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Where do library directors, and the librarians who perform various management func-
tions as part of their work, receive their management training? A review of the curric-
ula of 48 graduate library school programs accredited by the American Library
Association revealed that, for the most part, library managers are trained on the job.
This paper presents the results of a two-part exploratory study focused on the research
question: Do ALA-accredited graduate library education programs offer their students
the knowledge they will need to enter leadership and management positions within
the library profession? Of the 48 programs reviewed, 43.8% did not require manage-
ment-related courses. A review of 24 program syllabi revealed that 58.3% of the man-
agement courses included human resource management concepts and 54.2%
included strategy, planning and process. The results suggest that the library profession
has yet to agree on the requirements for preparing future librarians for managerial po-
sitions and leadership roles.
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introduction: Librarianship and the
Discipline of Management

he library director position is the

prevalent managerial position within
the library profession. Library directors
must deal with all the personnel decisions
related to full-time, hourly and student
employees. Depending on the organiza-
tional structure of the institution, library
directors interact with union and/or
non-union employees. They must be
aware of various human resource related
topics, such as reasonable accommoda-
tion, sexual harassment, fair labor stan-
dards, equal employment opportunity
provisions, and more. Library directors

must provide training and supervision of
the professional librarians, non-profes-
sional staff, and student assistants in their
organizations. Library directors must
make personnel decisions involving re-
cruiting, hiring, training, evaluating and
terminating staff. They must also make
recommendations for the implementa-
tion of various personnel policy
decisions.

In addition, other members of the pro-
fessional library staff work in a broad
range of institutions and perform a range
of functions. In the performance of these
multitudinous functions, there exist fac-
ets of management tasks and roles.

This study seeks to answer the ques-
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tion: Do ALA-accredited graduate li-
brary education programs offer their
students the knowledge they will need to
enter leadership and management posi-
tions within the library profession?

Literature Review

A review of the literature suggests that
the library profession has been debating
the need to increase the professional and
management-related preparation for its
library school graduates. An increase in
the level of research focused on leader-
ship is noted. Hernon and Schwartz
(2008) set out to “stimulate the amount
and type of research on the topic appear-
ing in the literature of library and infor-
mation science” (p. 243). Hansen (2004)
suggested that the debate over what is
needed in library education has been on-
going for many years. In the past, prior to
the shift to master’s level training for li-
brarians, prominent library directors had
developed their own in-house library ed-
ucation programs. The transition to mas-
ter’s level training also documents the
steps toward professionalization for indi-
viduals working in the library field
(Hansen, 2004). Elgohary (2003) de-
scribed the debate on the effectiveness of
library programs in preparing individuals
for professional careers. Specific focus
was placed on whether the job market
demands are being met by the curriculum
offered in graduate library programs.

Chandler (1994) sought to understand
what competences were expected from
the individuals earning a graduate library
degree who intended to work within a law
library. Chandler’s study revealed a con-
sensus among librarians and professional
experts. “The experts and librarians were
unified in viewing four management
competences as important for future law
library professionals; they were: (1) un-
derstanding of a service orientation, (2)
knowledge of problem solving, (3)
knowledge of oral and written communi-
cation skills, and (4) knowledge of inter-

personal skills and relations” (Chandler,
1994, abstract). Chandler articulated an
interest in having these research results
influence curriculum planners so that
programs may better prepare individuals
for professional careers.

Other research findings support the
need for “increasing internship require-
ments and adding more management in-
struction” (Elgohary, 2003, abstract).
Elgohary suggested that both increased
internships and increased management
instruction “are the most important meth-
ods for library schools to consider in pre-
paring future research librarians”
(Elgohary, 2003, abstract). From the
management literature, Simonetti, Ariss,
and Martinez (1999) suggested that
mentorship is a key tool for advancement
and professional growth,

Yontz (2003) wrote about the varied
experiences that strengthen the develop-
ment of a professional librarian. While a
library professional may be expected to
be self-directed in gaining the needed
skills and credentials, it is essential for
the profession to support this process of
education. Yontz included mentoring as
part of this process; Ptolomey’s work as a
library professional also revealed the
need for “mentoring as a continuing pro-
fessional development tool” (Ptolomey,
2008, p. 311).

