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ABSTRACT 

This paper is an exploratory study that seeks to extend the knowledge of available 

information on the library and information services workforce of the Northern 

Territory. The study describes staffing levels, age profiles, turnover rates and 

evaluates recruitment and training needs to ensure the future workforce's demands are 

adequately met. 

Discussion of the workforce's supply, demand and training characteristics are based 

on results of a workforce planning questionnaire that was distributed in late 1998. The 

conceptual framework of the questionnaire was developed by UNESCO and has been 

used in a number of countries. For use in the NT, the questionnaire required few 

changes, thus ensuring consistency of data within the industry and allowing analysis 

and comparison with previous studies. 

The results described a workforce with: over 60% of positions requiring accredited 

library qualifications; over 50% of arrivals at the professional level being recruited 

from outside the Northern Territory library and information services workforce; and a 

lack of opportunity for career path development for paraprofessional staff. While 

coping with unprecedented change there was an optimistic outlook for growth in 

staffing in the medium term future. 

A number of contradictions appeared in the study that require further individual 

research: different types of libraries run the risk of future professional staffmg 

shortages, particularly school and public libraries; the data also suggested that 

'underemployment' exists ~ a situation where trained staff are unable to obtain 

positions at an appropriate level, and accept positions intended for people with a lower 

level of training or experience; and males and young people are not being attracted 

into the profession. 
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Chapter 1 

INTRODUCTION 

This research investigates the supply and demand characteristics of the library and 

information services (LIS) workforce of the Northern Territory. Information available 

on the current LIS workforce is scarce, and without access to reliable data the 

possibility of making accurate projections in strategic planning is difficult. 

Complicating the picture is a number of different types of libraries, and staff 

recognised by different classifications. The research is based on the assumption that 

changes operating in libraries internationally are impacting on the Northern Territory, 

and the results will be interpreted by comparisons with similar studies carried out in 

the United Kingdom and Hong Kong. 

The role of the librarian and provision of library services have undergone considerable 

change in the past decade prompted by the influences of information technology, 

economic recession, contemporary business management practices and changing 

social attitudes. Libraries quickly accepted emerging technologies to facilitate 

reference and technical service functions. The traditional areas of acquisitions, 

cataloguing and borrowing easily converted to computer systems. Online 

communications allowed the creation and dissemination of information stored in 

national and international databases. Access to regional, national and global networks 

providing on-demand information and resources, has resulted in changed demands 

and expectations of library clients. 

Librarians, in general, have accepted the challenges the new environment provided 

and took on the title of information professionals to reinforce their role. In this 

atmosphere, a new type of librarian emerged, the library technician - a 

paraprofessional who was trained and employed to complement the professional 

librarian, in the areas of process work and non management procedures. As every 

aspect of library work now utilised information teclmology (IT), new jobs emerged 

that blurred service boundaries and traditional classifications. Newly trained library 



Workforce Analysis of the NT Library and Information Sector 

workers, at both the professional and paraprofessional level now are able to move 

between a career path in IT systems or information services. 

The catharsis that libraries are going through sees staff numbers dwindling, budgets 

drying up and services being centralised, rationalised, reengineered or removed. 

Organisational reengineering has resulted in new locations for some libraries; some 

libraries have merged with centralised administration but retaining dispersed service 

points; other libraries have closed with the library service being outsourced to private, 

independent providers. The digital library that is still evolving has been described as 

many things, ranging from online access to a library's catalogue, through a gamut of 

electronic services, to access to an entire 'digitised' collection. Most of the different 

manifestations of the library are possible because of the widespread utilization of 

information technology and telecommunications (ITT). 

The electronic world does not negate traditional library ~kills. Librarians have the 

skills to discriminate, acquire, classify, disseminate and store information relevant to 

their clients needs. The volume of information available and forced on the population 

has led to information overload and techno stress (Reuters 1996). Librarians, who 

work with information constantly, recognise the need for ongoing training themselves, 

as well as training of client end users to acquire the skills to navigate the information 

'superhighway' effectively. The promotion by libraries of infmmation literacy - the 

skills to satisfy particular information needs, and lifelong learning recognises that 

people's needs are constantly changing, as is the library sector. 

The conditions of change have resulted in three major incidents in the Northern 

Territory LIS workforce. Firstly, in the early 1990s, a review of NT schools resulted 

in a number of school closures, devolution of financial and administrative powers to 

school councils and the reformulation of staffing formulas. Teacher librarians were 

removed from 'above establishment' staffing. Effectively this removed trained or 

training teacher librarians from school libraries, and returned them to the classroom. 

Demand for the Bachelor of Education (Teacher Librarianship) plummeted, and was 

withdrawn from NTUs course offerings in 1996. At the same time there was a switch 

2 
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to resource-based teaching using the increasing volume of information resources 

available. A dichotomy presented itself whereby there was a decrease in the demand 

for teacher librarians, while a dramatic increase developed in the demand for staff to 

teach information skills. 

Secondly, the introduction of a national T AFE training agenda had a major influence 

of LIS education and consequently industry standards. Library Studies courses have 

been offered in the NT since 1982, first by the Darwin Community College and later 

the Northern Territory University (NTU). TAFE studies at Diploma level and the 

Batchelor of Library and Information Management (BLIM) presently are available 

through NTU. No postgraduate courses are offered. All the courses rely heavily on 

industry/professional placements, and are regularly examined by the Australian 

Library and Information Association (ALIA} for professional accreditation. The 

cooperation between the NTU, the education provider, and libraries and librarians in 

the NT is essential for the ongoing provision and success of LIS education. This is 

reiterated in the ALIA policy 'statement on the role of libraries and information 

centres in library and information studies education' (ALIA 1996). 

Lastly, following a review of the provision of library services to Commonwealth 

Government agencies in 1997 the NT government implemented a similar review of 

departmental libraries. With government funded libraries being a major employer of 

librarians in the Territory, making up nearly the entire special libraries workforce, the 

organisational changes that have been introduced with minimal consultation and 

dissemination of information have been unsettling for those directly and indirectly 

involved. At this time, there is still uncertainty surrounding the 'relocating' and 

staffing of libraries within the NT Government. The atmosphere of uncertainty has 

moved between different spheres of librarianship in recent years, generated by 

organisational changes in large institutions, particularly the University Library and the 

Northern Territory Library. 

3 
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Rationale 

At present no available workforce studies on the LIS sector of the Northern Territory 

exist. lbis study will provide reliable data on the number of people involved in the 

LIS sector, their distribution, qualifications, and identify issues that need to be 

addressed to ensure an adequate supply of trained staff. Specifically this data is 

needed for educational planning, and identifying existing and potential workplace 

problems for the profession. 

The only information presently available is compiled in the directory of Libraries and 

Information Centres of the Northern Territory that is regularly updated by the NT 

branch of the Australian Library and Information Association. This lists a workforce 

made up of different types of libraries, and employing a range of staff employed at 

different designations. Although it is accepted that there is a great diversity between 

LIS operations and resources, there is little awareness. and appreciation of the 

changing conditions impacting on libraries and their workforce. 

At an NTU Library Studies Course Adviser's meeting in Semester 2, 1998 the view 

was expressed that there was no need for the higher education library management 

course to continue, because of an oversupply of librarians. There did not appear to be 

any anecdotal evidence to support the claim. Conversely, Territory libraries appeared 

to be recruiting professional staff from outside the library industry and from other 

areas of Australia. Coupled with the need for viable student numbers and imminent 

reaccreditation from ALIA, without information to support or disprove the claim, 

planning was stalled. 

The NT University as the major provider of LIS education identified the need to 

improve the information on potential client groups at both the higher education and 

vocational education and training level. Following the Course Adviser's meeting it 

was suggested that accurate information was needed to enable effective marketing and 

planning. In doing so, it wished to identify and quantify the demographic composition 

of the LIS workforce, and identify potential training needs. Charles Sturt University, 

4 
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the majority provider of the BLIM course, and ALIA, the professional body for 

librarians, also saw benefits in obtaining this information. 

In order to obtain the necessary data, a valid and reliable survey of current and future 

workforce needs of library and information centres in the Northern Territory was 

needed. Clearly the problem areas of supply, demand and training fell within the 

parameters of workforce planning. The suitability of the methodology for facilitating 

workforce planning objectives, and providing a research base for the ongoing 

monitoring of the workforce were considerations. Integrity of information on which to 

base informed decisions, and an increasing requirement to objectively assess changing 

conditions in a eclectic workforce were the reasons for selecting a tested 

methodology. 

The intended outcomes of the study are broader than a simple description of the 

current workforce and trends affecting the Northern Territory library and information 

service sector. The research also seeks to identify isolated incidents and trends 

embedded in general demographic, recruitment, departures, training and growth 

patterns. 

In addition, the methodology will be evaluated in the areas of: 

• testing whether the methodology is capable of identifying and measuring 

workforce trends; 

• evaluating whether the methodology is suitable for the scope and range oflibraries 

in the Territory; 

• compiling a sample of quantitative data suitable for descriptive analysis; 

• reviewing contemporary literature of library management and workforce planning 

to assist in the interpretation of research results. 

The results of this research will assist the stakeholder organizations prepare viable 

programs and initiate projects that can improve continuing professional development 

and education. 

5 
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Aims of the Research 

The aims of this dissertation are to: 

• provide and assemble information on the library and information services 

workforce that is not currently available; 

• assess the reliability of the methodology used; 

• provide relevant forecasting data for educational marketing and coursework 

decision making. 

Research Questions 

Six questions have been identified to facilitate the aims of the research. The first 

question is a general methodological one; the next three questions fall within the 

stocktaking component of workforce planning; the final two, within the forecasting 

paradigm: 

• Can the UNESCO Guidelines for Conducting Information Manpower Surveys be 

utilised as an appropriate methodology for workforce stocktaking and forecasting 

in a small, developed economy such as the Northern Territory? 

• What are the main demographic features of the library and information workforce 

in the Northern Territory? 

• What are the current (1 October 1998) levels of employment in this workforce? 

• What changes have taken place in the workforce in the last year (1 October 1997-

I October I998)? 

• What changes are likely to take place in the workforce in the short term (1 October 

I998 - I October I999) and in the medium term (I October I998 - I October 

200I)? 

• What are the educational and training implications of findings about demographic 

features, levels of employment and changes in the workforce? 

6 
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The research questions are embedded in a simple quantitative data analysis 

framework. The administration and layout of the questionnaire allows clear 

identification and compilation of data for analysis. 

Plan of Study 

The study is organized into six chapters and two appendices, supported by a glossary, 

a bibliography, and an example of the questionnaire used in the study. 

Chapter 1 is an introduction to the background and context in which libraries and 

librarians operate. Special attention is given to the environment of unprecedented 

change and conditions affecting the Northern Territory and the need for the research. 

The research methodology and specific expectations are explained. 

Chapter 2 is the literature review. This is divided into two sections, the first examines 

the credibility of workforce planning as a suitable methodology, and the second 

section presents an overview of the major issues that are impacting on library 

operations and management at the end of the twentieth century. 

Chapter 3 explains the choice of methodology and the administration of the 

questionnaire. Modifications, reasons for inclusion of items within the questionnaire 

and terminology are explained, along with the workforce supply paradigm model and 

the data analysis procedures. 

Chapter 4 is a detailed account of the findings of the questionnaire and an analysis of 

the results. The results focus on the areas of: 

1. demographic characteristics 

u. training levels 

iii. departures 

1v. arrivals, and 

v. growth. 

7 
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Tables and graphs are provided to give the reader the opportlmity to gain a detailed 

picture of the data collected. Only significant trends are highlighted in the 

accompanying discussion. 

Chapter 5 addresses the research questions and summarises the fmdings under the 

main research areas. Limitations of the methodology are also discussed at the end of 

the chapter. 

Chapter 6 summarises the research questions isolating the main issues that have been 

raised in the study. Recommendations are put forward for consideration by the main 

stakeholders • the Northern Territory University, Charles Sturt University, and the 

Australian Library and Infonnation Association, NT branch. 

8 
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Chapter 2 

REVIEW OF RELATED LITERATURE 

The literature review was undertaken in order to assist in the evaluation of workforce 

planning as a suitable methodology, and to identify management and staffmg issues 

that are impacting on the provision of library and information services. The 

conceptual framework used to collect data on the library and information services 

workforce was devised nearly twenty years ago, and originally known as manpower 

planning. The literature review documents some of the changes and criticisms that 

have been levelled at the methodology, and assesses its relevance in a contemporary 

environment. Trends in the field of librarianship were identified in order to interpret 

the results of the research, and assist with recommendations. 

The timing of the literature search was fortunate, because of trial access to a number 

of commercial databases negotiated by CAUL (Council- of Australian University 

Libraries). Databases explored included Reuters Business Briefings, PAIS 

International and H.W. Wilson Full Text Files, (both from the Knowledgecity 

service), MCB Press' Emerald Library, LEXIS-NEXIS Academic Universe, 

WilsonWeb, and EBSCOhost. These were augmented by the NTU Library's 

networked databases and online subscription services - AP AIS (Australian Public 

Affairs Information Service), ALISA (Australian Library & Information Service 

Abstracts), Pro Quest/ABI Inform, Current Contents and First Search. Relevant 

examples from the fields of human resource management, and library and information 

science are included in the review. The review relied heavily on accessing information 

through commercial electronic databases available through the World Wide Web 

interface. 

The literature search highlights one of the main problems confronting business, 

government and educational analysists - information overload. The CAUL trials 

allowed access to a number of databases that normally would have been exorbitantly 

expensive to search. Usually an institution, albeit a business or educational one, would 

only subscribe to a few select services that were the most relevant or the most cost 
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effective to service their user's needs. With access to the NTU subscribed databases 

and the CAUL trial datasets, the temptation to "mine" the databases was 

overwhelming. This led to a huge stockpile of relevant information, which then 

needed to be sorted, sifted, analysed and synthesised. The problem confronting 

information users today, is not the finding of information but the problem of 

recognising what is relevant and what is not as relevant (Reuters 1997). 

The Australian indexing databases ALISA and AP AIS failed to identify any studies 

relevant to the Northern Territory library workforce study. In fact, only one article 

(Bartlett 1994), commented on workplace issues. Of the 27 articles indexed for the 

period of the 1990s, that related to Northern Territory libraries, three were on 

automation, seven descriptions of library services, four on networked information, 

three on Best Practice, five on collections and the others on miscellaneous topics. 

The interrogation of commercial abstract and full text ~atabases identified many 

articles on the topic of change in libraries, but literature on manpower planning was 

more difficult to locate, especially items that had been published recently. Eventually, 

searching the extensive collection of MCB journals proved fruitful in both topic areas. 

This source also highlighted the value of commercial online database services and the 

inadequacies of free internet searching. This topic was the subject of a white paper by 

Coopers & Lybrand Consulting (Paris 1997) that concluded, 'While the information 

that a casual user can glean freely from the Web may be of limited use, it is not 

sufficient for the needs of the business user' and researcher. The report goes on to 

clarify the business case/cost and issues pertinent to information management. 

Commercial online database services contain more information than is 

available on the entire Web. Some seven terabytes of data are contained on 

one major services' information warehouse. What is most important and 

telling about the information contained in these databases is the consistency of 

the data, its ease of accessibility, the breadth and depth of the materials 

contained in them, and the up-to-date nature of the information itself (Paris 

1997) 

10 
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Therefore it is important that this literature review be confined to those issues relevant 

to the study - assessing future staffing needs and the changing role of 

libraries/librarians. 

