capacity for Canadian libraries to participate fully in the
development of the new economy, as key managers of information and knowledge. A major factor in the library
community's ability to respond to challenges posed by shifting service demands and new economic consider-
ations is that of an adequate number of appropriately educated and skilled staft that are aligned with the needs of
the library.

1 For the purposes of this study, we have defined librarians as individuals who have a Master of Library and Information Studies (MLIS) or a Bachelor of Library
Studies (BLS) and paraprofessionals are those with a library technician diploma or equivalent work experience. Library clerks and support staff are not addressed
in this study, nor are other professionals.
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Many in the library community have expressed concern about a lack of succession management (either for indi-
vidual institutions or within the field as a whole), and thus anticipate a potential crisis in staffing over the next 5
to 10 years. This concern is rooted in the notion that as librarians near the eligible age of retirement (60 years and
over), there will be a lack of trained and experienced staff to fill the vacancies created. Other issues that feed from
a potential human resource shortage include the need to rejuvenate mid-level staff who, because of downsizing
and hierarchical flattening, have not been provided with the opportunity to prepare themselves to fill the roles
that will arise from retirements. Questions surrounding the educational requirements, occupational competen-
cies, and the provision of training opportunities also play into the cultivation of needed skills, knowledge and
abilities.

The issue of an aging workforce is common to many industries nation-wide. In the library community, the com-
bination of an aging workforce and budget cuts have strained human resource capacities. Curran (2003) echoes
this assertion, noting that the decreased capacity for hiring librarians over the last twenty years (due in part to
sustained budget cuts) has created a situation where the majority of the library workforce is concentrated into an
older age demographic, thus setting up the pre-conditions for mass retirements within a short period of time. In-
stitutional expansion in libraries during the 1960s and 1970s was followed by a period of severe funding cutbacks
in the 1990s. During this time, Canadian libraries were faced with two pressures: significant budget cuts and some
retirements. As the Association of College and Research Libraries (ACRL), Ad Hoc Task Force on Recruitment
and Retention in Libraries (2002) concluded:

The situation in Canada showed little change at the beginning of 2002. Some institutions report
problems filling middle-management positions, as so few were hired in the 1990s that management
experience was not easily gained. Many institutions are expecting further budget cuts. Retirements
are slated to occur, but permanent tenure-track positions will not automatically be filled...Ca-
nadian human resources librarians worry that their organizations are losing the vitality that new
recruits bring to a professional group. Practicing librarians feel that few are following behind to
maintain the legacy, whether of service quality or of collection strength, that they have built and
fostered. (7)

While the interviews demonstrate the concerns of academic libraries, they could just as easily be applied across
the library sector. In the case of school libraries, even greater concern is warranted. Durand and Daschko (2004)
note that school libraries, which have often been the recipients of public education budget cuts, are characterized
as being in a “crisis” situation, with data showing that between 1991 and 1999, there was a 43.2 percentage point
reduction in full-time librarians employed in Canadian schools.

In response to these concerns, members of the library community began to discuss succession planning strate-
gies. Though succession planning was initially in response to the replacement of key upper-level management
librarians, recent publications and presentations have expanded this view to include planning for the replacement
of librarians at all levels, as well as of paraprofessional staff. One obvious reason for this shift is the acknowledge-
ment that senior librarians may hold non-management positions which also need to be filled when they retire
suggesting that functional requirements of librarians at all levels in the hierarchy need to be addressed. As well,
many paraprofessional staff members were hired in the same time period as librarians, are of a comparable age
demographic, and are predicted to retire in similar numbers (Kalin, 2003). Lastly, much of the current literature
on succession management reiterates the need for libraries to take a long-term view and a proactive role in terms
of planning their workforce needs. The understanding of succession planning within the library field has thus
migrated to a long-term, organization-wide approach. Furthermore, as representatives of the library community
attending the 2004 Heritage Summit in Ottawa concluded, although succession planning within institutions is
important, it is “the responsibility of the community as a whole” (8Rs, 2004).