Elgohary (2003) articulated the intent
to conduct research that informed library
school educators and administrators of
what is increasingly needed for profes-
sional preparation. Similarly, Lemaster
(1981) focused on graduates’ post-degree
perceptions of whether their graduate ed-
ucation had prepared them for their first
professional positions. The results re-
vealed the graduates’ desire that pro-
grams improve their offerings by
including instruction in management and
personnel and offering “more field
experiences” (Lemaster, 1981, abstract).

The literature also informs us what is
needed once a library director is on the
job. Library environments are no differ-
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ent from traditional businesses and re-
quire management education and skill
building. Jain (2004) wrote of the need to
assess worker performance within the li-
brary environment. Providing direction
to employees may set them on the right
track, but it is notenough. Workplace evi-
dence must be gathered and understood
to ensure that the desired workplace out-
comes are met. Library directors need
skills such as these to effectively manage
the workplace. In addition, providing
regular feedback to workers improves
their future efforts and performance.
Jain’s research revealed that the critical
workplace factors that lead to efficient
public library services include: team
building, leadership, strategic manage-
ment, transformational leadership, sys-
tems to reward employees, the ability to
influence organizational culture, and
measuring employee performance. Jain
also found critical staff issues to include:
“sense of purpose and achievement; feel-
ing of self-worth; job-security; recogni-
tion; status; career development; and
salary; motivational factors as effective
communication; job satisfaction; delega-
tion of authority; clear job description;
performance feedback; conducive work-
ing environment; human resource strat-
egy issues as motivation building among
staff, continuous education and develop-
ment; generating competitive advantage
through human resources; and alignment
of human resource strategy with strategic
management plan” (Jain, 2004, abstract).
In his conclusion, Jain “recommends a
strategic human resource management
model for libraries” (2004, abstract.).
Additional research on what library
workplace environments require was
conducted by Moghaddam and
Mobalieghi (2008), who found that total
quality management (TQM) philoso-
phies and tools are “increasingly being
applied in the service sector, including li-
braries” (p. 912). An additional manage-
ment concern emerges when we consider
that the library profession, as Arthur

(1998) states, “has had an age profile
older than most comparable professions
since 1970” (p. 323). As a result, library
leadership faces forthcoming recruiting,
selection, and training challenges. To do
so they must be intimately aware of “the
legal considerations of the Age Discrimi-
nation in Employment Act (ADEA) and
the Americans with Disabilities Act
(ADA)” (Arthur, 1998, p. 326).

There is minimal literature on the de-
velopment of library directors, but sup-
port is found in the literature that
suggests that library directors are line
managers who require management
training (Giesecke, 2001; Montgomery
& Cook, 2005; Weingand, 2001) and that
library education has not met these needs
(Koenig, 2007). Koenig sums up the de-
bate with a review of key articles pub-
lished in the journal Education for
Information. His conclusion is that the
“tension between the theoretical and
practical is growing” (Koenig, 2007, p.
58). Koenig specifically refers to re-
search that emphasized the need for mar-
keting, financial management, and
administrative training for librarians
(Koenig, 2007).

Distinct Educational Paths:
MBA or MLS?

When a student graduates with an un-
dergraduate BA, BBA, or BS, he or she is
expected to have gained a general educa-
tion combined with the knowledge of a
chosen major (Association of American
Colleges and Universities, 2002). Often,
the coursework in the major provides an
introductory path into a profession or dis-
cipline. Well-designed undergraduate ed-
ucation should prepare a student to either
enter the job market or enter into further
advanced study at the graduate level. The
choice of graduate education places the
student on a path that extends in a
different  direction from  others’
educational choices.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permissionyyy



132 JOURNAL OF EDUCATION FOR LIBRARY AND INFORMATION SCIENCE

The Master of Business Administration
(MBA)

Individuals who plan a career in busi-
ness enter a graduate business program
known as an MBA program. The Interna-
tional Assembly for Collegiate Business
Education (JACBE) and The Association
to Advance Collegiate Schools of Busi-
ness (AACSB) are the specialized ac-
crediting bodies for institutions that offer
business education programs. Tradi-
tional business education includes Man-

agement, Marketing,  Accounting,
Finance and Managing Information
Systems.