The first concern, centres on efforts to describe the effectiveness of workforce 

planning not only as a tool for strategic planning, but particularly in formulating 

future education and training needs. The second concern, focuses on the numerous 

attempts to describe changes to library services, and the resulting effects on the 

infonnation workforce of the future. 

Workforce Planning 

The literature review reveals widespread agreement that information collection and 

analysis is essential for workforce planning and are necessary ingredients for effective 

economic management at both the macro and micro level. However, it is clear that 

there is considerable variation and vagueness in the term 'workforce planning' 

because of social, economic and technological changes during the past twenty years. 

Therefore, the terms workforce planning and manpower planning will be used 

synonymously throughout this study. 

The conceptual framework for determining demand and supply characteristics of the 

library sector workforce is based on the work of Nick Moore (1980, 1986). Moore 

explains the concept: 

It is a process which aims to ensure the efficient use of people. As such, 

manpower planning will never actually provide answers or solve problems, it 

will only indicate those areas where some action is necessary to alleviate or 

anticipate a problem. It is concerned with making sure that the right number 

of workers are in the right place at the right time; it is also concerned with 

ensuring that the workers have the appropriate range of skills and expertise. 

(Moore 1980:8) 

II 
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The original manpower planning techniques were developed under the premise that 

'the market forces of the day were inadequate to the task of allocating resources in a 

way that ensure( d) their optimum use' (Moore 1980:9). Much of the early work was 

in industries that had a heavy reliance on skilled labour. The Manpower Services 

Commission in the UK was instrumental in rationalising the workforce in the 

traditionally labour intensive heavy industries of steel and coal. Technology pre 

empted the situation of reducing workforce numbers, but at the same time attracting 

the services of highly skilled workers able to operate newly introduced technologies. 

Getting the right mix is the conundrum facing workforce planners, at all levels. 

Most of the research activity and available publications identified in the literature 

review originated from outside Australia. Manpower planning had been a popular 

activity from the 60s into the 90s with international organizations operating in newly 

developing nations. Much of the literature stems frQm work undertaken by 

organizations like the International Labor Organization (ILO), UNESCO and the 

World Bank who frequently undertook manpower studies to assist in the creation of 

projects and development strategies for planning national education and training 

strategies. UNESCO workshops continued to be popular during the 80s and 90s, with 

programs targeting the promotion of manpower planning and implementation being 

held at regional workshops in Botswana 1989, Thailand 1990, Cameroon 1991, 

Mautitius 1992, and Fiji 1993. 

The studies were often carried out during times of emerging demand or under supply 

of skilled labour, particularly in developing countries (Richter 1989). While the 

number of library manpower surveys undertaken in developing African, Asian and 

Caribbean countries predominate, the activity was also extensively utilised in the 

United Kingdom during the 1980s by government departments, as well as, the library 

and information services sector. Few studies have been undertaken in Australia, but 

Maxine Rochester (1998) has monitored educational issues related to the supply and 

demand of library workers in Australia for over two decades. 

12 
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It is interesting to note, that a number of different approaches to workplace planning 

have emerged. For this study we have accepted that there is a need to collect data from 

which personnel decisions can be made. Different industries have developed different 

methods to collect and analyse data to suit their needs. For example, the Australian 

Defence Forces have complex arrangements/models (Australian National Audit Office 

1997) that assists them approximate their "manpower'' needs; the Australian Bureau 

of Statistics provides economic and market data for use by government departments 

and businesses; some individual organizations have developed computer packages 

(Devadason 1996, Khoong 1996) to manipulate data for workforce forecasting at the 

institutional level. 

Psacharopoulos (1991 :459) cautions that 'The art of manpower planning is certainly 

in disarray'. Rather than criticising the usefulness of manpower planning, the article 

focuses on the aspect of uncertainty, and suggests a reappraisal of current practices. 

He summaries many of his criticisms into the table: 

Table I. 

Do's and don'ts in IHflllfUJII'fHPJQNNi#g labour market analysis (Psacharopoulos 1991 :460) 

Less emphasis on: 

Planning 
Manpower 
Counting heads 
Finn labour surveys 
Opinion surveys 
Occupational profile 
Public sector only 
Production efficiency only 
Technical efficiency 
Output~labour relationships 
Fixed wages 
Manpower needs 
Skill~specific training 
School-based trallling 
Free education I training 
Public education I training 
Filling long-term skill gaps 

More emphasis on: 

Analysis/policy making 
Labour force 
Measuring wages 
Household surveys 
Tracer studies 
Educational profile 
Private and informal sector 
Equity I poverty 
Economic efficiency 
Cost-benefit analysis 
Flexible wages 
Labour supply and demand 
General training 
Firm-based training 
Cost recovery I user fees 
Private education I training 
Correcting present labour market distortions 

Different manpower planning strategies are encouraged. The ILO also stresses 'that 

priority should be given to upgrading the manpower and employment information 

13 
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base in order to serve a wide variety of decision-making purposes in the broad fields 

of manpower and employment policy formulation, planning, plan implementation and 

monitoring' (Ritcher 1989:662). 

The main criticism of manpower planning and forecasting is the factor of uncertainty 

- 'the inability of human beings to anticipate future developments accurately' 

(Psacharopoulos 1991:460). By accepting the inevitable and focusing on positive 

outcomes, and the need for workforce planning Moura Castro (1991) stresses that 

there is still room for intervention in the area of education and training to promote 

social efficiency and equity. Adams (1992:261) also discusses the difficulty of 

forecasting, and endorses 'the use of labour market signals developed by monitoring 

local movements in wages and employment and by evaluating the cost effectiveness 

of training programmes'. But he continues to reiterate the value of effective planning 

techniques 'that enables training systems to adjust to changing economic conditions 

and meet the demand for different kinds of skills'. 

Castley (19961
) also discuss the challenges inherent in manpower plans: 

... (they) require immense data inputs, concentrate on quantitative rather than 

qualitative measures, assume unchanged labour productivity rates and a 

unique education-occupation linkage, produce long-term forecasts which bear 

little relationship to reality and fail to determine the causes of skill shortage, 

ignores the costs of education and training and also the different modes of 

training (p.56). 

And suggests a 'middle way' between the national manpower approach and the "leave 

it to the market forces" approach, which he calls the "sectoral approach". It is argued 

that by avoiding a comprehensive survey (Castley 19962
), and by concentrating on 

critical segments or subsectors of a particular industry which need the manpower 

analysis, the problems of manpower planning will be minimised. Furthermore, only 

"needs" should be assessed to attain an indication of what possible skill shortages 

exist. Godfrey (1997:206) also believes that, 'since planning uses scarce resources, it 

14 
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should be engaged in as little as is necessary to maximize efficiency and economic 

gro\Vth'. 

Metaferia (1998) reflects on the limitations of human resource development in 

African countries, particularly the work of Abegaz (1994). His overview of the 

situation highlights problems common to all countries but particularly to less 

developed countries. 'Realizing the importance of manpower development, African 

countries have expended a significant part of their meagre resources in planning, 

development, and utilization of human resources'. Resultant manpower plans targeted 

the number of people to be educated and/or trained within a given time frame for 

specific job performance. 'Such plans, the author has indicated, are at times politically 

motivated and may lack the vision and zeal to improve the lot of the larger 

population'. It is suggested that shortcomings in programs are not restricted to less 

industrialized countries, but are more acute there. 'Some of the problems are, faking 

data in order to appease the people or enhance the powe_r of politicians, lack of a 

relationship between training and performance on the job, education or training 

personnel for non-existing jobs, failure to absorb trained and highly educated 

personnel, and status inconsistency whereby people occupy high level jobs or are 

given titles that are inconsistent with their training' (Metaferia 1998: 175). 

Gathering information for workforce planning is essential suggests Rider (1996:31) 

'to meet the needs of the 21st century, libraries (will) want to maximise the potential 

of all library staff to develop new roles and contribute successfully to the mission and 

goals of the future library'. Studies and reports highlight the potential for ITT to 

revolutionize these roles, but lfidon (1994) observes the lack of an IT infrastructure 

and collection of data in Third World countries, has resulted in national planning 

being undertaken without facts on many occasions. 

Another criticism of library sector workforce planning is a lack of consensus among 

the actual and potential employers of librarians and information scientists on the one 

hand, and that of the trainers on the other (Nawe 1992). Armstrong (1999) provides a 

useful, technical overview of forecasting, explaining that 'Forecasting procedures are 
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needed only if there is uncertainty about the future'. The literature urges a greater use 

of ITT in information gathering, and cooperation in research between education 

institutions, government agencies and industry, 'no matter how elementary the 

exercise might be' (Thapisa 1994). 

A review of the literature suggests that extremely sophisticated information is now 

available for workforce analysis and planning. Although forecasting has critics, there 

is still a need for basic and accurate information for decision making. In times of 

change this is particularly needed. The nature and scope of libraries has changed in 

many ways, particularly over the past decade, in response to "pervasive 

technologization and shifting social practices"(Cronin 1998:2). To accommodate 

these changes a number of general trends have emerged that affect the different 

functions of library and information services. 

Trends in Librarianship 

Apostle and Raymond (1997:1,8) explore the concept of libraries and the 

"information" paradigm in a contemporary workplace. 

The original formulation of the functions of libraries was built around the 

activities of collecting, organizing, preserving, and circulating text, in 

addition to providing a variety of auxiliary services to library users. The 

alternate interpretation of the role of libraries that has emerged in the last 

three decades consists of a cluster of assumptions regarding the process of 

informing users with the aid of powerful new electronic (computer) 

technology. 

The assumptions are: 

1. "information" is the basic concept upon which the paradigm rests; 

2. post industrial societies are "information societies"; 

3. a merger of library and information sciences is taking place; 

4. "information technology' is the driving force and the determiner of the 

future functions of libraries and of the "information profession"; 
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5. the needs of library users and the jUnctions of libraries need to be 

reformulated in terms of"information needs"; 

6. the concepts "information industry" and "information profession" are 

interdependent; 

7. a convergence of library and library information science education is 

necessary and inevitable; 

8. employment prospects for LIS graduates in the "emerging information 

market" are optimistic. 

There is a pervading theme of change in all the LIS literature. Gilbert (1998) 

summarises the main characteristics of the 'new' library environment: 

• greater access to a range of information; 

• increased speed in acquiring information; 

• greater complexity in locating, analysing and linking information; 

• constantly changing technology; 

• lack of standardisation of both hardware and software; 

• continuous learning for users and library staff; and 

• substantial financial investment in technology. 

The expanded library services have been introduced hand-in-hand with increased 

financial pressures and cost cutting activities. In response to the new library 

environment three major trends have emerged: education, cooperation and internet 

connectivity. 

Continuing education and training for people employed in the LIS area has been 

identified as a top priority. Emerging technologies have blurred the traditional view of 

library studies. Berg (1993) makes the observation that, 'In a time of drastic change it 

is the learners who inherit the future. The learned find themselves equipped to live in 

a world that no longer exists'. Dan Lester (1998) on the Business Librarians' 

Discussion List, BUSLIB-L, responds to the concerns of a young library school 

student: 
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I think there will continue to be plenty of work ... we just have to be willing 

and able to change what we do, what we're called, etc. My wife is a special 

librarian and a couple of years ago the company "obsoleted" the 

classification of "librarian". She is now an Information Research Analyst, 

making two pay grades higher than when she was a librarian. She doesn't 

complain ... and like me most of her work is on the net, not with books, though 

she still uses print to help support the five hundred engineers who depend on 

her for REAL information. 

To survive in this climate, and also in response to changing demands, libraries have 

taken on the management catchcries of the "learning organization", "best practice" 

and "quality" service. Many centres of education have changed the names of courses, 

and/or formed alliances with technology departments. Scholarship is now a hybrid of 

traditional library skills, infonnation ecology (Nardi 1998) and electronics. The 

terminology underlies fundamental changes in the provision, management and 

concept of library studies. Muddiman (1996) discusses the fragmentation of library 

education. While Brown (1998) cites librarians as 'highly trained workers with 

relevant and transportable skills. Librarian graduates find employment not only in 

libraries, but in IT, computing and management fields'. 

At the same time, there has been a formal reclassification of library work practices 

particularly related to vocational education and competency standards that conform to 

the National Training Reform Agenda. ALIA's Board of Education monitors 

workplace change, trends in types of libraries and promotes the ongoing training of 

library workers. Angela Bridgland (1997) was a keynote speaking at an ALIA Board 

of Education conference that examined the theme of "Leading the Profession into the 

21st century". Education and training challenges were highlighted, especially as they 

related to workplace restructuring, multi-skilling and new career paths. 

Jobnson (1998) and Pors (19982
) express the belief that it is crucial for library schools 

and libraries to respond to the challenges of continuing education and provision of 

appropriate formal education courses. The development of instruction at the Northern 
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Territory University has been based on the belief that advancement in technology has 

already changed the role of library workers. The generic skills and knowledge that are 

taught in the Diploma course challenges that of professional librarians. In today's 

society it is necessary to be able to use ITT to find, understand, manage and 

disseminate information. 

New areas of skill acquisition (Sweetland 1998) are required to cope with: assisting 

users to deal with information overload; management of new information and 

communication technologies; management of converged library, information and 

computing services; merging of traditionally distinct areas of the information industry, 

e.g., publishing; a high level demand in teaching and facilitating the use of 

information; and the need for a greater ability to work with other people. These 

themes continue to be debated through online discussion groups in the library world. 

Teclmology has spiralled the cost of providing formal COU!sework for library studies 

programs. Bryant (1997) acknowledges Weingand with 'The average shelf-life of a 

qualification is now three years- and falling!' and then lists strategies that the library 

profession can utilize in order to survive. Areas of importance identified, include: 

• continuing education planning - by individuals and institutions 

• measuring continuing education needs 

• models to cope with growing continuing education needs - distance education, 

mentoring 

• training the trainer 

• user education - in a networked environment. 

The literature revealed the importance of being proactive and planning for change 

through "programmatic restructuring and rapid retooling" of formal library courses, 

and in response to local conditions in the workplace. 

Another major trend has been the emergence of cooperative ventures. Partnering with 

other libraries, vendors and service providers has gained popularity in response to 
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limited financial resources, and in an attempt to disperse risk associated with the 

development of new products and services. 

Just as education and training have been distinguished by mergers and cooperative 

ventures, so too has other library functions. Encyclopedia Britannica (Libraries 1998) 

emphasises cooperation in "The changing role of libraries" entry. 'For many years 

libraries have participated in cooperative ventures with other libraries. Different 

institutions have shared cataloguing and information about what each has in its 

collection. They have used this shared information to facilitate the borrowing and 

lending of materials among libraries'. 

Furthermore, as society has begun to value information more highly, the so-called 

information industry has developed. This industry which encompasses publishers, 

software developers, on-line information services, and other businesses that package 

and sell information products for a profit, is presenting both opportunities and 

challenges to libraries. There have been many alliances formed within the information 

industry, allowing reengineering of services and repackaging of products. The just -in

time delivery process is now an accepted part of library services. Perelman (1994) 

discusses the replacement of warehousing of knowledge in classrooms, libraries and 

corporate departments with 'Just-in-time intelligence and on-demand hyperlearning". 

Reduced purchasing power has been a major factor in the practice of collaborative 

ventures. Cronin (1998:4) explains the economics of the situation. 