Succession management is therefore increasingly viewed as the responsibility of individuals, institutions, and as-
sociations. However, the community does not appear to have a clear understanding of how this will be achieved.
For example, results from a Canadian Library Association (Summerfield, 2002) study suggest that many libraries
are uncertain about the role that associations could play in fostering succession planning. When asked about what

. []
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the CLA could do to assist with addressing the situation, the most frequent response from the sample of libraries
was “nothing”

The 8Rs study provides the data and analysis to inform national coalitions and partnerships between libraries,
educational institutions, and representative professional associations of the issues surrounding the supply and
demand of the workforce. In doing so, the study permits an unprecedented opportunity to assess the sector’s
readiness to accommodate change and to illuminate potential strategies that can be used by libraries in plan-
ning their own human resources. The study also presents standards with which individual libraries can assess
their preparedness for emerging employment trends, thereby allowing them a timely opportunity to review the
effectiveness of their current institutional and professional human resource structures. Institutions and associa-
tions can use this data to gain a greater understanding of the needs and interests of library workers at all stages of
their careers, implicating everything from organizational structure to ongoing professional development. As we
highlight information regarding the needs of staff and the requirements of organizations, we hope that the data
will provide a starting point for individuals, institutions, and associations to continue building a strong library
workforce.

Results from this study fill many of the gaps in our understanding of human resource issues in libraries. We
begin addressing these gaps with a presentation of libraries’ staffing and demographic profiles in Section C. In
Section D, we examine results pertaining to recruitment to the profession and to the organization, both from
the perspective of the organization and from the individual staff member. Retirement issues, including recent
retirements, projected future retirements, and libraries’ experiences with retirements are the focus of Section
E. These recruitment and retirement analyses are very important components of this study, as they allow us to
identify the chief challenges the sector must address when hiring and planning for succession. Section F includes
an analysis of staff retention, but also investigates the relationship between promotional opportunities and career
aspirations. Sections G and H provide an evaluation of post secondary and continuing education, respectively, as
well the implications of these findings for the sector’s readiness to deal with organizational and professional role
change. Section I includes a comprehensive analysis of job satisfaction that provides a benchmark against which
human resource practitioners can evaluate the quality of work in their own organizations. A numerical projection
of future supply of librarians assessed against predicted demand in the Canadian library sector is the primary
focus of Section J. In assessing the fit between competency demand and supply, Section K ties together a number
of recruitment, retirement, education, training, and job satisfaction findings that are presented throughout the
report, supplemented with additional results from this study. Finally, Section L summarizes the key findings of
the report.

Each section of the report concludes with a series of points highlighting the human resource planning implica-
tions of the results presented in that section. Most of the results are presented in the main body of the report in
a series of tables and figures. Supplementary findings, however, are also provided in Appendix B and are referred
to in the report when applicable. Although we recommend and hope that most individuals will read this report
in its entirety, we are well aware that the sheer size of the report makes this more difficult. Alternatively, readers
might also use this report as a reference tool in which they can examine specific sections and specific tables in the
report that are applicable to their area of interest.

Our analytical focus is primarily on the entire Canadian library context; however, in recognizing the often vast
differences between different types of libraries (e.g., academic, public, and special), results are typically examined
by library sector. When appropriate and applicable, the findings are also presented for provincial/territorial geo-
graphic regions as well as for urban and rural areas of the country. Again, when appropriate and applicable, results
from the individual survey are presented by occupational level and career stage to distinguish between the differ-
ent experiences and perspectives among staff. Lastly, though most of the results apply to professional librarians,
we also examine the role of the paraprofessional in several sections of the report.

Prior to presenting the findings, however, the methods used in each stage of our study are outlined in the follow-
ing section.

The Future of Human Resources in Canadian Libraries SECTION A: Introduction and Background 25






Methods

B.1 Introduction

This research initiative was designed to answer a wide range of questions about librarianship within each type of
library system, across regional jurisdictions of the nation, and at several occupational levels. As such, the breadth
of the study demands a methods plan that is equally comprehensive and exhaustive. The research methods in-
volved three major stages with each consecutive stage designed to inform the directions and content of subse-
quent stages. Stage I entailed a literature review, a compilation of existing Statistics Canada and library school
graduate data, in-depth interviews with library administrators and focus group sessions with representatives
from the Canadian Association of Research Libraries (CARL), the Canadian Urban Libraries Council (CULC),
and the Alberta Association of Library Technicians (AALT). Although we draw upon some of the findings from
Stage I in our analysis, the information gathered through these means primarily served to inform the survey
questions for Stages II and III.