The research presented in this article is
focused on the discipline of management,
a dominant discipline within graduate
level business education. The IACBE ac-
crediting standards defines “Manage-
ment curriculum at its most basic level to
include (1) management principles, (2)
organizational behavior, (3) human re-
source management, and (4) operations
management,” and the standards further
articulate that a business curriculum s es-
tablished to “ensure that students under-
stand and are prepared to deal effectively
with critical issues in a changing global
business environment” (International
Assembly for Collegiate Business Edu-
cation, 2006, p. 73). The AACSB accred-
itation  standards, although  not
prescriptive, include the following sub-
jectareas, among others, as important to a
general management program: manage-
ment responsiveness to ethical, cultural
and gender diversity, human resource
management and development, decision
making processes, group and individual
dynamics, and strategic management
(AACSB International, 2006).

Management recruiters have found that
skills such as the ability to think analyti-
cally, apply quantitative methods, inte-
grate information from a wide variety of
sources, and to gather information are
highly regarded and well developed in
graduates of MBA programs (Graduate

Management Admission Council, 2004).
The learning experience offered by an
MBA degree is intended to prepare an in-
dividual to enter and succeed in a mana-
gerial position, regardless of setting or
industry.

The Master of Library Science (MLS)

Individuals who plan a career in librari-
anship enter a graduate library program.
Librarianship evolved to meet the need to
organize an ever-growing collection of
tangible knowledge artifacts (Battles,
2003). The American Library Associa-
tion (ALA) is an accrediting body for ed-
ucational institutions that offer the MLS
degree. Traditional library education in-
cludes Knowledge Organization (or Cat-
aloging and Classification), Reference
Services, Technical Services, Children
and Youth Services, Ethics, the Manage-
ment of Information in its various forms
and much more. The field of librarianship
is broad and there is a multitudinous vari-
ety of employment opportunities for
graduates. The question remains as to
whether the graduate library degree of-
fers its students the opportunity to gain
the knowledge that they will need to enter
leadership and management positions
within the library profession.

Methodology

A manager, or more precisely a
line-manager, is defined within the scope
of this study as an individual who directs
processes and people. A line-manager
carries out his or her role within the au-
thority line of the organization, as com-
pared to a staff-manager who holds a
management position, but provides sup-
port and consults with line-management
by providing expertise in a non-core
function, such as human resources or fi-
nance.

This study is designed to be explor-
atory in nature (Morse & Richards, pp.
27-28). Descriptive statistics were used

o
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to describe the data collected, and quali-
tative methods were used to draw mean-
ing from the data and to extract tentative
theory (Kidder, 1981, p. 103). This study
resides primarily in the qualitative para-
digm, yet draws from the quantitative
paradigm. The schools, data, and sub-
jects used in this study were selected to
provide access to rich and in-depth detail
(Richards, 2005, p. 34) about the formal
preparation of managers in the field of li-
brarianship. Since statistical significance
testing is not appropriate within the qual-
itative paradigm, the results do not permit
predictive analysis. The research design
is iterative; the results from Stage One of
the study were in turn used to inform
Stage Two of the study.

Stage One—Research into the
ALA-Accredited Graduate Library
Programs in the United States and
Canada

The research in Stage One was con-
ducted in three steps. The first step was to
determine whether the ALA require-
ments for an accredited MLS program in-
clude learning outcomes reflective of
management skills (e.g., a management
course or management related intern-
ship). In the second step the authors iden-
tified all the ALA-accredited MLS
programs in the United States and Can-
ada and captured descriptive information
for each program. In the final step, a re-
view of the curricula of the ALA-accred-
ited programs was conducted.

Stage One—Sample

The population and sampling frame for
Stage One is all of the schools offering an
ALA-accredited program in the United
States and Canada. The non-probabil-
ity-based, purposive sample drawn from
this sampling frame included all pro-
grams excepting those with conditional
accreditation and those that present their
institutional information in a language

other than English. The results, listed in
the appendix as Table 7, include 48 insti-
tutions throughout the United States and
Canada

Stage Two—Review Management-
Related Courses Taught in
ALA-Accredited Graduate Programs

The research in Stage Two was con-
ducted in four steps. First, the authors re-
viewed each of the program websites
from the Stage One data collection pro-
cess to identify those courses taught
within the graduate library curriculum
that focused on traditional management
skills and knowledge. A course was in-
cluded in Stage Two if the course title and
description indicated learning outcomes
that aligned with the management topics
as described by the specialized accredit-
ing authorities for business education
(e.g., management principles, organiza-
tional behavior, human resource manage-
ment, group and individual dynamics).
Management courses prepare an individ-
ual to manage people regardless of the
setting. Second, if the syllabi for these
management-related courses were avail-
able online they were downloaded. Third,
it was determined if the course is required
or is elective. Finally, the content de-
scription for each course was reviewed to
identify the specific concepts and
knowledge designed to prepare an
individual to assume a managerial
leadership role.