The trend lines are graphically revealed in the Association of Research 

Libraries' time series data. From 1986 to 1994, ARL member libraries 

increased their serials expenditures by 93%, but acquired 4% fewer items. At 

the same time, monograph expenditures increased by 17%, but purchases fell 

by 22%. During this period, interlibrary lending {presumably including the 

supply of photocopies) increased by 50% and interlibrary borrowing rose by 

99%. The problem here is pretty clear: if remote access continues to replace 

acquisition, then production costs will rise, in turn driving up further the cost 
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of remote access. It is a spiral, and ultimately self-defeating for all the parties 

involved. 

Regardless of this reductio ad absurdum libraries have continued to develop a just-in

time approach, and develop new kinds of collaboration and partnering to be 

competitive and responsive to user expectations. Young (1994) acknowledges the 

confluence of commercial interests, and describes the difficulty of developing library 

services using network technologies, partly because of the free or fee debate. 

If it were simply a matter of libraries' weathering another period of 

evolutionary change and economic transition, there would be a good chance 

that sound managerial practices would, in time, address the challenge of 

declining budgets and enable libraries to take advantage of opportunities 

presented by network-based technologies. However, network technologies are 

effecting basic changes in the way information is created, shared, controlled, 

transmitted, valued, protected, distributed, and exchanged These technologies 

are changing public- and private-sector roles and organizational 

relationships. Digital multimedia and network technologies are fostering a 

paradigm shift toward a digital "superhighway' enabling access to 

multimedia virtual libraries that exceed one institution's abilities to build, 

locate, and preserve the growing electronic store of knowledge. 

The popularity of "library consortia" is for mutual self-interest in the areas of cost 

sharing and risk reduction in a networked environment. Planned partnerships (for 

purchasing, servicing, negotiating), outsourcing arrangements (for technical services), 

and co-development projects are all responses to budgetary constraints in a networked 

environment. The term "digital library" has a range of connotations from access by 

remote users to "resources" (local catalogue and in-house publications) through the 

internet; to a virtual library, accessible online with no physical context/building. The 

literature supports the view that the network environment places the role of the library 

in unfamiliar territory. There is little agreement as to the defining features of the 

digital library (Luther 1997, Nunberg 1998, Ray 1996, Wainwright 1995, 
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Worthington 1998) except that it is inevitable, and needs to be integrated into the 

library paradigm. For example, the Gartner Group (Smith 1998) have estimated that 

the electronic components needed by the library market is set to explode, 'The total 

library market is expected to swell to more than $1 billion in 2001, growing at a 

compound annual growth rate of 40.1 percent from 1996 to 2001 '. 

Electronic publishing has attracted interest and solutions from many different 

quarters. Some authors choose to become do-it-yourself publishers; universities have 

fonned consortia for networking and distribution of electronic publishing/imaging; 

some commercial vendors are experimenting with dual publication of their popular 

journals. 'Digitization alters long-established modes of production, distribution 

economics, licensing/repurposing arrangements, and archiving policies, and is taxing 

the imaginations of commercial publishers, primary producers and institutional 

purchasers alike' (Cronin 1998:9). The previous held notions of publishing have to 

change in this new medium along with solutions to protec_t intellectual property and 

copyright. 

The trend that has arguably impacted the profession most in recent years, is the 

integration of internet access with most library operations. The demand for continuing 

education and cooperative ventures are both directly linked to the utilization of the 

internet in the workplace. The Web was quickly accepted by LIS providers and is 

revolutionising access to resources, internal (intranets) and external, as well as, being 

integral to the organizational structure and professional LIS communications on a 

global scale. 

The promotion of online access and engagement in international e-commerce appears 

to be infiltrating many spheres (Clark 1997). The United States and Australian 

governments have placed a high priority on wanting all schools and public libraries 

connected to the internet. Adams (1998) reported that in the first nine months of 1998, 

household internet access increased by 46 percent to almost 1.25 million Australian 

households. According to newly released Bureau of Statistics figures, almost a third 

of Australian adults, or 4.2 million people use the internet. In a survey Library 
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Locums (Adamson 1998) found that 15% of librarians' time was spent researching, 

using the internet. St. Lifer (1996) also found through an extensive survey of 

American library workers that net work was a major reason for changes in their jobs. 

'With the Internet, services that once necessitated a broker, intermediary or 

middleman can now be provided directly to the ultimate consumer. .. .. Bypass can 

thus translate into reduced operating costs for the manufacturer/service provider, 

which, in theory, should mean more competitive prices for the consumer/client. . ... 

the Web promises a more immediate (and possibly more satisfying) form of 

consumption - sedentary and impersonal' (Cronin 1998:13). The discussion of just 

what role the library has to play - mediation, disintermediation or remediation is 

discussed in the literature ( Bales 1998, Mizrachi 1998, Schulman 1998). The 

implications for librarians are clear: identify emerging roles and opportunities, and 

promote the value of libraries to the community, or to the parent organization. It was 

interesting to note the number of empirical and descriptive studies that have attempted 

to quantitative this value (Davis 1998, Fitch 1998, Holt 1998, Infield 1998, Lyon 

1998, Nardi 1998, Neall997, Rosen 1993, Tenopir 1998). 

Lastly the issues that are of major concern to the LIS workforce centre around staff 

management. Running through the staff management literature, there is an increasing 

emphasis on leadership, teamwork and the management of change, together with 

employability and managing staff performance. The recurrent effort to define the 

(organizational) direction that libraries need to take to capitalize on the present 

technologies and climate of change has been the subject of much of the literature 

published duting the latter part of the nineties (Barter 1994, Bloss 1997, Hale 1996, 

Haricombe 1998, Harris 1998, Keller 1997, Rochester 19982
, Rowley 1995, Tennant 

1998). A particular trend seems to be articles which seek to predict the future for the 

profession and urge individuals to see change as an opportunity. Charles Handy says, 

"what got you where you are won't keep you where you are." 

The need for clarification of the roles and tasks of library workers has been attempted 

in the ALIA publication Work-level guidelines for librarians and library technicians 
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1998. Although this is seen as the "official" statement on the topic, it has not deterred 

the continuing debate on issues surrounding employability in the sector. A prediction 

of the skills needed in the future has been attempted by a number of writers (Barden 

1997, Cook 1997, Griffiths 1998, Pors 1998, Rosen 1993). Skills needed by different 

sectors of the profession are also debated in a number of references, (school libraries -

Dow 1997, Haycock 1997, Harrington-Lueker 1997; special libraries- Walsh 1997). 

Associated with the acquisition of new skills is the identification of new and 

emerging jobs (Dolan 1997, Kessler 1997, Willard 1998). 

Jose-Marie Griffiths (1998) has been an outspoken advocate of the librarian's role as a 

change agent. Abbott (1998) emphasizes this idea in a setting of organizational 

convergence. It is suggested that the acquisition of information technology skills by 

librarians (Geraci 1992) will reverse the current shortage of IT workers (Weingarten 

1998), and redefine the librarian's role. Retraining and recruiting, and repositioning 

the library worker (Bender 1998, Current Issues 1998), are.some of the solutions that 

are found in the literature. However, by far the most acutely debated subject is that of 

'professionalism' (Abbott 1998, Agre 1998, Freeman 1998, Martin 1998, Raddon 

1996, Taher 1998, White 1998). In a world of diversity and rapid change, acceptable 

definitions which contain recognizable criteria are very difficult to identify. The 

literature review mainly supports the view that the "profession" must have a major 

overhaul, and hence a redefining of its identity and status. 

The library workforce has been studied in the context of several demographic factors 

such as age, gender and tenure. Although conforming to the general trend of flexible 

working conditions (Goulding 1996), the literature also revealed a few issues that are 

relatively unique to the library profession, both in Australia and overseas: the role of 

paraprofessionals (Oberg 1997, Sandler 1996), difficulties with career path planning 

(Ball 1998, Bryant 1997, Gaul 1997), staffmg by an older workforce (Arthur 1998, 

Wilder 1996) and the 'glass ceiling' syndrome (Simon 1996). 

The 1990s have seen unprecedented changes in library and information work 

in all sectors. There is constant pressure to make optimum use of static or 
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diminishing resources, to provide services which are increasingly responsive 

and to exploit IT for the benefit of staff and customers. In terms of staff 

management, in many libraries, these influences have meant a reduction in the 

numbers of staff employed, a demand for greater flexibility in the way people 

work, pressure on time and deadlines, an emphasis on performance and an 

increased need to mange a diverse range of staff as effectively as possible. 

There is also a need to ensure that all staff respond well to rapid change and 

keep their skills and expertise honed and up to date" (Sturges 1998:233). 

Libraries mainly operate as not-for-profit organizations and do not respond to the 

market forces of supply and demand in defining services and/or staffing levels. The 

intangible nature of the work, and the gender dominant occupation makes it difficult 

to make comparisons with other occupations or professions. And attempts have failed! 

(Snell 1998). Consequently, librarians are in a dilemma as to \Vhether they are 

managers or professionals. The image and role of librarians are topics that produce 

much debate but very little consensus. Nardi (1998) suggests this may be due to the 

"invisibility" of their work, and consequently their lack of value within the larger 

organization. Within the profession of librarianship, there is an embracing, almost an 

eagerness to utilize the current management practices and technology to develop 

library services. For example the management gurus Drucker, Peters and Handy are 

often quoted in the library literature. 

In summary, the literature review provided background which explained the 

importance of workforce planning, and highlighted the areas of uncertainty and 

complexity that can influence the results. When workforce planning is taken on a 

national, regional or industry basis, the cost and effort involved must be equated with 

the value of the information that is collected, and the feasibility of developing 

appropriate employment and training strategies. The criticisms of workforce planning 

were valid, but did not negate the value of the methodology. 

The value of workforce planning is paramount in times of unprecedented industrial 

change. The current trends of continuing education, collaborative ventures and 
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internet connectivity are reactions to, and forces of change operating on libraries and 

the work of librarians. The literature suggests that the library and information services 

sector is in an era of unprecedented change, and general management principles apply 

to the organization of staff resources as they would in any business environment. By 

undertaking a workforce study using a questionnaire devised and tested specifically 

for the library workforce, it is possible to quantitative the employment and training 

needs specific to Northern Tenitory requirements. 
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Chapter 3 

METHODOLOGY 

An empirical study, based on previous studies used in the United Kingdom and Hong 

Kong was used to ascertain the existing library and information workforce of the 

Northern Territory and forecast changes in the near future. By modelling the study on 

a developed methodology, duplicating the questionnaire and analysis, with minor 

changes for the NT, the method was both an efficient and effective way to collect the 

needed data. 

Choice of Methodology 

During the 1970s Nick Moore, working for the British Library, authored a number of 

works on manpower planning in the library sector. The most authoritative work was 

the UNESCO Guidelines for Conducting Information Jvfanpower Surveys (Moore 

1986). The work was used extensively in the following years, particularly in 

developing countries. It also formed the basis of extensive manpower planning 

surveys of libraries in Great Britain (Bray 1991 ), and more recently in Hong Kong 

(Gorman 1993). The NT study has been modelled on these two studies. 

The Northern Territory research is another 'country' based study replicating the 

research instrument used in the British research report Monitoring the Library and 

Information Workforce (Bray 1991) and No Time for Despair: A Study of the Hong 

Kong Library and Information Worliforce (Gorman 1993). With these studies as 

models, the questionnaire was devised in consultation with the Library Studies staff at 

NTU to incorporate terminology used in the NT, and specific information needed for 

education and training forecasting. 

One of the aims of the study was to obtain information that could be useful in course 

planning for Library Studies programs at NTU and indirectly at Charles Sturt 

University. As the NTU is the major academic provider for the entire Northern 

Territory it was not possible to obtain a viable sample without surveying the entire 
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LIS workforce. Entries appearing in the 1998 directory of Libraries and Information 

Centres in the Northern Territory were used as the mailing list. As time and funds 

were limited, a pre-test or trial was not conducted. Therefore, for this survey all 

identifiable employers or librarians and related information workers in the NT were 

contacted. 

Feedback and evaluation of previous studies were taken into consideration. There 

were a few minor changes in terminology of job classification and layout of the 

questionnaire customised for NT conditions, but the only major change resulting from 

feedback on previous studies was the inclusion of a question related to enrolment in 

formal education courses. 

The terminology used in the Guidelines, refers to manpower and manpower planning. 

In the current climate, such terminology is now perceived to be politically incorrect. 

Contemporary management documents refer to workforce planning at the macro level, 

and human resource planning at the micro level. Few countries have retained the word 

'manpower' in official descriptions of workforce analyses. The Australian 

government prefers the term 'employment planning', but has also produced reports on 

'people planning'. 

Besides difficulties with terminology, the use of 'workforce planning' as a reliable 

tool for libraries had critics (Loughridge 1990, Mitcheson 1983). Gorman (1993:1) 

documents a number of sceptics that condemn the practice because of the many 

uncontrollable social, economic and political variables, who criticize the exercise as 

'little more than informed guesswork undertaken at some cost.' However, he 

counteracts these criticisms with this explanation: 

Workforce planning consists of four activities: stocktaking, forecasting, 

planning and implementing. Stocktaking, is purely descriptive: one takes stock 

of the labour force and describes it quantitatively. This descriptive modelling 

indicates the present situation, and perhaps the short-term future. For the 

longer term it is important to use the model as part of a forecasting exercise in 
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which one asks 'what might happen when or if. .. ?' This forecasting looks at 

workforce supply and demand; using a descriptive model of the worliforce, the 

forecast seeks to anticipate future needs and the resources likely to be 

available to meet them ..... forecasting recognizes that many variables impinge 

on supply and demand and seeks only to state likely scenarios based on what 

is known to be the case about present movements in the worliforce . ... Once 

forecasting has revealed what might happen if a particular scenario develops, 

or if movements in the worliforce continue to behave according to patterns 

derived from quantitative analysis of present behaviour, then planning and 

implementing may occur. Planning or policy making is an attempt to be 

prepared for possible future developments revealed by a forecast. 

Implementation then seeks to put into practice the steps indicated in the plan -

easily stated, but difficult to achieve. (Gorman 93: 1-2) 

This study seeks to achieve only the first two goals in workforce planning: 

stocktaking and forecasting, using the UNESCO model. The tool is a simple 

quantitative model to assess the present workforce. Data and conclusions look at 

possible future trends and needs. The overall coverage of the survey has been as 

complete as possible, trying to include the fullest possible range of employers of 

library and information workers in the NT. 

Key Terms 

Much of the terminology used in the questionnaire ts specific to libraries. The 

questionnaire asked questions related to categories of staff and types of libraries. 

These terms were defined in explanatory notes at the back of the questionnaires. The 

key terms used in the Northern Territory study describe staffing designations:-

• Library and information workers are key service providers in many areas of the 

economy - government, education, health, business and community information. 

Provides timely, working information to further the objectives of libraries, 

educational institutions, museums, non-profit organizations, government 
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agencies, corporations, news organizations, law firms, and health care 

providers. Possesses expert knowledge of information resources, and 

anticipates the needs of the organization or client. Critically evaluates and 

filters information to design tailored information products that can meet the 

strategic goals of the organization or client. Functions also include 

acquisitions, cataloguing, circulation, collections maintenance, and reference 

services,· compiling, analysing, writing. editing, computer programming, and 

systems design. (In search of 1998) 

• Professionals: Terms such as "librarian" and ''professional" have been used to 

describe librarians. Professional staff hold a position that requires a higher 

education qualification, either in librarianship or a related field. Normally the 

professional staff will be responsible for managerial tasks of budgeting, staffing, 

planning, organization and evaluation; or for professional activities such as 

acquisition, cataloguing, classification, indexing, reference work and so on. Most 

will be eligible for Associate membership to the professional organization. 