Stage II was a mail-out survey of library institutions and Stage III a web survey of librarians and paraprofession-
als, which we refer to as the “institutional” and “individual” surveys, respectively. Results from the two surveys
form the core of the analysis and are the primary data used in this report.

The following sections briefly outline the methods used for the two major phases of this research project (Stages
IT and IIT). A more detailed description of the questionnaire design and data collection methods used in all stages
is provided in Appendix A and copies of the survey instruments are provided in Appendix C, D, and E.

B.2 Stage Il: Survey of Library Administration (Institutional Survey)

This second stage of the 8Rs project involved the completion of a written, mail-out survey by library administra-
tions from academic, public, and special library systems. A mail-out design was chosen because of the extensive
nature of the data required and the length of time required to complete the survey.?

The questionnaire used in the institutional portion of the study was designed to collect information on the human
resource experiences and perspectives of libraries (a copy of the survey instrument is provided in Appendix C).?
The major focus of the institutional survey was to gather information on professional librarian staff, although
respondents were also asked to provide some organizational statistics pertaining to paraprofessional and other
professional staff members.

2Since detailed information about staff numbers was asked in the survey, it was expected that surveys would need to be completed by respondents over a number of days as they gathered data from

their own records to fill in responses.

*This portion of the study was part of a larger investigation of the heritage sector, including libraries, museums, and archives and was funded in part by Canadian Heritage through the Canadian

Council of Archives, the Canadian Library Association, and the Canadian Museums Association.
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I Response Rates

In total, 1,423 surveys were mailed in June 2003. However, after removing institutions that were not libraries, had
closed down, were a branch of a larger system, were duplicate records, or that did not employ professional librar-
ians, the “cleaned” sample is reduced to 1,357 surveys.

Table B.1 presents response rates for the total sample and for each Canadian province/territory. In total, 461
surveys were completed for a response rate of 34%. Given the number of libraries in Canada, results for the 461
libraries permits a high level of confidence in the findings and allows us to generalize the results to the Canadian
library community at large. For the total sample, results are accurate within plus or minus 3.8 percentage points,
95 times out of 100.

Provincially and territorially, response rates ranged from a low of 22% in Newfoundland/Labrador to a high of
45% in Nova Scotia/PEI combined. This range of rates is entirely within the Atlantic provinces, which overall had
a respectable response rate of 39%.

Table B.1 Response Rate by Province/Territory
(Institutional Survey)

Province/Territory (S::aeni:re(i cg::elit:zd RReast;;o(l:/i;e

TOTAL 1,357 461 34.0
British Columbia 127 50 38.8
Alberta 261 77 29.5
Saskatchewan 41 11 26.8
Manitoba 93 41 441
Ontario 449 143 31.0
Quebec 261 89 33.7
New Brunswick 28 12 42.9
Nova Scotia/PEl 53 24 45.3
Newfoundland/Labrador 23 5 21.7
Northern Territories 21 6 28.6

Source: 8Rs Canadian Library Human Resource Institutional Survey

! Cleaned Sample excludes institutions that were sent a survey but did not complete because they were 1) not a library, 2) closed down, 3) a branch already covered by a regional
institution, 4) a duplicate record, or 5) an institution without professional staff.

2 Completed provincial/territorial surveys do not add up to total surveys received since regional information was not provided for 3 institutions.

Table B.2 presents the response rates for each library sector. The rates vary somewhat between sectors, with CARL
institutions the most likely of all sectors and sub-sectors to respond to the survey (90% response rate). At 68%,
CULC libraries have the second highest rate. Response rates for other academic, other public and government
libraries, while not as high, are within acceptable standards for a mail-out survey. The somewhat lower response
rates for non-profit and for-profit libraries, however, suggests that some care needs to be taken when generalizing
these findings to these Canadian special library communities.
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Table B.2 Response Rate by Library Sector
(Institutional Survey)

Library Sector g:ﬁ:fg cg::‘e:;t;d Response
TOTAL 1,357 461 34.0
TOTAL ACADEMIC 168 84 50.0
CARL 29 26 89.7
Other Academic 139 58 41.7
TOTAL PUBLIC 659 234 35.5
CULC 38 26 68.4
Other Public 621 208 335
TOTAL SPECIAL 532 140 26.3
Government 135 50 37.0
Non-profit 319 75 235
For-profit 78 15 19.2

Source: 8Rs Canadian Library Human Resource Institutional Survey

! Cleaned Sample excludes institutions that were sent a survey but did not complete because they were 1) not a library, 2) closed down, 3) a branch already covered by a regional
institution, 4) a duplicate record, or 5) an institution without professional staff.