Stage Two—Sample

Twenty-four courses from 17 ALA-ac-
credited graduate programs were se-
lected for review. A course was included
in this sample if the syllabus or detailed
outline was available online and if the
course included a focus on traditional
management defined according to the
IACBE accreditation standards, which
describe the basic concepts within the
field of management education (IACBE
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Table 1: Stage Two—Course Titles.

Course Titles

Managing Information Services & Organizations

Managing Library Collections and Services

Management of Special Libraries & Information Services

Professional Communication
Human Resource Management

Library Administration and Management Core Course

Financial Management
Management

Current Problems and Issues in Library and Information Science

Marketing and Public Relations for Information Professionals

Advanced Issues in Information Resources: Management of Information Service Organization
Principles of Management for Librarians and Information Specialists

Public Libraries

Academic Libraries
Principles of Management
Professional Competencies

Information Organizations and Management

Management in Library and Information Science

Management and Administration for the Information Professional

Leadership and Management Principles for Library and Information Services
Management of Libraries and Information Centers (2 courses, different programs, same title)
Management of Information Organizations (2 courses, different programs, same title)

Accreditation Manual, 2006, p. 73). The
titles of the 24 courses that define the
Stage Two sample are listed in Table 1.

Analysis of the syllabi focused on the
concept of managing people within an or-
ganizational environment. The specific
knowledge areas of finance, budgeting,
and marketing, though valuable business
skills, were not included in the focus of
stage two of the study as they are not part
of the basic management concepts.

Results

The results presented here correspond
to the research path described in the meth-
odology section of this paper. This
two-part exploratory study focused on the
research question: Do ALA-accredited
graduate library education programs offer
their students the knowledge they will
need to enter leadership and management
positions within the library profession?

Stage One—American Library
Association (ALA) Standards as
They Relate to Management

The American Library Association Web
site lists the “Standards for Accreditation
of Master’s Programs in Library and In-
formation Studies 1992” (http://www.
ala.org/ala/accreditation/accredstandards/
standards.htm). The standards are pur-
posely vague and do not specify exact
courses, just general subject areas that
should be met: “The Standards are indic-
ative, not prescriptive” (ALA, 1992,
Foreword section, para. 10). The 2002 re-
visions to the 1992 standards do not
change this.

The term management appears within
the following contexts in the 1992 stan-
dards:

The curriculum is concerned with re-
cordable information and knowledge,

_________________________________________ ___________ .}
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and the services and technologies to fa-
cilitate their management and use. The
curriculum of library and information
studies encompasses information and
knowledge creation, communication,
identification, selection, acquisition, or-
ganization and description, storage and
retrieval, preservation, analysis, interpre-
tation, evaluation, synthesis, dissemina-
tion, and management. (Curriculum
section, para. 2)

—the essential character of the field of
library and information studies; that is,
recordable information and knowledge,
and the services and technologies to fa-
cilitate their management and use, en-
compassing information and
knowledge creation, communication,
identification, selection, acquisition,
organization and description, storage
and retrieval, preservation, analysis, in-
terpretation, evaluation, synthesis, dis-
semination, and management. . . .
(Missions, Goals, and Objectives sec-
tion, para. 3)

The most important issues at the time of
the revision (1989-1992) were these: ac-
tion orientation; definition of the field;
discrimination; distance education; di-
versity; excellence; future focus; global-
ization; innovation; interaction with
other fields of study and other campus
units; management; multiple degree pro-
grams; ongoing evaluation processes;
philosophy, principles and ethics; re-
search; specialization; technology; users.
(Afterword section, para. 15)

The interpretation of the term manage-
ment in the ALA standards is different
from what is considered management
within traditional management educa-
tion, where the focus is on the manage-
ment of people. The term management in
the ALA standards is more closely re-
lated to what may be found in a Manage-
ment Information Systems (MIS)
program and refers to managing informa-
tion rather than people.

Stage One—Descriptive Information for
ALA-Accredited Graduate Library
Programs in the U.S. and Canada

Of the 48 programs reviewed, 91.7%
were located in the United States and
8.3% were in Canada. In addition to the
graduate library degree, adoctoral degree
is offered in 66.7% of the graduate library
schools.