Sometimes staff who do not have a specific qualification in library or information 

work will occupy posts which would normally be filled by professional librarians. 

These will include persons whose training has been by means of an extended 

period of work in a library and those with specialist knowledge I qualifications, 

such as languages, law, information technology, etc. 

• Paraprofessionals: Terms such as "library technician," "library clerk," "library 

assistant," "support personnel," and "library paraprofessional" have been used to 

describe this group of library workers. Paraprofessional staff are staff who hold 

positions that require a library/information related course of tertiary study, e.g., 

Diploma or Certificate in Library and Information Studies. A library technician 

usually works in work related to acquisition, organization, conservation and the 

provision of library services. Although many paraprofessional staff work under 

the supervision of librarians, many are managing small libraries and are in 

supervisory positions in large libraries. Most will be eligible for Technician 

membership of ALIA. 
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Library technician programs provide intensive skill-based training intended to 

prepare graduates to work as paraprofessionals in all types of libraries and in 

varied positions. The training is practically orientated with modest theoretical 

and philosophical components that allow the concepts to be applied in context. 

The programs are responsive to the demands of the labor market and the 

professional concerns of librarians and library organizations. Programs are 

dynamic, the curricula responding to changes in technology and the library 

environment. Overall, the curricula has become more technically based over 

the years and less concerned with the management and policy level concerns 

that are the territory of graduate schools of librarians hip. (Davidson-Amott 

1998:561) 

• Other library staff: These positions do not require a library related qualification. 

They are usually clerical staff who perform work of a general office nature within 

the library or information unit, such as wordprocessing, filing and routine library 

tasks, such as shelving library materials and maintaining circulation records. 

Descriptors of the key terms used to describe types of libraries was also important in 

the design of the questionnaire. The notes accompanying the questionnaire included 

definitions of: 

• Public libraries are libraries which serve the whole population of a region or 

community free of charge or for a nominal fee. These include community libraries 

which do not share facilities. 

• Academic libraries are those libraries primarily serving students, teachers and 

researchers in tertiary education (universities, colleges and research), vocational 

education and training (e.g., theological colleges). 

• School libraries exist in most primary and secondary schools. They cater to the 

curriculum needs of the teachers and recreational or wider reading needs of the 

students. 

• Special libraries and information units are those maintained by a government 

service, professional association, business enterprise or commercial body. The 
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greater part of the collection in these libraries or information units will be in a 

specific field or subject; and 

• Joint-use libraries are those that serve and are staffed by more than one body. 

Often found in small, rural communities the library facilities and resources may be 

shared by two or more organizations. 

Development and Administration of Questionnaire 

The questionnaire followed the design and administration of previous country studies. 

As no previous studies were available for the Northern Territory, the data needed to be 

in a form that could be interrupted or matched with existing studies; hence the 

analysis is modelled on previous country studies. In order to obtain an unbiased 

sample statistic, the questionnaire was sent to all employing organisations in the 

sector, with the sample statistic being the data obtained from respondents. The eclectic 

nature of the LIS sector required that the survey size be large enough to contain data 

from the many different types of libraries and information centres identified in the 

Territory. 

The collected data maps the frequency of responses to the questionnaire. As the 

groups identified for the analysis (types of libraries, and work level designations -

professional, paraprofessional and other) have unequal sizes, proportions and 

percentages have been used to make comparisons. Tables and charts have been used 

to illustrate the results to facilitate comparisons between the groups. 

Post was the best option for distribution. Even though Sekaran (1994) states that the 

main disadvantage of mailing is the low response rate, the disparities in 

telecommunication and staffing level of NT libraries eliminated all other methods. 

The ability to reach a wide geographical area, was also a contribution factor in the 

choice. 

The feasibility and design of a web accessible questionnaire was investigated. 

Although this form of distribution would have given perceived economies of 
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production, distribution and analysis, it would have only been available to a small 

sample (who have web accessibility), and the transfer of data had a high degree of 

uncontrollability, as the collection of responses and generation of results would have 

been located remotely in Canada. Consequently a web-based questionnaire was not 

seen as a viable method. 

The final questionnaire was produced using the desktop publishing tools of Microsoft 

Word 97, and printed using a laser printer, ensuring a high quality of production 

standards consistent with previous versions. After printing, the questionnaire was 

mailed to all identified libraries and infonnation units in the Northern Territory, using 

the 1998 directory compiled by ALIA. Completed questionnaires were mailed back to 

the Library Studies staff at the Northern Territory University for collation and further 

processing. 

The analyses presented in this study were obtained using Microsoft Excel version 5.0. 

The questionnaire responses were entered onto four Excel-worksheets, titled General, 

Professional, Paraprofessional and Other. The original data was then manipulated into 

subsequent subsets to reflect the infonnation needed for the set criteria, to count the 

number of occurrences of various responses to the survey and to calculate various 

results. Excel was then able to generate bar and pie charts to graphically display the 

results. Following the rationale of the UNESCO Guidelines, data analysis is restricted 

to simple descriptive and quantitative statistics to pennit ready access by information 

professionals. Complex statistical testing of hypotheses is avoided entirely in order to 

make the results as 'user-friendly' as possible. 

Determining Supply and Demand 

The UNESCO guidelines use the elements of supply and demand to forecast the 

training needs of the workforce. The following definitions and calculations are 

provided with the model developed by Moore (1986). 
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• Supply constitutes all individuals who have sufficient training or experience to 

work as librarians or information workers. 

The total supply can then be divided into two categories. 'Active' consists of all 

individuals who are actually working in the information sector; some have formal 

qualifications, some qualify by experience, and those actively seeking employment in 

the field. 'Latent' consists of trained or experienced individuals who are not 

participants in the workforce. This group may be currently working in a different 

field, interstate, overseas or are unemployed for any reason. They are still counted as 

part of the total supply as they may re~enter the active supply at any time by seeking 

employment in the LIS area. 

Figure 1. Workforce Supply Paradigm Model (from Bray 1991) 

Newly Trained Workers 
-

Wastage 

Active Supply Latent Supply 

Latent Supply 

Absolute Loss Absolute Loss 

In addition to the flow between the active and latent workforce, there is a gradual 

decrease ('absolute loss') in the total supply as individuals retire or otherwise leave 

their positions permanently. However, this absolute loss is replaced by newly trained 

entrants into the workforce ('training input'). Individuals moving from the workforce 

into full-time education or a different occupation are termed 'wastage'; these form 

part of the latent supply. Such wastage is compensated by entry from the latent to 

active supply as individuals return to the workforce. 
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Determining change in the workforce supply over a given period involves a relatively 

simple, mathematical procedure that combines figures from the active supply (AS) for 

different years, newly trained arrivals (NT), entrants from the latent supply (ELS), 

wastage (W) and absolute loss (AB). 

AS(2) = AS(l) +NT+ ELS- W- AL 

The supply equation, however, shows only half the picture, the other half is 'demand'. 

• Demand is defined as the number of posts which exist at any one time, including 

those which are vacant. 

Demand does not include posts which are deliberately kept vacant for economic or 

other reasons ('frozen vacancies'); these are not treated as part of demand Wltil they 

are unfrozen. Theoretically demand may grow as libraries increase in size and range 

of services offered (lEU 'increases in existing units') or as new libraries are 

established (INU 'increases from new units'). Demand may shrink as libraries 

experience cuts in funding or redundancies (R 'reductions in size') or even cease 

operations altogether ( C 'closures'). A demand arises only when a post is created and 

resources are available to fund the post; that is, there is no allowance for what one 

might term 'latent demand'. Again, evaluating changes in the workforce demand (D) 

over a given period involves a relatively simple mathematical procedure that 

combines increases of various kinds and compares these with reductions and closures. 

D(2) = D(l) +lEU+ lNU -R- C 

The Workforce Planning Model juxtaposes figures from supply and demand to 

determine the current situation, and also to forecast future needs. This model simply 

combines the supply and demand equations, to calculate recruitment and training 

requirements (R&n. 

R&T = D(l) +lEU+ lNU -R- C (AS(!)+ NT+ ELS- W -AL) 

It is this equation model that is used in the research to determine both supply and 

demand in the information workforce in the Northern Territory and to forecast 

workforce needs. 
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Chapter 4 

FINDINGS 

This chapter discusses the results of a questionnaire that was sent to all libraries and 

information centres in the Northern Territory. The coverage closely follows the order 

of the questionnaire: 

1. Size and distribution of the workforce 

2. Departures 

3. Arrivals 

4. Vacancies 

5. Losses and gains 

6. Growth 

Each part of the questionnaire is examined and related trends or patterns are 

discussed. The results from the collected data are then used to quantify the current and 

future supply, demand, recruitment and training needs of the NT LIS workforce, using 

the equations provided in the workforce planning model. 

The directory of Libraries and Information Centres in the Northern Territory 

identified 203 employing organizations, to which questionnaires were mailed. There 

were 115 returns, giving a net response rate of 57%. A few phone calls from 

organizations identified in the directory as resource collections, clarified the purpose 

of the questionnaire, resulting in many of them falling into the other category, which 

was later supported by a returned questionnaire with a note containing an explanation 

related to either: 

1. they did not have a library, or 

n. the library was not staffed. 

All responses, including nil responses were included in the results. 

The response rate has been expressed by calculating the number of questionnaires 

distributed as a percentage of the number of questionnaires returned. Given that 

mailed questionnaires traditionally have a low return rate, a 57% result is considered 
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an acceptable response rate and is able to form a valid sample size on which to draw 

conclusions. 

Table 2. Response rate for different types of libraries. 

Type of 
library Academic Community Other Public School Special TOTAL 

Distributed 7 18 45 6 88 39 203 

Returned 7 7 20 6 55 20 115 

No Reply 0 11 25 0 33 19 88 
% 
Response 100 39 44 100 63 51 57% 

The response rate varied between different types of libraries. Academic and public 

libraries had an excellent response rate of 100%, compared to 39% for the community 

category which was the lowest. Included in the community category are organizations 

that predominantly employ non-school personnel to staff shared facilities in remote 

areas. Although relatively low, the response rate is still acceptable for a mailed 

questionnaire, and given the staffing problems in remote Northern Territory 

communities, was very encouraging. 

The Northern Territory Library (NTL), which has been included in the special 

category, did not return any data till after the analysis had been completed, which was 

disappointing. However, the response rate for the special library category was 

approximately 51% which is relatively high, as many of the libraries were undergoing 

change targeted in the NT (1998) government's white paper Planning for Growth. 

Many of the special libraries are manned by solo librarians, which is in marked 

contrast the large NTL organization. The profile that has emerged from data collected 

under the special libraries category is probably a truer representation with fewer 

distortions, because of the absence of data from the Northern Territory Library. 

For libraries with a large number of employees, the questionnaire involved a 

considerable amount of time to collate the data. Given the timing of the questionnaire, 

when the government agency (special) libraries were being restructured, and 

amalgamating with NTL, the staff time needed to collect the necessary information 

would have been difficult to arrange. The timing of the questionnaire also fell during a 
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school holiday break which may have affected the response rate for schools. A 

number of the organizations that did not respond were isolated school and community 

libraries that traditionally have chronic staff shortages. 

Rather than view the response rate as low, it should be noted that the survey does 

include responses from all the sectors of the library workforce. All public libraries and 

academic libraries are represented, half of NT schools, half of special libraries and 

responses from other related organizations, including archives. Most of the major 

employers of the library workforce have been supportive of the study, and the data 

should be seen as being representative of Northern Territory libraries. 

Size and Distribution of the Workforce 

The survey gathered information on 313 people. In an effort to estimate the overall 

numbers of library and information service workers in the Northern Territory, we 

averaged the data for the number of returns for each category and transposed the 

average into the total number of centres. This is a very crude method, but allowed a 

guesstimate of the overall workforce. 

Table 3. Size of the workforce 

Types Public School Academic Special Community Other TOTAL 

Survey data 57 102 60 42 14 38 313 

Estimate .,. 163 sa• 82 + 30** 36 85 513 

* total returned * * estimate for NTL 

The method suggests there are over 500 people directly involved in the Northern 

Territory library workforce. This guesstimate is likely to be inflated due to the 

existence of vacancies in many of the non-responding libraries. However for planning 

purposes it is desirable to predict the size of the workforce. The calculation of these 

figures has given us an estimation, but the guesstimate information will be excluded 

from all further tables and calculations in this study. 
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The survey identified 19~ positions requiring library qualifications; consisting of 107 

professional and 85 paraprofessional positions. Therefore, over 61% of designated 

library positions require formal qualifications. The actual number of qualified staff 

working in libraries may be much higher, as some staff working in auxiliary positions 

may possess or be nearing the completion of their studies. From the current 

employment figures, the workforce is composed of 34% professional, 27% 

paraprofessional and 39% other staff positions. This provides us with a qualified to 

unqualified ratio of 3 :2; an exceptionally high proportion of trained staff in 

comparison to most areas of the world. 

A explanation for the high number of trained staff in the Northern Territory relates to 

the small population base and resulting smaller sized libraries. Libraries in larger 

urban centres, than exist in the NT, use clerical staff to provide a high level of service 

interaction with users, whereas in the Northern Territory, professional staff are 

expected to perform a wide range of duties including those. that would be delegated to 

(other) service staff in larger organizations. 

Table4. No. of staff in responding libraries. 

Typo Prof. No. % ""'-No. % """'No. % TOTAL Total% 

F\tllic 11 19.3 18 31.6 28 49.1 57 18.1 

""""' 45 44.1 23 226 34 3l3 102 32.7 

"""""'" 23 38.3 21 35 16 '"·7 00 19.1 

Special 17 40.5 19 45.2 6 14.3 42 13.4 

Corrm .. mity 2 14.3 3 21.4 9 64.3 14 4.4 

Otho< 9 23.7 1 2.6 28 73.7 38 123 

TOTAL 107 34.2 85 27.2 121 386 313 100 

The proportion of professional, paraprofessional and other staff varies with the type of 

library. The majority of staff working in libraries possess library qualifications, except 

in the small community and other categories. Community libraries exist with both 

financial and administrative support from the Northern Territory Library. All 

processing and professional duties are provided centrally in Darwin, with the day-to

day operating arrangements being delegated to the local community government 

body. Ibis arrangement is necessary because of the difficulty in recruiting trained 

personnel in remote communities. The other category is a different situation. They are 

often very small, not-for-profit organizations that provide a community service, e.g., 
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AIDS Awareness. Vietnam Veterans, etc . Their resource collection is usually very 

small , very speci fic and managed by volunteers or general administrati ve staff. 
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The number of professionals working in school and other libraries requires closer 

examination. Professional numbers are boosted by staff with degrees in subjects 

related to the type of library. For example, law or medica lly qualified staff are usually 

employed in related resource centres. and ' teacher librarians' must have an education 

degree, but may not have completed a librarianship course. 
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The number of library technicians (paraprofessionals) appearing in the workforce 

indicates that libraries value the contribution of paraprofessional staff. By comparing 

the results of overseas studies, the proportion of paraprofessionals in the workforce 

indicates that they have captured positions once held by professionals, particularly in 

academic and special libraries, and positions held by clerical workers in the public 

library system. Although school libraries employ the largest nwnber of 

paraprofessionals in the NT, it translates to a small proportion when compared to the 

different types of libraries. One interpretation of this trend is that school libraries have 

used the services of library technicians for many years and the sector is stable, 

whereas there is an emerging market for paraprofessionals in other areas, as the cost 

and role of professional staff is re-assessed. 