2 Completed library sector surveys do not add up to total surveys completed since library sub-sector information was not provided for 3 institutions, 2 of which were from Quebec.

] Institutional Characteristics

The majority of analyses for the institutional survey focused upon those organizations with professional librar-
ians. This reduces the sample size to 289 organizations for results on professional librarians within the institu-
tional sample.*

About 4 in 10 Canadian libraries do not employ professional librarians.

As shown in Table B.3, while sample sizes from all academic and CULC libraries remain the same, sub-sample
sizes are reduced by over half for other public and non-profit libraries, by nearly 30% for government, and by
20% among for-profit libraries. The resulting reduced sample size is adequate for all but one library sector. The
number of for-profit libraries is reduced to an inadequate number (13), such that their data are not representative
of the sector and presentation of their results would risk jeopardizing respondent confidentiality. The majority of
for-profit results, therefore, are not presented separately in the report, but they are included in the Total Special
results.

4That only 63% of libraries in our sample have professional librarians on staff is comparable with findings from a 1999 statistical study estimating that six in ten libraries employ professional
librarians. The finding that smaller public and non-profit libraries are the least likely to employ professional librarians also concurs with this previous statistical compilation of library data
(Schrader and Brundin, 2002).
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Table B.3 Organizations Employing Professional Librarians by Library Sector
(Institutional Survey)

% of Organizations with Professional

Library Sector Librarians Reduced
TOTAL 63 289
TOTAL ACADEMIC 100 84
CARL 100 26
Other Academic 100 58
TOTAL PUBLIC 51 120
CULC 100 26
Other Public 45 94
TOTAL SPECIAL 59 85
Government 72 36
Non-Profit 46 36
For-Profit 87 13

Source: 8Rs Canadian Library Human Resource Institutional Survey

Table B.4 displays the percentage distribution across library sector of librarians represented by the participating
institutions and the mean number of librarians represented in each sector. One-half of the 3,299 (FTE) librar-
ians represented in this survey work in public libraries, 43% work in academic libraries, and special libraries
employ just 6% of library professionals. Though CARL and CULC represent only 18% of the institutions in the
sample, more than three-quarters (78%) of professional librarians work in these two sectors. CARL and CULC
libraries also, on average, employ the largest number of librarians per organization (48 and 52, respectively). The
remaining sectors have a much smaller average professional librarian staff size (ranging from 2 to 7 librarians per
organization).

Table B.4 Librarian Representation by Library Sector
(Institutional Survey)

Sector Distribution of Professional Mean Number of Librarians Per

Library Sector Librarians Organization

TOTAL 100 11
(Total FTE Librarians: 3,299)

TOTAL ACADEMIC 43 17
CARL 37 48
Other Academic 6 4

TOTAL PUBLIC 50 14
CuLC 41 52
Other Public 9 3

TOTAL SPECIAL! 6 3
Government 3 7
Non-Profit 3 2

Source: 8Rs Canadian Library Human Resource Institutional Survey

! For-Profit library results are not presented separately because of insufficient cases reporting; however, they are included in the Total Special results.
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The distribution of libraries and librarians across sectors should be kept in mind when examining the total results
and the results for each sector. Clearly, CARL and CULC libraries, although smaller in number, represent the
majority of librarians working in Canada and each member of these institutions has, on average, a larger profes-
sional librarian staff base.