Diversity in the titles given to the grad-
nate degrees was found. The data re-
vealed thirteen different degree titles,
many with overlapping terms. The tradi-
tional term for the degree is the Master of
Library Science, or MLS (12.5% of the
degrees offered), but the results of this
study illustrate that the Master of Library
and Information Science is the most pop-
ular terminology, representing 35.4% of
the degree titles. While graduate level ter-
minal degrees such as the J.D., MBA,
M.Div., and MFA are universally recog-
nized and understood, it appears that the
leaders that influence the graduate li-
brary community have not agreed on the
terms which represent the culmination of
an education process that produces a
library professional.

Stage One—Management-Related
Curriculum within Graduate
ALA-Accredited Programs

An examination of the graduate pro-
gram websites for the 48 programs re-
viewed revealed that many programs
provide students with an opportunity to
include a management course as an elec-
tive (see Table 2). For those programs that
required a management course (56.2%),
most required one course for completion
of the graduate degree (54.2%). An addi-
tional 2% of the programs required two
courses. The remaining 43.8% of the pro-
grams had no firm requirement of a tradi-
tional management course within their
curriculum. Language such as “recom-
mended elective” was often found.
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Table 2: Frequency of Required Management Course(s).

Management Courses Frequency Percent
No management course is required 21 43.8

1 management course required 26 54.2
2 management courses required 1 2.0
Total 48 100.0

Another indicator of intent to prepare
an individual for a future management
role is a professional internship re-
quirement (Elgohary, 2003; Lemaster,
1981). Many of the programs reviewed
offered an option for students to partici-
pate in an internship or practicum, but
students could instead prepare a portfo-
lio or write a thesis paper as a capstone
option. Of the 48 programs reviewed,
81.3% did not explicitly require a pro-
fessional internship. The nine programs
that did require an internship repre-
sented 18.8% of the reviewed pro-
grams.

A third indicator of the intent to pre-
pare future library directors for manage-
ment is the existence of traditional
management courses, including those
that have been customized for the gradu-
ate library degree programs. Of the 48
programs reviewed, 64.6% included one
or more management electives within
their course offerings (Table 3). In re-
viewing the electives, the data suggest
that the curriculum developers within
these schools misperceive coursework
focused on technology and collection de-

velopment as management coursework
(see Table 4).

Traditional management coursework
focuses on line management responsi-
bilities, rather than collection/resource
management or patron focused pro-
cesses. Line management responsibili-
ties focus on the management of people.
Courses that prepare a library director to
engage in the complexity of managing
employees within an organizational
structure were present in 22.9% of the
programs. This indicator will be exam-
ined more closely in Stage Two.

In viewing the courses included in
graduate library programs as a whole, a
theme emerged as to what is perceived as
management coursework. Courses that
focus on human resource management,
management principles, and organiza-
tional behavior reflect an interest in the
management of people. However, the ac-
ademic themes that emerged from the
data collected were focused on collec-
tions management and managing the
network and library resources (see Table
4). Management course content was also
examined more closely in Stage Two.

Table 3: Frequency of Management Electives Offered in Library Degree Program.

Management Electives Offered Frequency Percent
No management electives available in the program 17 35.4

1 management elective 10 20.8
2 management electives 12 25.0
3 management electives 5 10.4
4 management electives 3 6.3

5 management electives 1 2.1
Total 48 100.0

3 _____ __ ______ _______ g
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Table 4: Academic Focus of Management Courses, Frequency Reported.

Academic Focus Frequency Percent
Management of Library Resources 19 39.6
Management of people 11 22.9
Management of the Collection 10 20.8
Information Management 4 8.3
Management of Technology 2 4.2
Can not tell by viewing program website 2 4.2
Total 48 100.0

Stage Two—Review of Management-
Related Courses Taught in ALA-
Accredited Graduate Programs

Twenty-four course syllabi were re-
viewed from 17 ALA-accredited gradu-
ate library programs in Stage Two.
Twelve of the courses were required for
graduation and twelve were electives. Of
the graduate library programs offered by
17 schools, 79.2% required one or more
management courses. Of the larger group
of 48 ALA-accredited programs, 56.2%
required one or two management-related
courses (Table 2).