Demographic Characteristics of the Workforce 

The survey collected data on age and gender of th~ library workforce. In larger 

organizations, these characteristics were difficult to collate as the details do not appear 

on staffing reports, due in part to anti-discrimination legislation. However, I am 

satisfied that the data returned is a fairly accurate representation of the demographic 

characteristics of the participating libraries. 

The Northern Territory library workforce is predominantly female, accounting for 

nearly 90% of positions occupied. While ·the NT study confinns the worldwide 

occurrence that women outnumber men in the library workforce, the figures are more 

exaggerated than the British (female 82% and male 18%) or Hong Kong (female 67% 

and male 33%) studies. 

Table 5. Gender of staff by type of library 

Type Male ~. Female "' Total 

Public 3 5.3 54 94.7 57 
School 4 3.9 98 96.1 102 
.Academic 10 16.7 50 83.3 60 
Special 3 7.1 39 92.9 42 
Community 3 21.4 11 78.6 14 
Other 10 26.3 28 73.7 38 

TOTAL 33 10.5 280 89.5 313 
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An unusual result is the high number of males employed in the other category. This 

can be explained by the inclusion of archives in this category. In the area of archives 

the gender pattern is different from that displayed in other infonnation centres, as 

equal numbers of males and females arc attracted to the profession. It would not be 

uncommon for archival institutions to have more male employees than female 

employees. 
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lberc was no great difference in the ratio of male professional, paraprofessional and 

other library staff to female employees in different types of library. The picture that 

emerges is of a workforce heavily dominated by women in all sectors, and at all levels 

of the profession. The T imbalance is more accentuated than studies conducted in 

other countries. Reasons, again, could be the small size of the workforce and the lack 

of career path opportunities. The industry attracts mothers returning to work, and the 

convenience of part-time and job-share opportunities for working mothers has been 

available for some time. The dominance of the library and infonnation profession by 

women is by no means unusual and is the nonn in most countries. 

The most noticeable characteristic of the age profile of the total LIS workforce is that 

more than two thirds of the workforce are aged over 40. Of equal importance to 

workplace planners is the appearance of only one person aged below 20, and only 
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11% of the surveyed workforce aged below 30 years of age. An examination of 

gender - age links has not been included as the information was not seen to contribute 

to the overall planning objectives of the survey, and consideration for the integrity of 

the data when using such small numbers was needed to protect confidentiality. 

Table 6. Age distribution of library staff 

Professionals -- "'""staff T""-
i>g> """" - % - % - % - % 
16-19 0 0 0 0 1 100 1 0.3 

20·29 4 11.4 11 31.5 20 57.1 35 11.2 
30-39 Zl 28.7 32 34 35 37.3 94 30 

40-49 51 40.5 31 24.6 44 34.9 126 40.3 

50-59 23 47 11 22.4 16 32.6 50 16 

60·65 2 28.6 0 0 5 71.4 7 2.2 

The majority of professional staff are over forty years of age. Nearly half come into 

the 40-49 age group and over 20% are in the 50-59 age group. The Concentration may 

be explained by the disproportionate numbers of 'baby boomers' in the workforce, 

and the rapid expansion of the LIS sector in the 1970s; which was followed by a 

recession and cutbacks in the 1980s and subsequently into the 1990s. With dwindling 

positions, many of those people entering the LIS field in the 1970s have stayed, 

preventing entry in the following years. It has also been noted by library studies 

lecturers at the higher education level, that the courses mainly attract mature students, 

a factor that also continues to maintain a bulge in the older age groups. 

A major concern in the staffing profile is the lack of young staff. The other staff 

category is traditionally the catchment for young, untrained library workers. The lack 

of numbers in this area suggests that the conditions of employment - wages, duties, 

hours, etc. compare unfavourably with alternative employment. The availability of 

traineeships offered by larger organizations, an avenue in the past for young people to 

enter the profession, has dwindled in recent years in response to cut-backs and 

available positions. 

Other factors contributing to the age distribution of library staff, is the relative overall 

stability of population in the major urban centres of Darwin and Alice Springs, where 

the majority of people are employed. The lack of entry opportunities for younger 
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people has also come about because people tend to stay in the workforce longer. 

Prevailing economic and social conditions that make people appreciate and protect job 

security 1s more noticeable in older age groups. Although library work is a relatively 

low paying area. o lder people often value job security and longevity of employment 

over promotion and higher wages. Job satisfaction must be considered when looking 

at the attraction and retention of young people into a predominantly aged workforce. 
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Bra} ( 1991 :25) makes the point that a well graduated distribution of ages. "ith many 

jobs at junior levels and fewer at senior levels, is the ideal organii'..ational s tructure. 

The result of the a}.?e bulge. howew!r. i.\ thl11 the graduated distribution no 

lonJ,?er exists: us mdi\•iduals mcwe mto the middle age groups the promotion 

prmpects are no longer there. Thi.c; means that some mdi,•iduals will remum in 

relati,·ely junior posts for their whole workinJ.? li\•es. This causes 

di.uatisfaction and resentment amonJ.? those who would he suiwhle for 

promotion bill are heinJ.? thwarted hy the sheer number of competitors for any 

a\'Uilahle senior po.'ils Unless there i.-; a growth in the number of semor posts. 

which is highly unlikely, or a rapid expansion into the emerging employment 

markets. many wt/1 face frustration at not he in}.? allowed to realise their career 

erpectations and potentwl 

Long term staffing problems must surface. if the profession docs not attract younger 

people who will acquire ski lls and experience to take on senior positions in the next 
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decade, when the departure rate will increase. The NT libraries workforce age appears 

to be considerably older than the national average of 42 years. The Tenitory has a 

very small latent supply of qualified library workers to call upon. Consequently, the 

combination of lack of opportunity. an aging, and a small latent workforce of 

qualified library workers, could develop into a severe shortage of people available to 

move into senior management positions in NT libraries and information centres within 

ten years. 

The survey recorded 12% of the workforce participating in formal library studies 

training courses. The figure excludes ongoing professional development programs, or 

in-house training activities. The highest percentage of students are among the 

paraprofessionals, with over 1 in 5 paraprofessionals enrolled in accredited courses. 

An incentive in obtaining an associate diploma or diploma qualification for 

paraprofessionals and library technicians is that they are accepted as partial fulfilment 

of a professional award at the undergraduate level. Although not identified in the 

survey, part of the paraprofessional number would account for study at the VET level 

and part at the undergraduate level. The low result of other staff studying might be 

expected among workers for whom there is perceived limited career opportunities. 

This group also has the highest job turnover and mobility statistics, indicating a lack 

of job security. 

Table 7, Staff enrolled in training courses 

Professionals Paraprofessionals Other Staff Studying 

Number % Number % Number % 

Public 1 9.1 2 11.1 4 14.3 
SchoOl 4 8.9 9 39.1 6 17.6 
Academic 3 13 4 19 1 6.5 
Special 3 17.6 2 10.5 0 0 
Community 0 0 2 66.6 0 0 
Other ' 0 0 0 0 2 6.9 
TOTAL 11 15.9 19 22.4 13 10.7 
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The survey questions on departures used three categories: retirement and death 

(absolute loss); movement to another library or information unit in the Territory 

(internal departures, or movement within the workforce); movement to jobs outside 

the information sector, or into higher education, or departure from the Northern 

Territory (wastage, or movement out of the workforce). Even though an exit interview 

or reasons for leaving a position arc often not recorded, the respondents of the survey 

appeared to have adequate personal knowledge to answer the questions in most 

instances. 

Table 8. 

Type 

U IC 

School 
Academic 
Specia 
Community 
Other 

Professional staff departures by type of library 

4 
2 
0 
0 
2 

Movement wtthln 

(Internal O.partu'") 
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Table 9. Paraprofessional staff departures by type of library 

Type of departure 
Deathfretirement Movement within Movement out 

Type (absolute loss) (internal departures) (wastage) Total 
uo~c u u u u 

1~cnoo < u 
1Acaaem1c 1 1 u < 
1~pec1a u 1 < 0 
vommun1ty u u u 
I Other I u u 

ota1 aepartures 4 L 0 " 
Table 10. Other staff departures by type of library 

ype of departure 
Death/retirement Movement within Movement out 

Type (absolute loss) (internal departures) (wastage) Total 

IPUIJIIC u 0 

I~C 00 0 0 10 
1Acaaem1c u z 0 

1spec1a 0 0 2 z 
1vommumty u u u u 
Other z L 0 

ota1 aepartures 0 0 . 10 <O 

A significant finding of the study is the high occurrence of professional and 

paraprofessional departures due to absolute loss. As the workforce continues to age, 

with fewer young people entering the profession, this type of departure must be 

expected. Whereas wastage produces a latent supply of staff, that may be eventually 

attracted back into the workforce, the large occurrence of absolute loss results will 

result in a future shortage of skilled staff. The most striking feature of other staff is 

the high wastage (movement out) - six times greater than. internal departures 

(movement within). lbis result indicates that there are limited incentives for 

employment in the library sector for untrained staff. 

Departures can be calculated as turnover by expressing the number of staff who leave 

during the year as a percentage of the number of staff employed. The period of 1 

October 1997 to 1 October 1998 has been examined to determine turnover rates in 

libraries. 
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Table 11. Turnover rate of staff. 

" SfAFF - % - % - """'""'"' 
,, 

Pltlc 11 5 45.5 1B 0 0 2B 6 21.4 
Scrod 45 9 20 23 3 13 34 10 29.4 
""""'c 23 B 35 21 2 9.5 16 3 18.8 
Sp>;ia 17 0 0 19 3 15.8 6 2 333 
O:mnnty 2 0 0 3 0 0 9 0 0 
01-er 9 4 44.4 1 1 100 2B 5 17.9 
TOT !'I. 107 26 24.3 B5 9 10.6 121 26 21.5 

The turnover rate for professional staff is 24%, which suggests that one in four 

professional staff change their jobs each year. When compared to the British (11.6%) 

and Hong Kong (13.9%) results, the NT figures are considerably higher. Even after 

combining the professional and paraprofessional departures, the turnover rate is still a 

high 18%. For paraprofessional staff the turnover rate is 10% which suggests that only 

one tenth of the workforce change their jobs each year, which may present problems 

for students currently enrolled in Diploma studies when seeking positions as library 

technicians. The results for special libraries is exceptionally low when compared to 

the British and Hong Kong studies, where special libraries experienced the highest 

turnover rate among information professionals. An American study (Dolan 1997) 

states that 64% of jobs advertised were in the special I corporate library area. 

Organizational restructures may have contributed to both compulsory and voluntary 

departures, but the figures also suggest that there are limited opportunities for 

movement within the NT workforce. Overall, the combined NT figures suggest that 

the library workforce is not static, with higher occupational mobility among the 

professional librarians and auxiliary workers, than among the library technicians. 

The turnover rate is usually associated with the vacancy rate as the number of job 

openings should be approximately equal to the number of people who want to challge 

jobs. Similarly, if there are only a few job openings it is difficult for people to change 

jobs. By examining the destinations of those who have left their jobs in the previous 

twelve months, it is clear to see that both professional and paraprofessional staff have 

similar profiles, with departures being taken up with jobs within the LIS sector. Other 

staff are most commonly absorbed as wastage into the large pool of the latent supply. 
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Arrivals 

Arrivals into the workforce has been calculated for the period I October 1997 to I 

October 1998. The arrivals have been split into three response categories: number of 

newly qualified staff (training input) who have joined the workforce (excluding staff 

who are studying while in employment); arrivals from another library or information 

service in the Northern Territory (internal arrivals or arrivals from within); arrivals 

from jobs outside the information sector (entry from latent supply), or from outside 

the Northern Territory. Women returning to work after raising a family are one of the 

biggest groups in the latent supply. Internal arrivals are staff who have changed jobs 

from one library or information service to another; therefore they remain part of the 

active supply, whereas arrivals from outside are joining the active supply from the 

latent supply. Personal knowledge on movements in the past twelve months appears to 

be adequate among the respondents to answer the survey questions. 

Table 12. Professional staff arrivals by type of library 

Newly qualified Arrivals from within Arrivals from outside Total 

(training Input) (internal arrivals) (latent supply entry) 

Public 0 0 1 1 
School 0 1 6 7 
Academic 0 3 2 5 
Special 0 0 0 0 
Community 1 1 0 2 
Other 2 0 0 2 
Total arrivals 3 5 9 17 

From the results it can be seen that the largest flow of professional arrivals is from the 

latent supply or from outside the Territory. New graduates are not being employed 

except in extraordinary jobs- rural communities and the other category of information 

services. The recruitment of staff from outside the LIS sector indicates that local staff 

may not have the relevant experience necessary for them to change jobs easily within 

the NT workforce, or it may suggest limited opportunities to pursue LIS career paths 

within the Northern Territory. 
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Table 13. Paraprofesslonal staff arrivals by type of library 

Newly qualified Arrivals from within Arrivals from outslda Total 
(training Input) (internal arrivals) (latent supply entry) 

Public 0 1 0 1 
School 2 1 1 4 
Academic 1 0 0 1 
Special 0 2 1 3 
Cornrunity 0 0 1 1 
Other 0 0 0 0 
Total arrivals 3 4 3 10 

The situation for paraprofessionals appears to be stable. No one source of supply is 

preferred, as newly qualified, internal movement and staff returning to the workforce 

or arriving from interstate are all contributing equally to the minimal amount of staff 

movement in the paraprofessional ranks. 

TableU. Other staff arrivals by type of library 

Newly qualified Arrivals from within Arrivals from outside Total 

(training input) (internal arrivals) (latent supply entry) 

Public 0 1 4 5 
School 2 1 - 5 8 
Academic 0 0 2 2 
Special 1 0 0 1 
Community 0 0 0 0 
Other 0 1 2 3 
Total arrivals 3 3 13 19 

In the case of other staff the most significant source of supply by far has been from 

the latent supply (arrivals from outside), with 13 staff entering this way. lbis echoes 

the results for professional staff, although rather more dramatically. On the other 

hand, qualified staff (training input) are being recruited for positions that require no 

experience. This situation is known as underemployment, when trained staff have 

been unable to fmd posts at an appropriate level and so are occupying posts intended 

for people with a lower level of training or experience. 

By comparing the number of staff leaving the workforce (wastage) with the number of 

staff arriving from outside the workforce (latent supply entry), it is possible to 

determine a net loss or net gain in the latent supply of the workforce. The NT results 

of professionals 9 and 9, paraprofessionals 3 and 3, and others 18 and 13 give a small 

net loss in the latent supply of other library staff, only. Superficially the figures 
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indicate that the current training input at both the higher education and vocational 

levels are adequate for demand within the NT workforce. Conversely, the status quo 

could suggest a lack of opportunities for employment both within the LIS sector, and 

in other area of the general workforce of the NT. A latent supply of skilled labour 

being available to fulfil ongoing demand for trained library workers may not be 

sustainable from within the Northern Territory' s small population base. Recruitment 

and wastage to other areas in Australia is a feature of the Northern Territory 's 

workforce. 