Some of the key human resource analyses presented in this report are also examined by province/territory and by
urban and rural geographic location. We draw upon Statistics Canada’s definitions to define the rural and urban
categories used in this study. “Rural and Remote” includes libraries located in non-metro-adjacent communities
with a population of less than 10,000, plus libraries located in the northern territories. As shown in Figure B.1,
18% of the sample of libraries are located in rural and remote regions of Canada. To distinguish between the
typically larger, more prosperous, and more geographically central libraries and those located in smaller urban
centres, two classes of “urban” were designated. “Mid-Sized Urban” refers to libraries located in Census Agglom-
erations (CAs) which have an urban core population between 10,000 and 99,000, including all neighbouring
municipalities where 50% or more of the labour force commutes into the urban core. Mid-sized urban centres
range from the most populated City of Barrie to the least populated Labrador City and, as shown in Figure B.1,
comprise 18% of the libraries in our sample. Finally, “Large Urban” refers to libraries located in Census Metro-
politan Areas (CMAs) which have an urban core population of at least 100,000 and abide by the same commuting
rules as CAs (Statistics Canada, 1999a). Large urban centres range from the most populated city of Toronto to
the least populated city of Thunder Bay. The majority of libraries (64%) in the sample are located in large urban
regions. Appendix Table B.1 provides a complete list of Canada’s CAs and CMAs that are included in the two ur-
ban categories and Appendix Table B.2 provides the percent distribution of these rural/urban designations within
each library sector.

Figure B.1 Rural and Remote!, Mid-Sized Urban?, and Large Urban? Library
Representation*
(Institutional Survey)

Rural and Remote 18%

Large and Urban 64% Mid-sized Urban 18%

Source: 8Rs Canadian Library Human Resource Institutional Survey
! Rural and Remote includes communities with a core population of less than 10,000, plus the northern territories.

2 Mid-Sized Urban corresponds to Statistics Canada’s Census Agglomerate (CA) definition and has a population size between 10,000 and 99,999 including all neighbouring municipalities
where 50% or more of the labour force commutes into the urban core.

3 Large Urban corresponds to Statistics Canada’s Census Metropolitan Area (CMA) definition and has a population of at least 100,000 including all neighbouring municipalities where 50%
or more of the labour force commutes into the urban core.

4 Distribution of rural and remote/urban is for libraries employing professional librarians only and excludes 2 institutions for which geographic location information was not provided
(n=287).
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B.3 Stage lll: Survey of Professional Librarians and Paraprofessional Staff
(Individual Survey)

While the institutional survey provides information on staff numbers and human resource practices from the
perspective of administration, the survey of librarians and paraprofessionals offers a critical firsthand view about
the career experiences, opportunities, and expectations of two important segments of library staff. The analytic
focus of this portion of the study is to gain an understanding of the 8Rs from the viewpoints of those working
in the sector. This survey, conducted in the summer of 2004, is the largest and most comprehensive stage of the
research project. Because of the size and diversity of the library workforce, the decision was made to utilize a
web survey so that the largest number of staff could be reached within the shortest amount of time and with the
lowest costs incurred. For the same reasons, the decision was made to concurrently survey both professional and
paraprofessional library staff (See Appendix D for a copy of the survey instrument).

Two major strategies were used to optimize the number of survey respondents and the representativeness of the
sample.” First, for both types of library staff, a multi-stage random sampling technique was employed to ensure
sufficient sub-sample sizes and representation from all library sectors and from all geographical regions of Cana-
da. Second, after the deadline for completion of the random survey, a Canada-wide call to potential respondents
was made, in order to provide library staff who were not represented in the sampling frame an opportunity to
participate in the survey, and to supplement sector and geographical representation. The non-random portion of
respondents were invited to participate through list servers provided by 56 library associations and, in the case of
CULC, by 25 specific library institutions.

I Response Rates and Confidence Intervals

Table B.5 provides the sample and sub-sample sizes and the confidence interval for the French and English ran-
dom and non-random samples, and the response rate for the random sample portion of respondents. Of the 8,626
potential respondents randomly selected from the sampling frame, 3,148 librarians and paraprofessional staft
participated in the survey for a response rate of 37% and a confidence interval of 1.6 (i.e., results are within plus
or minus 1.6 percentage points, 95 times out of 100).