Human resource management and stra-
tegic planning were well represented in
the reviewed management-related
courses. Of the 24 syllabi analyzed,
58.3% included human resource manage-

ment and 54.2% included strategy, plan- ~

ning, and process. No consensus as to
what should be included was found. Only
37.5% of the 24 courses concerned man-
aging effective teams and leadership the-
ories. The explicit role of management
was taught in one-third of the manage-
ment-related courses reviewed. Within
the 24 syllabi reviewed, a total of 30 man-
agement-related topics were found.
Many of these management topics were
only minimally represented in the
courses. Table 5 represents the full list of
topics drawn from the syllabi reviewed,
the topics’ frequencies of being taught
within one or more of the courses, and the
percentage overall of the topic being
represented.

A question raised from the data was
whether the syllabi’s management-re-
lated topics and their frequency of occur-
rence changed significantly if the course
was required within the curriculum or if
the course was an elective. To help an-
swer this question, Table 6 lists the man-
agement topics and their frequency
within the required and elective courses.

All 30 management topics are repre-
sented in the 12 courses that were re-
quired by their degree programs. The
evidence of frequency in the required
courses contrasts to the lower frequency
within the elective courses: the topic of
human resource management is included
in 75% of the required courses, and in
41.7% of the elective management
courses. The topics of leadership and
leadership theories are included in 58%
of the required management courses, and
in 16.7% of the elective management
courses. The role of management and
managing teams are also more frequently
represented in the required courses.

Another indicator of the intensity of the
management coursework is the percent of
management-related topics included in
the course. If a course contains non-man-
agement-related topics it dilutes the
course’s management focus. The review
of the 24 syllabi revealed that most of the
courses were focused solely on manage-
ment-related concepts. Of the 24 courses
reviewed, 75% were wholly focused on
management topics (i.e., no non-manage-
ment material was covered in the course).
A comparison of required courses to elec-
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Table 5: Frequency of Specific Management Topics Represented
in Management Courses.

How Many of the

24 Syllabi
Included
Management Topic Frequency this Topic?
Human resource management 14 58.3%
Strategy, planning, and process 13 54.2%
Managing effective teams 9 37.5%
Leadership theories 9 37.5%
Role of management 8 33.3%
Conflict, organizational change & development 7 29.2%
Organizational structure and technology 6 25.0%
History of the foundations of management 5 20.8%
Communication 5 20.8%
Personal & professional development, career 4 16.7%
development
Motivating employees 4 16.7%
Decision making and control 4 16.7%
Diversity 4 16.7%
Organizational theory 4 16.7%
Project management 3 12.5%
Power and politics 3 12.5%
Organizational behavior, individual differences 3 12.5%
Organizational effectiveness 2 8.3%
Self assessment and attitude 2 8.3%
Time management 2 8.3%
Negotiation 2 8.3%
Goal setting 2 8.3%
Meeting management 2 8.3%
Unions and labor relations 2 8.3%
Policymaking and legal issues 2 8.3%
Assessment and evaluation 2 8.3%
Ethics 2 8.3%
Information risk, ownership, privacy, security 1 4.2%
Analytical thinking 1 4.2%
Quality management 1 4.2%

tive courses revealed the required courses
are more focused on management-related
concepts, with 83.3% of the 12 required
courses focusing completely on manage-
ment-related topics. Of the elective
courses, 66.7% were solely focused on
management-related content.

Analytic Discussion of Findings

An analysis of the results suggests that
the library profession has yet to agree

upon the requirements for preparing fu-
ture librarians for managerial positions
and leadership roles. Such agreement has
the potential to improve the design of
graduate library education.

Stage One

The ALA offers limited guidance about
program content to the providers of grad-
uate library education. The ALA accred-
iting standards are indicative, not
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prescriptive (ALA, 1992). The term man-
agement can be found throughout the lan-
guage of the standards, but the concept of
management is associated with the man-
agement of library services and informa-
tion technologies. No clear direction is
offered for preparation of future library
managers for the management of people.
We interpret our findings to imply that, as
a result of the lack of explicit guidance
from ALA as to how the master’s level
curriculum should ensure specific peo-
ple-management learning outcomes,
library managers enter the field at a
disadvantage.