Vacancies 

The survey sought to determine the number of positions, either permanent or 

temporary, that were vacant on I October 1998 and that were to be filled in the next 

three years. This did not include ' frozen ' positions, that is, those that were to be kept 

vacant for any reason. 
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Workforce Analy:ris of the NT Library and Information Sector 

Out of the total of 17 vacancies, 15 were for trained staft: Ten of the vacancies were 

for professional staff. These figures are totally unexpected given the previous 

information which points to a static workforce with equal numbers of arrivals and 

departures. In an economy where the majority of library positions are public service 

positions, the time frame needed between submitting the request to advertise a vacant 

position and the time it takes before the position is filled could be more than a few 

months. 

Recorded staff vacancies suggest a number of contradictions: a nil vacancy return 

from community libraries, who usually have difficulty obtaining and retaining staff; 

few vacant other positions, which is usually high; and a high number of vacant 

professional positions, which is usually low. These figures indicate there is potential 

for an under supply of qualified librarians. 

The vacancy rate is seen as an important indicator of the balance between supply and 

demand for staff. The vacancy rate is calculated by expressing the number of 

vacancies as a percentage of the total number of positions (filled plus vacant) in each 

sector. For example, there are 107 professionals positions plus 10 vacancies. For 

trained library staff there are 192 positions (107 professional and 85 paraprofessional) 

and 15 vacancies, resulting in a total vacancy rate of 7.8%. 'It is normal to have a 

vacancy rate of between 3% and 5% at a given point in time allowing for the time 

lapse between one member of staff leaving and their replacement arriving to take up 

the new post.' (Bray 1991:26). Therefore the Northern Territory has a slightly higher 

vacancy rate than the norm for developed economies, like Great Britain. 

Table 16. Vacancy rate in the workforce 

l'l<lFE5SICl<PU ·~ one<sr"" 
Prd."" - % """"" - % "'"""" -- % 

Flbic 11 4 >7 18 1 5.3 28 1 34 

Sdtti 45 1 Z2 Z3 0 0 34 1 zg - Z3 1 4.7 21 3 125 16 0 0 - 17 0 0 19 1 5 6 0 0 

Qmnrty 2 0 0 3 0 0 9 0 0 
QlB' 9 4 "" 1 0 0 28 0 0 

lUTI'I. 107 10 ., 85 5 56 121 2 1.6 
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When individual sectors are examined the vacancy rate falls well within the 

acceptable range for all sectors except paraprofessionals in academic li~raries (12.5%) 

and professionals in the other types of information centres (30.8%). The vacancy is 

often associated with the turnover rate. In a healthy employment climate the number 

of job openings should be roughly equal to the number of people who want to change 

jobs. In the Northern Territory the turnover rate is considerably higher than the 

vacancy rate. Ibis is partly due to wastage, which the study has identified as higher 

than desirable for professional and other staff. The results indicate a different picture 

for paraprofessionals who may have difficulty in securing positions at an appropriate 

level. 

Losses and gains 

After having noted the comparison between vacancy and turnover rates, it is 

appropriate to extend the comparison to rates of loss and gain overall in the 

workforce. Loss and gain can be calculated by expressing the actual losses and gains 

which took place during 1997/1998 as a percentage of the supply at the start of the 

year (107 professionals, 85 paraprofessionals, 121 other staff). The percentages in 

these tables refer to losses and gains per annum. 

Table 17. Rates of loss and gain for professional stuff 1997/1998 

I Type of rate% """ """' """"""' - Cl>nnrity Ot"" TOTAL 

[Absollte loss 0 8.9 8.7' 0 0 22.2 7.5 
lrterrel departiJes 1a2 6.7 17.4 0 0 0 8.4 _,. 27.2 0.6 8.7 0 0 44.4 24.3 

Trailirtl itlllt 0 0 0 0 50 22.2 28 
lrternal arrivals 0 2.2 13 0 50 0 4.7 

Latert 5\.Wiy ertries 9.1 13.3 8.7 0 100 22.2 a4 

Table 18. Rates of loss and gain for paraprofessional staff 1997!1998 

Type of rate % ""'" """' """""" -· Coomrity ""'" TOTAL 

Absolute loss 0 8.7 4.8 0 0 100 4.7 

lrternal departlreS 0 0 4.8 5.3 0 0 24 

'v'Jastage 0 4.3 0 10.5 0 0 3.5 

Trairtg irp\1 0 8.7 4.8 0 0 0 3.5 

lrternal arrivals 5.6 4.3 0 10.5 0 0 4.7 

Latert SI.WlY ertries 0 4.3 0 5.3 33.3 0 3.5 
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Table 19. Rates of loss and gain for other staff 199711998 

Type of rate% Pl..blic """" """"""" Special Coomnty au .. TOTAL 
Absoll.te loss 0 a. a 0 0 0 7.1 4.1 

lrternal tlepart\reS 0 2.9 6.3 0 0 3.6 2.5 

"""""' 21.4 17.6 125 33.3 0 7.1 14.9 

Trairirg iJllli 0 5.9 0 16.7 0 0 25 

h1errel arrivals 3.6 2.9 0 0 0 3.6 2.5 

L.atert s~..pply ertries 14.3 14.7 12.5 0 0 7.1 10.7 

Detennining supply, using the Workforce Supply Paradigm Model, described in 

Chapter 2, begins with the absolute loss rate, which is an actual depletion in the active 

supply of workers which should be replaced by training input. The professional result, 

7.5% is relatively high: 3% is deemed quite nonnal in many professions, but each of 

the categories in the Northern Territory are above this level. Tills could be an 

indication of the aged workforce, where health problems and retirement are more 

prevalent. It may be a warning that there is a need for training and staff development 

policies to replace senior and experienced management staff as they retired. It could 

also be expected that the absolute loss rate will continue .to be a factor in the next 

decade, thereby creating an ongoing need for training and recruitment. 

Internal departures, the second variable in the supply model, remain part of the active 

supply and do not affect the overall size of the workforce. 'Nevertheless, it can be 

helpful to know how many individuals change jobs within the sector; a low figure can 

indicate stagnation in the job market, whereas a high figure may suggest 

dissatisfaction with tenns of employment, working conditions or other problems. 

Internal departure rates in other areas of the workforce, both professional and clerical, 

are often in the 10% range in developed economies' (Bray 1991:31). For the Northern 

Territory infonnation sector, then, an internal departure rate of 8.4% for professionals, 

2.4% for paraprofessionals and 2.5% for others is exceptionally low. For 

paraprofessional these figures could be cause for concern. Not only is the absolute 

loss rate low, but movement within the sector is relatively low - that is, people are 

simply not moving from one job to another. This could well lead to stagnation in the 

workforce on one hand and a growing surplus of workers on the other. 
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The titles of librarian and library technician could also be disadvantageous for job 

mobility, as they do not allude to the diversity in the skill base possessed by staff. 

Potential employers may not recognise the transferability of the skills, particularly at 

the paraprofessional level. Anecdotal evidence suggests that library technicians 

encounter barriers to job advancement and transfer, in part attributed to the label that 

is associated with their training. 

The figures for wastage present a rather different picture. Wastage refers to those 

workers who are no longer part of the active workforce but may at some future point 

return to it from the latent supply. Wastage rates are crucial in helping determine the 

future size of the workforce. In developed economies wastage traditionally has been 

high in those sectors with a high proportion of female workers. Bray (1991:32) 

considers 3% an acceptable rate for professional staff in the library workforce, as 

women in recent decades return to the workforce during their child-rearing years. By 

comparison in 1968 the average working life for a fem~le librarian was 4 years, 

opposed to an estimated working life of 35 years for a male librarian. This is no 

longer the case. 

In the Northern Territory, though, the wastage rates are exceptionally high, and the 

majority of the workforce are over 40. The figure for professional wastage is 24.3%. It 

must be considered that emigration from the Territory is a major factor, as absorption 

into other employment areas would offer few openings. Public and other libraries 

have critical wastage rates at the professional level. The average wastage rate among 

paraprofessionals by contrast falls below 5%. This could suggest there are 

opportunities for paraprofessionals to move into the professional ranks, either through 

experience, training or waiting. Wastage is both costly and disruptive, and underlying 

causes need to be identified. 

The fourth variable in the model is training input (that is, newly trained entrants into 

the workforce). lbis refers specifically to staff who have joined the workforce 

following a period of professional training in library and information studies or 

related disciplines, but not those who have undergone in-house training while at work. 
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For other staff the training input rate should be nil, and any result higher than that 

shows that some trained people are being employed in lower level jobs, or 

underemployed. In the special library sector this appears to be a problem, possibly 

because the demarcation between clerical and library duties is blurred. Comments 

received from a number of respondents indicate that administrative staff look after the 

library I resource collection, or a trained professional employed in another capacity 

(e.g., solicitor or doctor) oversees the functions in the other library category. 

The training input for professional staff is 2.8%, which is very low. The major library 

sectors had no training input appearing in the results. Training programs for 

information professionals are offered in a mixed mode and have a very small 

enrolment and graduation output. It appears that most paraprofessional staff fmd 

employment on completion of their studies, but the results suggest that there is a 

continuing market for training at all levels in the Territory. Overall, the training input 

is chronically low in each sector, suggesting that experie~ced staff are remaining in 

their positions, and that the number of newly qualified entrants into the workforce 

may not be sufficient for future demand. 

The fifth variable in the model, internal arrivals, shows the percentage of workers who 

have come from other jobs in the information sector. If supply and demand are 

balanced, the internal arrivals rate should equal the internal departures rate. The 

results for professional staff show that overall demand (8.4%) exceeds supply (4.7%), 

but the reverse is true for paraprofessionals. The results for other staff show a 

balanced picture in terms of supply and demand, as the total internal departure rate of 

2.5% equals the total internal arrival rate of 2.5%. The small size of many of the 

Territory libraries, makes it difficult for organizations to balance their workforce 

supply and demand needs internally. 

The final variable, entry from the latent supply, shows an overall rate of 8.4% for 

professionals, 3.5% for paraprofessionals, and 10.7% for other library staff, which 

suggests that the information sector in the Northern Territory is able to attract . 
returning workers. In the NT the most attractive sectors for re-entry are the public and 
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school libraries. This should be a cause of some satisfaction to the profession, for in 

other countries information work is often seen to be less than attractive for trained 

professionals. In Britain, for example, a professional entry rate from the latent supply 

of only 1.5% suggests that the profession there is unable to attract people back into 

the active supply from other employment or from periods of non-employment (Bray 

1991 :35). To offset this problem, the Hong Kong public libraries offer professional 

training as part of their employment package (Gorman 1993:27) and are subsequently 

able to draw on a large latent supply of professional staff. 

Reductions 

The survey asked questions about reductions under three headings: deletions from the 

establishment in the last twelve months, vacancies 'frozen' for financial reasons 

during the past twelve months, likely number of positions to be deleted or 'frozen' in 

the next twelve months/three years. It should be noted th~t in all instances the three 

year period 1998/2001 includes the twelve month period 1998/1999. The results for 

reductions of professional positions show 9 in the total four year span, with schools 

being affected the most in the last twelve months with a reduction of 3 positions. 

Paraprofessionals show a loss of only 4 positions over the four year period. The major 

losers are the other staff, which are predicted to lose 17 positions over the four year 

period. Of special note is the lack of perceived reductions in the future three year 

period. Most of the reductions fall into the current period, as major organizational 

restructuring has been a common feature in the workplace. The current period of 

unsettlement has not diverted hopes of an optimistic future. Note that there is only one 

extra reduction over the additional two year period. 

Table 20. Reductions in professional staff by type of library 

Deleted posts Frozen posts Reductlons/99 Reductions/01 

Public 1 0 0 0 

School 3 0 1 1 

Academic 1 1 0 0 

Community 0 0 1 1 

Special 0 0 1 1 

Other 0 0 0 0 

TOTAL 5 1 3 3 
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The other stafT appear to be more vulnerable than trained stafT with 9 reductions in the 

last twelve month period and a high number of planned reductions in the future. 

Special libraries have reported few staffing changes, but this is probably because 

many specials are one person libraries, usually staff by a professional. Therefore, there 

is little data generated in the paraprofessional and other stafT categories for this group. 

For infonnation work the future is not negative, but the reductions need to be 

compared with the increases for the same period to detennine growth. 
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Increases 

The survey also seeks to clarify if there has been or will be an increase in the 

workforce. Respondents were asked to identify how many new positions were created 

in the twelve months prior to I October 1998, for the period I October 1998 to I 

October 1999, and for the three year period I October 1998 to I October 2001. For 

professional and paraprofessional positions the scenario predicted is positive, with 8 

professional and 5 new paraprofessional positions being created in the next three 

years. An increase of seven positions, in total was identified for the previous ~elve 

months. There has been no increase in other library staff numbers in the past year, and 

no immediate plans to increase staff numbers. The predicted increase in the next three 

year is 3. 

Table 23. Increases in professional staff by type of library 

New posts 97 New posts 99 New posts 01 

Public 0 2 - 3 
School 1 0 3 
Academic 1 0 1 
Special 0 0 1 
Community 0 0 0 
Other 2 0 0 
Total 4 2 8 

Table 24. Increases in paraprofessional staff by type of library 

New posts 97 New posts 99 New posts 01 

Public 0 0 0 
School 1 2 3 
Academic 1 1 1 
Special 1 0 0 
Community 0 0 0 
Other 0 0 1 
Total 3 3 5 

Table 25. Increases in other staff by type of library 

New posts 97 New posts 99 New posts 01 

Pl.blic 0 0 1 
School 0 0 0 
Academic 0 0 1 
Special 0 0 1 
Community 0 0 0 
Other 0 0 0 
Total 0 0 3 
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Growth 

One of the most useful workforce indicators is the growth rate of the workforce. The 

survey gathered infonnation about growth, through the questions relating to 

reductions and increases both in the short tenn and over the next three years. By 

subtracting workforce reductions from workforce increases it is possible to determine 

the growth rate of the Northern Territory infonnation workforce. 

Table 26. Growth in staffing 199711998 

Professional Paraprofessional Other 

Public -1 -1 -4 
School -2 1 -2 

Academic ·1 0 0 
Special 0 1 -2 

Community 0 0 0 
Other 2 0 -1 
Total -2 1 -9 

Table 27. Growth in staffmg 199811999 and-199812001 

PROFESSIONAL PARAPROFESSIONAL OTHER 

98/99 98101 98/99 98/01 98199 98101 

Plb~c 2 3 0 0 -3 -2 

School ·1 2 2 3 -1 -2 

Academic 0 1 0 0 -1 0 
Special -1 0 0 0 ·1 0 
Cormlunity -1 -1 -1 -1 0 0 
Other 0 0 0 1 0 0 
Total -1 5 1 3 -6 -4 

There is indication of growth in only a few sectors, and that growth is very marginal, 

with school libraries showing the highest potential. A number of areas have posted 

negative results, particularly in the short tenn, but there is an indication of growth in 

both professional and paraprofessional numbers over the longer term. _The potential 

for employment in the other category appears to be bleak, with no projected growth. 

To make comparisons between different areas of the sector it is useful to determine 

the growth rate of the workforce. This is calculated by expressing net growth (or 

increase) as a percentage of the total number of positions. By looking at the 

information gathering for the past year, the next year and the next three years it is 

possible to predict trends. The major drawback of such forecasting is that it relies 
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heavily on the optimism or pessimism of respondents; on the whole the information 

workers in the Northern Territory have tended to be conservative, but optimistic about 

the future. In interpreting the results from their British research Bray and Turner state 

that 'many respondents were unwilling to make forecasts and so estimates of growth 

must be significantly lower as a result' (Bray 1991 :34). It is equally true that not all of 

the Northern Territory respondents made forecasts for their libraries. 