Table B.5 Respondents by Sample Source
(Individual Survey)

Random Sampling Confidence Interval

Sample Source Framel Sample Size Response Rate @ 95%
TOTAL RESPONDENTS N/A 4,693 N/A 1.2
Total Random Sample? 8,626 3,148 36.5 1.6
English Sample 2,980
French Sample 168
Total Non-Random Sample (List Server)? N/A 1,545 N/A N/A
English List Server 1,446
French List Server 99

Source: 8Rs Canadian Library Human Resource Individual Survey

! The sampling frame excludes individuals who were sent a survey but did not complete because they 1) did not perform library work, 2) no longer worked in a library or library had
closed, 3) never worked in a library-type institution, or 4) were a duplicate record. The sample includes only those respondents completing at least two survey questions.

2 Multi-stage random sampling at variable rates was conducted to ensure sufficient sub-sample sizes and representation from all library sectors, from all geographical regions of Canada,
and for professional librarians and paraprofessional staff. If potential respondents who did not receive the survey because of an incorrect e-mail address or because they were away are
removed from sampling frame, the response rate out of the remaining 7,569 potential respondents is 42%.

3 To provide library staff who were not represented in the sampling frame an opportunity to participate in the survey, potential respondents were invited to complete the survey through a
variety of list servers.

*The sampling frame of librarian and paraprofessional staff was developed over several months with the assistance of several library associations and libraries that provided the 8Rs research team
with their membership or staff lists supplemented by internet searches. In total, 12,472 library staff members were included in the population frame from which sampling took place. Although this
population framework is the most comprehensive list available, it does not represent the entire population of librarians and paraprofessionals currently working in the Canadian library system.

Primarily for the reason of this incomplete sampling frame, the list server respondents were added to the sample data base.
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When adding the 1,545 list server respondents to the sample, the total sample size increases to 4,693 and the
confidence interval decreases to plus or minus 1.2 percent. These very low confidence intervals combined with a
respectable response rate indicate that the sample of library staff used in this study are highly representative of all
librarians and paraprofessionals and that we can be very confident in the results presented in this report.

Table B.6 presents the distribution of individual survey respondents by province for the combined random and
non-random samples. Since the total population size of library staff within each province is unknown, we are not
able to provide confidence intervals for each province.® Ontario comprises the largest proportion with 42% of
respondents working in this province. Three in ten library staff are from British Columbia or Alberta, while about
one in ten work in Saskatchewan or Manitoba (4%), Quebec (8%), or the Maritimes (11%). Only 1.4% of the total
sample work in a library located in one of the northern territories.

Table B.6 Respondents by Province/Territory

(Individual Survey)
Province / Territory Total Sample Size! Percent of Total Sample
TOTAL 3,920 100
British Columbia 604 16
Alberta 545 14
Saskatchewan 175 5
Manitoba 156 4
Ontario 1,630 42
Quebec 314 8
New Brunswick 117 3
Nova Scotia 178 5
Newfoundland / Labrador 79 2
Prince Edward Island 34 1
Yukon 26 1
Northwest Territories 16 <1
Nunavut 12 <1

Source: 8Rs Canadian Library Human Resource Individual Survey

! Sample excludes respondents who did not provide geographic information or who work in a non-Canadian library.

Table B.7 provides the sample sizes, sector distribution of the sample, and confidence intervals for each library
sector. The 1,580 librarian and paraprofessional respondents working in the academic sector represent 38% of the
total sample. Results provided for academic libraries are accurate within plus or minus 2.1%, 95 times out of 100,
public libraries within plus or minus 2.2%, and special libraries within plus or minus 3.3%.

Although sub-sample sizes are adequate for most sectors (and more than adequate for some sectors), the 98 re-
spondents working in for-profit libraries is lower than what is required to be fully confident in the responses from
this sector. School librarians comprise 5% of the total sample and, although confidence intervals are higher than
we would like, the sample is still within acceptable limits.”

¢ Confidence intervals can only be calculated when the population size is known.

7The survey was conducted in mid-June, resulting, no doubt, in a lower response rate for school librarians.
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Over half of respondents are from one of the two largest employers of library staff (CARL and CULC). This is
much lower than the 93% of librarians represented in CARL and CULC from the institutional survey, but it
should be kept in mind that the institutional survey did not include school libraries and, in addition, under-rep-
resented special libraries. It should also be noted that the “Total Special” individual survey responses also include
19 librarians working in a non-traditional library setting (e.g., as a consultant or vendor, or on a non-academic
research project).