Stage One of this research offered ev-
idence that the library profession has
not yet agreed on the requirements for
preparing future librarians for manage-
rial positions. With 43.8% of the
ALA-accredited library school pro-
grams requiring no management
courses, students must anticipate a ca-
reer path into leadership, and somehow
construct a curriculum that will prepare
them to assume a management position.
Library directors rely on library
schools to teach their librarians the
skills and knowledge required to do
their jobs. Library schools have suc-
cessfully covered the various manifes-
tations of knowledge: its creation,
selection, acquisition, organization,
description, storage, retrieval and pres-
ervation (ALA, 1992). The manage-
ment of people and people-related
processes is lacking.

Analysis of the data also suggests that
some library schools possess a clear vi-
sion that management training is needed
and provide courses to meet that need.
Other library programs offer little choice
of coursework for those interested in
preparation for traditional management.
Five of the programs provide neither re-
quired nor elective management courses.
Sixteen of the 48 programs required only
one traditional management-related
course.

Stage Two

Stage Two of this research more
closely examined the management-re-
lated curriculum offered by ALA-ac-
credited graduate library schools. The
focus was at the coursework level
rather than the program level (Stage
One). This was done to offer insight
into what is perceived as the knowledge
and skills required to manage employ-
ees and processes. The data analysis
suggests that there is a mismatch be-
tween what is needed for a management
curriculum and the management
coursework in library school programs.
A review of the 24 syllabi for manage-
ment-related required courses revealed
that 25% of the required courses did not
focus on human resource management,
41% did not focus on strategy and plan-
ning, 50% did not explicitly teach team
management, 41% did not teach leader-
ship theory, and 67% did not teach con-
flict resolution and the management of
change.

It appears that library schools have
made an effort to include marketing, pub-
lic relations, and the pursuit of outside
funding in their curricula. The manage-
ment of external relationships has been
recognized as a skill of value. However,
at the present time, the focus on the man-
agement of internal relationships with
employee stakeholders is a lost
opportunity.

If a library school student is provided
with only one opportunity to learn key
employee-focused management con-
cepts before earning his or her terminal
degree, there should be a consensus as to
the minimum standards that a library
manager’s career path requires. The au-
thors suggest that human resource man-
agement, strategy, planning, leadership,
managing teams, managing change and
conflict, communications and decision
making should all be universally ac-
cepted as part of the requirements for the
MLS degree.

s
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Future Research

More research is required to answer the
question as to whether individuals who
choose to enter leadership and manage-
ment positions within the library profes-
sion are effectively prepared by their
graduate library education. The results of
this exploratory study revealed a limited
focus on management education within the
graduate library degree. The next step is to
look at the recipients of graduate library

Appendix

education in order to determine if the re-
sults from this study ring true. To that end
we have established that the next two stages
of research will focus on practicing library
directors. Stage Three will involve the use
of a questionnaire distributed to practicing
library directors to probe their experiences
as librarians who have assumed manage-
ment positions. Stage Four will examine
the results of stage three by employing
in-depth interviews of practicing library di-

rectors (Richards, 2005, p.38).

Table 7: Sample.

1. Alabama, University of
3. Alberta, University of
5. British Columbia, University of
7. Clarion University of Pennsylvania
9. Denver, University of
11. Florida State University
13. lllinois, University of
15. lowa, University of
17. Kentucky, University of
19. Louisiana State University
21. Maryland, University of
23. Missouri-Columbia, University of
25. North Carolina Central University
27. Oklahoma, University of
29. Pratt Institute
31. Rhode Island, University of
33. St. John’s University
35. Simmons College
37. South Florida, University of
39. Southern Mississippi, University of
41. Tennessee, University of
43. Toronto, University of
45. Wayne State University
47. Wisconsin—Madison, University of

2.

4.

6.

8.
10.
12.
14.
16.
18.
20.
22.
24.
26.
28.
30.
32.
34.
36.
38.
40.
42.
44.
46.
48.

Albany, SUNY

Arizona, University of
California, Los Angeles, Univ. of
Dalhousie University
Drexel University
Hawaii, University of
Indiana University

Kent State University
Long Island University
McGill University
Michigan, University of

North Carolina, Chapel Hill, Univ. of

North Texas, University of
Pittsburgh, University of
Queens College, CUNY
Rutgers University

San Jose State University
South Carolina, University of
Southern Connecticut State Univ.
Syracuse University
Texas-Austin, University of
Washington, University of
Western Ontario, University of

Wisconsin—Milwaukee, Univ. of
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