Table 28. Growth rates in all sectors. 

PROFESSIONAL PARAPROFESSIONAL OTHER 

97/98 98199 98/01 97/98 98/99 98101 97/98 98/99 98/01 
Public -9.1 1a2 9.1 ·5.6 0 0 ·14.3 ·10.7 3.6 
School -4.4 -2.2 6.7 4.3 8.7 4.3 -5.9 -2.9 0 
Academic -4.3 0 4.3 0 0 0 6.3 -6.3 8.3 
Special 0 -5.9 5.9 5.3 0 0 -33.3 -16.7 16.7 

Corrmunity 0 ·50 0 0 -33.3 0 0 0 0 

Other 22.2 0 0 0 0 100 ·3.9 0 0 
Average 0.7 -6.65 4.3 0.7 -4.1 17.4 -8.5 -6.1 4.4 

Overall the growth rate appears to be low, but the information given about future 

growth can only ever be estimated. The current growth rates are negative, indicating 

attrition may be due to restructuring of govenunent departments, or reduced funding. 

In the next three years it is estimated that there will be a general improvement in the 

growth rate of all sectors. Growth rates in the long term of around 4% for 

professionals and over I 0% for paraprofessionals augers well for information 

professionals in the Northern Territory. 

Recruitment and Training Needs 

Using the results of this research and the rationale behind the Workplace Planning 

Model described in Chapter 2, it is possible to develop a simple predictive model for 

forecasting future recruitment and training needs for the information profession in the 

Northern Territory. That is, we are able to provide some idea of the number of staff 

needed to make up the difference between supply and demand. Appendix D supplies 

consolidated data for the discussion, which follows. 
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There is some indication of likely developments in demand, as respondents have 

provided estimates of likely growth in the next twelve months and over the next three 

years; to this must be added an indication of likely supply in the future. The model 

used t~ generate the training needs assumes that rate of loss and gain for the previous 

year are representative of loss and gain in general, and that they will be repeated in the 

next few years. 

To develop a supply model for the next year and the next three years, we use rate of 

loss and gain for the past year. To calculate future demand we combine the net growth 

in positions (growth rate percentage) in the next year and the next three years with the 

total number of positions (that is, currently filled and vacant). The difference between 

supply and demand is the training and recruitment need. Appendix D tabulates the 

detail needed for the calculations. Summaries have been provided for short term 1998-

1999, and medium term 1998 -2001 recruitment and training needs. 

Table 29. Short-term professional recruitment and training needs 

Demand Supply R+T needs workforce% 

Public 18 7 11 73% 

School 45 45 0 0% 
Academic 24 20 4 17% 

Special 16 17 -1 -6% 

Communily 1 6 -5 ·250% 

Other 13 7 6 46% 

TOTAL 117 102 15 13% 

Table 30. Short-term paraprofessional recruitment and training needs 

Demand Supply R+T needs workforce% 

Public 19 19 0 0% 

School 25 24 1 4% 
Academic 24 21 3 13% 

Special 20 19 1 5% 
Community 2 4 -2 -100% 

Other 1 0 1 0% 
TOTAL 91 87 4 4% 

The short-term forecast shows a very strong need (13%) for recruitment and training 

of professional librarians. This is due to the fact that demand exceeds supply in the 

major sectors, with an immediate demand for recruitment or training of an additional 

15 staff in 1999. The present restructure of the NT government agency libraries may 
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reverse the prospects for special librarians, which presently are in a period of attrition. 

The demand for paraprofessionals is much lower with 4 additional staff required for 

1999. The NT University's Diploma of Library and Information Studies (DLIS) 

graduation rate should fill the paraprofessional requirements for 1999, but the 

Batchelor of Library and Information Management course will only contribute a very 

small number of newly trained professionals to the workforce in 1999, with the 

balance having to be recruited, probably from interstate or related areas outside the 

library sector. 

Table 31. Medium-term professional recruitment and training needs 

Demand Supply R+T needs workforce% 

Public 19 8 11 73% 
School 48 48 0 0% 
Academic 24 21 3 13% 

Special 17 18 ·1 ·6% 
Community 0 6 ·6 -300% 

Other 13 7 6 46% 
TOTAL 121 108 13 11% 

. 

TableJ2. Medium-term paraprofessional recruitment and training needs 

Demand Supply R+T needs workforce% 

Public 19 19 0 0% 
School 26 25 1 43% 

Academic 24 21 3 13% 

Special 20 19 1 5% 
Community 2 4 ·2 -67% 

Other 2 1 1 100% 

TOTAL 93 89 4 4% 

There is very little difference over the longer term, with professionals registering a 

recruitment and training need of 11% in the major sectors. Once again demand 

exceeds supply in these areas. Small libraries- community, special and other appear 

to be going in the other direction, by rationalizing the employment of professionals. 

Reduced funding and increased centralization of support services from the Northern 

Territory Library, allows small libraries to recruit paraprofessional staff to provide 

client services of a high standard. It would be desirable for the Northern Territory 

University to actively seek enrolments in the BLIM course, either as an upgrade from 

paraprofessionals, or from young people wishing to enter the workforce as an 

information professional. Staffmg from outside the Northern Territory will continue to 
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play a significant part in the composition of the NT workforce, as demand outstrips 

supply in the near future at the professional level. Conversely, the DLIS graduates and 

other highly trained library staff may be given opportunities, that have been limited in 

recent years, to utilize their qualifications and experience in pursuing professional 

positions. 

' 
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Chapter 5 

SUMMARY & LIMITATIONS 

The research questions have been succinctly addressed in this chapter. The results of 

the questionnaire have been summarised under headings, and a discussion of the 

suitability of the conceptual framework is included. Information is becoming more 

crucial in managerial decision making, and therefore the library and information 

sector in the Northern Territory can benefit from considering the findings of the 

workforce analysis. The main findings can be summarised: 

Size and distribution of the workforce 

• Approximately 500 people were employed in the NT library and information 

sector during 1998. 

• Over 60% of positions required formal library qualifications, that is, described as 

either a librarian or library technician position, resulting in a staffing ratio of 3:2 

in favour of trained staff. This ratio is the reverse of most studies. The small size 

of library and information centres, with professional staff managing a smaller 

number of support staff than in larger libraries may account for this result. The 

trend towards centralising 'professional' services and outsourcing could reverse 

the ratio in the future. 

• Schools have the highest percentage (45%) of professional library staff 

(teacher/librarians), followed by special (41%) and academic libraries (38%). 

Community libraries have the highest percentage of untrained staff (63%). 

• Females presently hold nearly 90% of positions. The gender disparity is higher 

than results obtained from other Australian and overseas studies. Identifying 

reasons why the sector is unattractive to males could be a topic for further 

research. 
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• Age profile of library workers is similar to the Australian average. 72% of 

professional staff are aged 40 years or older. The average age is lowered when 

paraprofessionals and other staff are included in the result. However, the industry 

does not attract many employees under 30 years of age, in any LIS area. 

• Training courses are attracting 12% of the library sector workforce, with 

paraprofessionals being the most studious group (22%). Anecdotal evidence 

suggests that the majority of students enrolled in BLIM have completed a TAFE 

qualification (paraprofessionals) or are currently employed in the LIS area. 

Departures 

• The highest rate of departure is in the absolute loss category, i.e., people leaving 

the professio~ than those fmding new jobs withi~ the profession (internal 

departures). Wastage is highest at the other level. 

• Turnover rates of staff, particularly professionals is high (24%). Turnover in 

special libraries in contrast is extremely low (0%). 

Arrivals 

• Over 50% of new arrivals at the professional level were recruited from outside the 

active supply. This is an extraordinarily high result, and begs the question: Why 

can't the NT supply suitable professional staff? 

Vacancies 

• The overall vacancy rate is 5%. However, the vacancy rate at the professional 

level is 14%, which reflects the time lapse in recruiting new arrivals (in public 

sector positions) or attracting new recruits to the area 
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Losses & gains 

• Loss rate for professional staff is 7 .5%, which is twice the nonn. 

• Internal departures (changing jobs within the sector) are low in all sectors, 

indicating stagnation in the job market. The departures of paraprofessionals is 

extremely low at 2.5% 

• Latent supply rate of 8% establishes that the library sector is attractive to re-entry 

after periods of 'leave'. 

Growth 

• Long tenn growth in the library workforce indicates an optimistic perception of 

future demand. 

• Future growth will be in specific sectors. School and public libraries have positive 

projections. 

• Recruitment and training needs calculations identified that the present supply 

cannot cope with future demand for professional staff. A strategy that includes 

input from multiple stakeholders is needed to offset current and future workforce 

under supply conditions. 

Suitability of conceptual framework 

The decision to use the UNESCO guidelines proved to be beneficial, but challenging. 

The existence of a conceptual framework to answer the research questions was 

advantageous, but previous studies had been undertaken with the backing of large 

national organizations. The logistics and costs, both financial and time, for an 

individual researcher were immense. Even with the assistance of an experienced data 
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entry operator, the preparation and analysis required for a 'country study' was much 

more demanding than anticipated. 

Notwithstanding, the questionnaire and model for analysis were suitable for collecting 

the relevant data on the Northern Territory. To extend the usefulness of the 

infonnation gathered, it would be advantageous to conduct the survey on a regular 

basis every 2 - 3 years, making modifications as needed. The directory of Libraries 

and Information Centres in the Northern Territory proved to be a reliable sample on 

which to base the questionnaire distribution. As the directory is compiled by ALIA, a 

joint venture using the resources of the NTU and ALIA, presents an opportunity to 

collect information for the directory and monitor the workforce (for workplace 

planning) at the same time. 

The UK and Hong Kong surveys used slightly different categories of library types to 

those used in the NT survey. Joint use and community libraries play a prominent role 

in the NT library scene, and initially there was some confusion in classifying a 

number of the responding libraries. Eventually in reporting, 'Community' was chosen 

as the best term to describe a particular group of responding libraries, adhering to the 

NT directory's classification. The Other type category also caused some problems. 

Included in this category were dissimilar organizations - state library, archives and 

resource collections. The diversity of this group is difficult to display in the analysis, 

and needs to be examined separately to understand their special characteristics. 

The only feature which dates the questionnaire is the instruction relating to part time 

staff. When the questionnaire was developed in the 1980s, staff employed on part time 

or contract work were few. This situation has changed, especially in the Northern 

Territory where there appears to be a growing trend to engage staff under these 

conditions. The questionnaire requested that no differentiation be made between part 

time and full time employees. In hindsight, data on these different categories may 

have explained the behaviour of particular sectors of the workforce. 
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The previous studies used a five year medium term forecast period. Due to accelerated 

change the NT study chose a three year projection period, which appeared to eliminate 

previous confusion that had been reported in earlier studies using the five year span. 

The survey included an instruction that asked respondents to mark every box. Few 

respondents actually followed this instruction. Blank answers and zero answers were 

given equal weight in creating the spreadsheet data. It does not appear to have skewed 

the answers in any particular direction, as the overall results can be easily compared to 

patterns appearing in previous studies. In fact, the small amount of input required by 

many libraries was seen as a positive design feature of the survey. 

Unfortunately anonymity of respondents was not possible. It was important that the 

libraries identified themselves on the survey. The data (spreadsheets) were examined 

many times to eliminate anomalies and the name and ID number of the library were 

important locaters when checking the hard copy against the information contained in 

the directory, and on the spreadsheets. The major problem in cleansing the data was in 

types of libraries. As previously stated joint use and community libraries proved 

troublesome, with the directory eventually being used to label particular 

organizations. There were a number of cross checks throughout the survey that needed 

to match up. For example, the number of professional, paraprofessional and other staff 

had to equal the number of males and females employed. Another instance was the 

individual number of departures by type, and the total departures, etc. Often the 

columns didn't balance, and tbe data had to be checked against tbe hard copy for data 

inputting mistakes or respondent miscalculations. 

The major difference between the NT study and previous studies was the inclusion of 

an extra category of library worker. Previous studies had not included 

paraprofessionals. It was imperative that library technicians (paraprofessionals) be 

included in the survey as they constitute a major component of the NT library and 

information services sector. It also highlighted that the LIS workforce is becoming 

more complex, and recognition of the changing face of librarianship needs to be 

recognised in all workforce planning and industrial relations negotiations. The 
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inclusion of a third category created extra work, but was necessary for meaningful 

analysis of the NT workforce. 

Limitations 

Any workforce plan, however comprehensive and accurate, is only of value if 
it is acted upon. One of the biggest problems is that the implications of 

workforce planning affects several groups of people: students; employers,· LIS 

schools. Each group has a different interpretation of the results and 

recommendations presented, because it sees them in terms of its own needs. 

The employer will be concerned with the availability and effectiveness of a 

newly recruited graduate; the student will be concerned with career prospects, 

and the LIS school will be concerned with the present level of resources and 

student numbers. (Bray 1991:41) 

The most important lesson that can be learnt from this study is that the workforce 

planning model can be used as a basis for future development. The flaws and 

limitations which have been exposed during the study are minimal and have been 

outlined below: 

• Part time and contract workers should have been identified in the questionnaire. 

Job security appears to be a primary need for many employees, and responses to 

an industry replacing jobs with part time and contract work may account for 

stagnation in some areas, as staff are afraid to move. 

• Library managers were the respondents in most cases. The information on 

professionals appeared to have a higher degree of accuracy, compared to data 

given for paraprofessionals and other staff. This is not necessarily a limitation of 

the survey, but a comment on the perception of roles and their importance to the 

organization. 
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• Data from the Northern Territory Library was not included in the data analysis. A 

response was received from NTL after the study had been completed. A perusal of 

the response appears to confirm to the general findings of the study. 

• The library managers or staff completing the questionnaire may not have been 

able to access data on strategic human resource planning. In some instances the 

responses are probably unfounded guesses, while in other instances, the future 

growth questions may have remained unanswered due to lack of information 

provided by employing organizations. 

• Two assumptions of the study are: i) the mix of libraries responding to the 

questionnaire mirrors those not responding to the questionnaire; and ii) changes 

operating in libraries internationally are relevant to library services in the NT. 

• The views of the library managers on staffing }ssues, relating to future 

deployment, the skills and value of paraprofessional and other staff to the 

organization is not clarified. More qualitative, open ended questions could be 

considered for inclusion of future studies to provide a greater understanding of 

workplace issues. 

• Qualitative evidence was not sought in any area of the questionnaire. The 

comments supplied by the respondents were not expansive, and mostly applied to 

the design of the survey, or as clarification of staffing levels. 

• Although the 'main' employers of the sector were contacted for their support prior 

to the research going ahead, more publicity of the questionnaire, for example, in 

InterFACE: the NT ALIA branch's newsletter, may have contributed to a higher 

number of responses. 

• The timing of the questionnaire - I October 1998, fell during school holidays, and 

days prior to a NT government restructure of agency libraries. Mail could well 
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have been ignored at this time resulting in a lower response rate than at another 

time. 

• Although the survey tool had been used in other countries. There was no data 

using this particular tool in Australia, and even less information on the NT library 

and information sector. Therefore, the averages and norms that were used to make 

comparisons came from the British and Hong Kong studies. 