The 50-50 ratio of library staff between CARL and CULC is consistent for both the individual and institutional
surveys, however. With respect to government libraries, a breakdown of federal, provincial, and municipal pro-
portions of individual respondents can be found in Appendix Table B.4.

Table B.7 Sample Size and Confidence Intervals by Library Sector
(Individual Survey)

Confidence Interval at

Library Sector Sample Size! % of Total Sample 959%
TOTAL 4,124 100 1.2%
TOTAL ACADEMIC 1,580 38 2.10%
CARL 1,041 25 2.70%
Other Academic 539 13 3.60%
TOTAL PUBLIC 1,566 38 2.20%
CULC 1,055 26 2.70%
Other Public 511 12 3.70%
TOTAL SPECIAL 757 19 3.30%
Government 420 10 4.10%
Non-Profit 220 5 6.00%
For-Profit 98 2 9.50%
SCHOOL 221 5 6.20%

Source: 8Rs Canadian Library Human Resource Individual Survey

! Sample excludes respondents who did not provide library sector information or those who work in a non-Canadian library.

Because of issues of confidentiality, a different method was used to determine the rural/urban location of indi-
vidual respondents than was used for the institutional sample.® Nevertheless, as shown in Appendix Table B.5, the
exact same proportion of individual respondents as institutional respondents were located in a rural or remote
region of Canada (18%).

B.4 Data Limitations

While we are confident that the overall findings from this research can be applied to the Canadian library context,
there are some limitations that should be considered. First, the sheer amount of data garnered from this study
makes the analyses which inter-relate findings between surveys, and between survey questions, a very complex
process that could be performed in a multitude of ways. In recognizing this, and in recognizing the limitations of
time and money, we believe that while the report provides an enormous amount of heretofore unknown informa-

#Rural and Remote, Mid-Sized Urban, and Large Urban designations were based on the city/town information provided by institutional respondents. To protect the confidentiality of individual
respondents, city/town information was not asked. Rural designation in the individual sample is based on “no” responses to the question “Is your library located in an urban centre with a
municipal population of more than 10,000 people?” Because not all respondents provided an answer to this question, rural designation was also assigned to respondents indicating that they

“already work in a rural/remote region of Canada,” plus respondents residing in one of Canada’s northern territories.
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tion and knowledge about human resources in Canadian libraries, there is certainly room for further exploration
of the data. It is our hope that the library community and academics take advantage of this unprecedented data set
to analyze human resource topics at a more in-depth and perhaps more sophisticated level. For example, though
we perform a multivariate analysis in a few areas, most of the results provided are simple correlations.

Second, certain sectors and groups are not sufficiently represented to allow as much confidence in the findings
as we have for the total samples and for most sub-groups. The response rate for the entire institutional survey
is sufficient to allow the generalization of results to the Canadian library context. However, special libraries are
somewhat under-represented (especially for-profit libraries) as are libraries located in Newfoundland/Labrador.
The lower response rates warrant some caution when interpreting results from this sector and this province. Fur-
thermore, since library staff working in for-profit libraries are also under-represented in the individual survey, we
have less confidence in the conclusions drawn with respect to this sector overall.

It should also be acknowledged that voluntary staff members are under-represented in the study. Only 19 cases
(0.5%) of total sample of individual library staff work on a voluntary basis. Results from the institutional survey
(see Appendix Table C.2) suggest that these numbers should be higher.

Third, it needs to be understood that the total number of librarians working in Canada that are used to project
future retirements and future librarian and paraprofessional supply (see Tables E.6, ].3, and J.5) are rough ap-
proximations and should not be used literally. The vast majority of the information disseminated in this report
are from our own study, however, since there are no available data that allow for a definitive estimation of the total
number of librarians and paraprofessionals in Canada, we rely on extrapolations from the institutional survey in
combination with data from the National Core Library Statistics Program (Schrader and Brundin, 2002). At the
same time, these approximations are likely more precise than what is available elsewhere.’

Lastly, it should be noted that not all respondents provided an answer to every question in either survey. Accord-
ingly, we have provided the number of respondents (n) for each table and figure as an indication of individual
question response rates. On the rar