In general, the benefits of using a time-tested conceptual framework allowed the main 

impetus of the study to be the collection of data on the NT workforce. The study has 

attempted to set down available information in a manner conducive for management 

and interested parties to make decisions. 
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Chapter 6 

CONCLUSION & RECOMMENDATIONS 

1bis research is an exploratory study, gathering information on the library and 

information services workforce of the Northern Territory. 1bis chapter responds to the 

research questions and raises a few issues for future investigation. The aims of the 

dissertation - to provide information on the LIS workforce, assess the reliability of the 

methodology and provide relevant forecasting data have been met. 

The dissertation clearly endorses the appropriateness of the UNESCO Guidelines for 

Conducting Information Manpower Surveys (1986) as a tool for collecting and 

analysing data on the Northern Territory's LIS workforce. The research instrument 

appears to be extremely suitable for the 'small, developed economy' of the Northern 

Territory. %ile forecasting has been criticised as needing complex information or 

little more than guesswork, the main advantage of the UNESCO model is that relevant 

information can be obtained in a simple and inexpensive manner. This is particularly 

important in the Northern Territory where the unique mix of libraries and information 

centres cover a small demographic, but large geographic region. 

The dissertation confirms that NT libraries have similar characteristics to libraries 

internationally. The workforce of around 500 members is composed of mainly highly 

qualified, aged, female workers. However, a number of contradictions appeared in the 

NT study: 

• Professional staff have a high departure rate, matched by a high recruitment level 

from outside the Territory or from outside the latent supply. The notion of over 

supply appears to be incorrect. 

• Underemployment is evident at both the paraprofessional and other level. A 

situation exists where trained staff accept positions intended for people with 

lower levels of training or experience. 

• Stagnation of staff movement has emerged in isolated areas, particularly among 

professionals in special libraries, and generally among paraprofessional staff. 
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Although demand exceeds supply in most areas, predicted staffing changes in the 

short term is cautious, reflecting the present atmosphere of uncertainty and 

diminishing funds. This is followed by a perceived regrowth in the industry over the 

next three years. Using the UNESCO workforce planning model, the recruitment and 

training demand can be identified. It is estimated that an increase of 11% is needed at 

the professional level, and an increase of 4% at the paraprofessional level. These 

figures are realistic given the data collected, and the different trends that have 

emerged. 

The recommendations emergmg from the study reqwre the collection of more 

information and the development of action plans to counteract potential problems. 

The major areas of concern are: 

• sustaining professional staffing levels. This could be supported by encouraging 

ongoing professional development within the NT sectQr, and marketing the BLIM 

course to a wider range of potential students. 

• counteracting limited opportunities and career paths. A number of options are 

available which include: identifying attractive career paths centred around 

emerging technologies and services for potential and current employees at all 

levels; being proactive in identifying and marketing opportunities through the 

stakeholder organizations; and utilizing the potential of paraprofessional staff in 

promotion positions. 

• encouraging movement within the industry. A change of attitude, minimizing the 

demarcation between professional and paraprofessional staff is needed; provision 

of in-house and industry training rather than recruiting from outside the industry. 

• providing and promoting conditions that will attract new recruits and students to 

the profession. 

The recommendations emerging from the study need to be further developed. The 

issues cannot be examined in isolation, they need input from the various industry 

sectors - employers, educators and staff. 
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An ongoing demand for recruitment and training in the industry places a burden on 

the profession both in terms of time and cost. Delay in implementing a proactive and 

positive approach to the identified issues could adversely effect the attractiveness of 

the industry to potential entrants and dampen the morale of current employees. The 

study has highlighted areas that warrant further attention from major employers, 

training providers and ALIA. 
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Appendix A 

GLOSSARY 

ABI 

ALIA 

ALI SA 

APAIS 

BLIM 

CAUL 

DETYA 

DLIS 

HE 

IFLA 

ILO 

IT 

ITT 

LIS 

LIS 

MCB 

NT 

NTL 

NTU 

SLA 

TAFE 

UNESCO 

Workforce Analysis of the NT Library and Information Sector 

Business database proprietary name 

Australian Library and Information Association 

Australian Library and Information Service Abstracts database 

Australian Public Affairs Information Service database 

Batchelor of Library and Information Management 

Council of Australian University Libraries 

Department of Education, Training & Youth Affairs 

Diploma of Library and Information Studies 

Higher education 

International Federation of Library Associations 

International Labor Organization 

Information technology 

Information technology and telecommunications 

library and information services (general literature) 

library and information studies (education literature) 

publisher's proprietary name 

Northern Territory 

Northern Territory Library 

Northern Territory University 

Special Libraries Association (USA) 

Technical and further education 

United Nations Educational, Scientific and Cultural Organisation 
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AppendixB 

Dear Sir/Madam, 

Worliforce Analysis of~; L~r~}Jd Information Sector 

Territory 
University 

Re: Workforce Survey 

28 September 1998 

The Northern Territory University and Charles Sturt University cooperatively are the 
major providers of library and information study courses in the Northern Territory. To 
assess if there is a relationship between the supply of appropriately trained staff and 
demand in this sector I am undertaking a workforce survey to satisfy my postgraduate 
study requirements and provide data for course planning. 

I am using a methodology based on the UNESCO Guidelines for Manpower Planning 
in Libraries and Information Services, which is simple but efficient, and I would be 
grateful for all the help that you can give me. 

You will fmd enclosed with this letter a copy of our questionnaire which should be 
returned in the self-addressed envelope provided by 30th October 1998. The 
questionnaire is concise, and I hope that it will not take too much time to complete. A 
set of explanatory notes and definitions is included on the back pages of the 
questionnaire. If you have any queries please contact me. 

All replies will be confidential, and results will be presented in an aggregate form to 
ensure that individual organizations cannot be identified. When the data has been 
processed the questionnaires will be destroyed and a summary of the results will be 
available. 

Thank you again for your cooperation. I hope that together we· can produce something 
that will benefit the provision of library and information services in the Territory. 

Yours faithfully 

Christine Ruzic 
Library Studies, School of Management 
Faculty of Business 
Northern Territory University DARWIN NT 0909 
phone: 8946 6031 
email: c_ruzic@knight.ntu.edu.au 
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Casuarina 

Palmerston Campus 

University Avenue 

Palmerston 

Tiwi Campus 

Tiwi Gardens Road 

Tiwi 
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Australia 
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Appendix C 

office use 
only 

WORKFORCE SURVEY OF 
LIBRARIES AND INFORMATION SERVICES IN 

THE NORTHERN TERRITORY 

Survey of Employing Organizations 

The information collected in this survey will be used to describe the NT Library & 
Information workforce, and identify future training/supply needs and general trends in 
the NT. No individual person or institution will be named in the report. 

Explanatory notes and definitions are given on the back pages of the 
questionnaire, please use them if you have any problems. If you have any 
further questions, please contact: 

Christine Ruzic PHONE: 8946 6031 

EMAIL: c_ruzic@knight.ntu.edu.au 

Library Studies, School of Management 

Faculty of Business 

Northern Territory University 

DARWIN NT 0909 

Please return the completed questionnaire by the 30th October 1998. 

Name of Library or Information Unit 
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1 TYPE 

D 
D 
D 
D 
D 
D 

(Please tick as appropriate, refer to notes on the back pages if necessary) 

Public Library 

School Library 

Academic Library (tertiary, university and research) 

Special library or Information Unit (Government or Corporate) 

Joint-use (please specify)'-----------

Other (please specify)'------------

2 STAFF EMPLOYED 

2.1 Please give the total number of library and information services staff 
employed on 1 October 1998. 

(Allocate numbers according to the level of positions held rather than the qualifications held. For 
example a qualified librarian working in a clerical position should be shown as Other.) 

D Professional D Para~professional D Other 

2.2 Age and gender of professional library information services staff. 
Please indicate for male and female staff, the numbers in each of the following 
age groups on 1 October 1998. 

Age Male Female 

16-19 D D 
20-29 D D 

30-39 D D 
40-49 D D 
50-59 D D 

60-65 D D 
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Workforce Analysis of the NT L1brary and In1ormatzon ector 

2.3 Age and gender of para-professional library and information services 
staff. Please indicate for male and female staff, the numbers in each of the 
following age groups on 1 October 1998. 

Age Male Female 

16-19 D D 
20-29 D D 
30-39 D D 
40-49 D D 
50-59 D D 
60-65 D D 

2.4 Age and gender of other library and informa.tion services staff. Please 
indicate for male and female staff, the numbers in each of the following age 
groups on 1 October 1998. 

Age Male Female 

16-19 D D 
20-29 D D 
30-39 D D 
40-49 D D 
50-59 D D 
60-65 D D 

2.5 Please give the total number of staff who are enrolled in part-time 
courses in library and information studies, or a related subject. 

D Professional D Para-professional D Other 
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WORKFORCE SURVEY . . . 
Workforce AnalysiS of the NT L1brary and Informatwn Sector 

3 DEPARTURES 

Please give the numbers of library and information services staff who have left their 
jobs in the last 12 months (1 October 1997-1 October 1998). 

4 

(Do not count promotions or job changes within the organisation. Allocate numbers according to the level 
of the positions held.) 

3.1 Departure as a result of death, retirement or redundancy. 

D Professional D Para-professional D Other 

3.2 Movement to another library or information unit within the Northern 
Territory. 

D Professional 0 Para-professional D Other 

3.3 Movement to jobs outside the library and information services sector, or 
into Higher Education, or outside the Northern Territory. 

D Professional D Para-professional D Other 

3.4 Total numbers leaving. 

D Professional D Para-professional D Other 

4 ARRIVALS 

Please give the numbers of library and information services staff who joined the 
service in the last 12 months (1 October 1997-1 October 1998). 

(Do not count promotions or job changes within the organisation. Allocate numbers according to the level 
of the positions held.) 

4.1 The number of newly qualified staff joining from Higher Education, 
having completed courses in library and information studies, or a related 
subject in the last 6 months. 

(Do not count existing employees who have been attending training.) 

D Professional D Para-professional D Other 

4.2 Arrivals from another library or information service in the Northern 
Territory. 

D Professional 0 Para-professional D Other 
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4.3 Arrivals from jobs outside the library and information sector, or from 
outside the Northern Territory. 

D Professional D Para-professional D Other 

4.4 Total numbers joining. 

D Professional D Para-professional D Other 

5 VACANCIES 

5.1 Please give the numbers of library and information services positions 
which were vacant on 1 October 1998, which it is planned to fill within the next 
3 months. 

(Please include temporary posts.) 

D Professional D Para-professional D Other 

6 REDUCTIONS 

6. 1 Please give the number of library and information services positions 
which have been deleted from the establishment in the last 12 months. 

D Professional D Para-professional D Other 

6.2 Please give the number of library and information services vacancies 
which have been 'frozen' in the last 12 months as part of some cost cutting 
exercise. 

D Professional D Para-professional D Other 

6.3 Please attempt some estimate of the number of library and information 
service positions which are likely to be deleted from the establishment, 
including the number of vacancies which are likely to be 'frozen'. 

In the next 12 months (1 October 1998-1 October 1999) 

D Professional D Para-professional D Other 

In the next 3 years (1 October 1998-1 October 2001) 

D Professional D Para-professional D Other 
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WORKFORCE SURVEY Woriforce Analysis of the NT Library and Information Sector 6 

7 GROWTH 

7.1 Please give the numbers of new positions which have been created for 
the library and information services workforce in the last 12 months, including 
vacancies which have become 'unfrozen'. 

D Professional D Para~professional D Other 

7.2 Please estimate the numbers of new library and information services 
positions which are likely to be added to the establishment. 

In the next 12 months (1 October 1998-1 October 1999) 

D Professional D Para-professional D Other 

In the next 3 years (1 October 1998-1 October 2001) 

D Professional D Para~professional D Other 

8 COMMENTS 

THANK YOU VERY MUCH FOR YOUR COOPERATION 
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WORKFORCE SURVEY Worlrforce Analysis of the NT Library and Information Sector 7 

EXPLANATORY NOTES AND DEFINITIONS 

This survey is being carried out as part of postgraduate research requirements and to 
provide data for NTU/CSU library studies planning. We are attempting to obtain 
statistical information about: 

• Current levels of employment in your organization. 

• Changes that have taken place in the last year. 

• Changes that are likely to take place in the future. 

We realise that it will not be possible to provide accurate figures for all the questions 
asked. Where accurate statistics are not available please give an estimate. Where 
estimates are given please indicate by placing an asterisk against the figure. we would 
much rather have an estimate than have no figures at all. Also, when you are sure that 
the answer is zero, please put a zero in the appropriate box. Do not leave boxes blank. 

Large libraries that have branches may choose to complete individual surveys 
for EACH branch rather than the whole organization. Please photocopy the 
survey and return ALL copies together if possible. 

You will see from the questionnaire that some questions ask for information about the 
situation on a particular day -1st October 1998. Other questions ask for information 
about events that have happened in the previous 12 months, this is the period from1st 
October 1997 to 1st October 1998. 

Definitions: 

Public libraries are libraries which serve the whole population of a region or 
community free of charge or for a nominal fee. These include community libraries 
which do not share facilities. 

Academic libraries are those libraries primarily serving students, teachers and 
researchers in tertiary education (universities, colleges and research), vocational 
education and training (eg. theological colleges). 

Special libraries and information units are those maintained by a government service, 
professional association, business enterprise or commercial body. The greater part of 
the collection in these libraries or information units will be in a specific field or subject. 

Joint-use libraries are those that serve and are staffed by more than one body. Small 
libraries should select the joint~use TYPE, and describe the type of services provided 
eg. school AND community, whereas, larger libraries can choose to complete TWO 
returns for the different services. 

Library and Information services staff are ALL individuals who make up the library 
and information services workforce. 

ALIA. Australian Library and Information Association. 
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Professional staff hold a position that requires a higher education qualification, either 
in librarianship or a related field. Normally the professional staff will be responsible for 
managerial tasks of budgeting, staff, planning, organization and evaluation; or for 
professional activities such as acquisition, cataloguing, classification, indexing, 
reference work and so on. Most will be eligible for Associate membership of ALIA. 
Sometimes staff who do not have a specific qualification in library or information work 
will occupy posts which would normally be filled by professional librarians. These will 
include persons whose training has been by means of an extended period of work in a 
library and those with specialist knowledge I qualifications such as languages, law, 
information technolgy, etc. 

Para·professional staff are staff who hold positions that require a library/information 
related course of tertiary study, eg. Diploma or Certificate in Library & Information 
Studies. A library technician usually works in work related to acquisition, organization, 
conservation and the provision of library services. Although many para-professional 
staff work under the supervision of librarians, many are managing small libraries and 
are in supervisory positions in large libraries. Most will be eligible for Technician 
membership of ALIA. 

Other staff relates to clerical staff who perform work of a general office nature within 
the library or information unit such as wordprocessing, filing and routine library tasks 
such as shelving library materials and maintaing circulation records. Student assistants 
and staff employed by the organization that occasionally provide manual services 
should be excluded. Other positions do not require a library related qualification. 

Full time and Part time: Count each position, whether it is full time or part time.Do not 
attempt to express part time positions as a full time equiv31ent. 

Temporary staff: Count all temporary staff who are employed on the given date. 

We would be grateful if you could retum the completed questionnaire to us by 
30th October 1998. A self addressed envelope is enclosed. 

Please tick this box if you would like to 
receive a summary of the results of the 
survey. 
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