T. H. MILBY

Sources of Professional Staff

in Selected Academic Libraries

All libraries surveyed report that their own library school graduates
and faculty wives hold positions on their staffs. Both advantages and
disadvantages to such appointments are expressed by respondents to
the survey. A trend toward the elimination or curtailment of appoint-
ment of local library school graduates to the staff was revealed by the
study. Problems arising from the appointment of faculty wives and
other local persons may be eliminated or reduced by better communi-
cation between library administration and staff and by the achieve-
ment of a high degree of professionalism by academic librarians.

TH‘E SUCCESS OR FAILURE of an entire
library operation depends upon the re-
cruitment of well-qualified librarians.
Special considerations arise in connec-
tion with recruiting in academic li-
braries because of the increasing tend-
ency to apply faculty standards to the
professional library staff.! If college and
university librarians are to achieve full
academic standing alongside classroom
faculty, they must show a willingness
to apply the same standards to the selec-
tion of prospective staff members as are
applied in other departmental faculties.

Several questions arise concerning the
source of library staff members. At col-
leges and universities which offer ALA-
accredited programs, to what extent
does the library recruit the graduates of
its own library school? And, if their
own graduates are appointed to the li-
brary staff, what restrictions are placed
on their appointments? Can any effect
be seen on the standing of librarians in
the academic community by the prac-
tice?
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Another series of questions arises con-
cerning the appointment of local per-
sons to professional library staff posi-
tions. Local persons as herein defined
are wives of university faculty members
and graduate students, and/or of other
persons employed in the community as
principal breadwinners of the family.
To what extent are such local persons
appointed to library staffs at academic
libraries and how do these appointments
affect those who occupy these positions?
Are there special problems associated
with these appointments either for the
library administrators or for those hold-
ing the appointment?

In an attempt to secure information
regarding these questions—that of the
appointment of library school gradu-
ates to the university library staff and
that of local persons employed on the
staff—an inquiry was sent to each of the
forty-four university libraries in the
U.S. and Canada at which there was at
that time an ALA-accredited library
school. The inquiry drew responses
from thirty-three libraries, the sizes of
which varied from one with a profes-
sional staff of 180 to several with staffs




of fewer than ten professional librari-
ans.

All of the schools reporting had some
librarians on their staffs holding library
degrees from their own university. A
large ecastern school, while not able to
give an exact figure, reported “perhaps
a majority” of a staff of 180 to be their
own graduates, while a west coast school
reported fifty of a staff of 144 profes-
sional librarians holding library degrees
from their own university. Other large
schools reporting included a Canadian
university with ninety-two of 139, a
northern U.S. university with 63 percent
of 135, and a western U.S. school with
50 percent of 110. Among the smaller
schools reporting were two from the
castern seaboard. One of these had five
of six with degrees from its own school;
the other six of eleven. A smaller uni-
versity from the southwest reported
four of twelve and a New York univer-
sity had six of twelve.

Among private universities, those re-
porting included a lake state school with
forty-five of ninety, an eastern church-
related university with twenty-five of
thirty-eight, a midwestern university
with forty-three of fifty-five, a north-
eastern university with forty-three of
sixty-seven, and a southeastern universi-
ty with nine of twenty.

Attitudes regarding the employment
of local library school graduates vary
from unqualified endorsement to firm
though often unofficial objection.
Among the former may be cited a re-
sponse from a small school near Chica-
go.

We have been entirely satisfied with the
professional librarians who hold library de-
grees from our own institution. In fact, we
find it an advantage to hire individuals
whose performance we can predict. We
have found them very loval and stable.

And from a large university in the Mid-
west.
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It does offer you the ‘cream of the crop’
which probably outweighs the somewhat
assumed disadvantage of inbreeding.

A contrasting position is represented
by the statement from a private north-
eastern university.

Our general policy is not to appoint—
University Library School graduates to our
staff. However, exceptions are made to this
policy when the candidate is unusually
qualified.

It may be noted here that forty-three of
sixty-seven staff members at this library
are its own graduates.

An intermediate position between
open endorsement and outright rejec-
tion is expressed by the greater number
of those replying to the inquiry. Typi-
cal of this position is that of a state
university in the Southeast.

No real policy. If a graduating student ap-
plies and we have a vacancy and his quali-
fications are good, we hire him.

Various criteria are set in establishing
limits on the appointment of staff mem-
bers. In some cases the limit is based on
a percentage of the total staff, such as
that imposed at a large western state
university.

Not a firm policy, However, we have no in-
tention of overloading this staff with our
own graduates. As a rough rule of thumb,
we think perhaps 10 percent of the total
professional staff would be about right.

In other cases, prior experience at an-
other library is required to qualify for
an appointment to the library staff. The
statement from an eastern school is
typical of this position.

We do not hire new graduates. After they
have had a year or more experience in an-
other library we will hire them,

Still another qualification is held by a
northern umiversity which appoints
from local graduates at the beginning
level but restricts upper level appoint-



ments to graduates of other schools.

In most cases recognition is given to
the problems that would arise if all or
a majority of the staff positions were
filled by persons from any one school,
whether that school be local or not. The
problems arising from inbreeding in
academic departments have been recog-
nized and restrictions are often placed
on the practice by many departments of
the university. It is perhaps an indica-
tion of the movement of a library staff
toward full academic standing to resist
the practice of inbreeding, a resistance
which characterizes the faculties of
many academic departments of the uni-
versity.

The second part of the present study
deals with the extent of local employ-
ment in selected university libraries and
the influence of this practice on salaries
and other benefits to academic librari-
ans as well as administrative problems
created by local employment. Replies to
the inquiry revealed some difficulty in
agreeing on what constitutes local em-
ployment.? In academic libraries located
in large metropolitan areas such as Chi-
cago, Baltimore, or Toronto, the occupa-
tion of librarians’ spouses may be for
the most part unknown or difficult to de-
termine. This problem was reported
from the University of Illinois in Chi-
cago, Emory, and others. Guy R. Lyle
at Emory expressed uncertainty as to the
meaning of the category. He reported
his staff to include one faculty wife, an-
other librarian whose wife is employed
as a social worker in the community,
and a third whose wife is employed in
a public library in the community. The
first is clearly what is meant here by a
local person. The second two are prob-
ably not, since in each case the librarian
is the male cohort of a family and by
common agreement could be assumed
to be the principal breadwinner. The
increasingly assertive role of women in
American society may be reason to qual-
ify this assumption.
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Maryland reports “a considerable per-
centage of women professionals are
wives of faculty members or students.”
In addition the case is cited of an un-
married member of an area family liv-
ing at home who holds a position on the
library staff. This instance and those
cited at Emory illustrate the difficulty
of categorizing local persons.

Although it is difficult to reach a com-
pletely satisfactory definition of a “lo-
cal person,” some useful observations
can be made concerning the practice of
local employment on the basis of an-
swers reported by libraries to the que-
ries. Twenty-nine of the schools report-
ing did list local persons on their staffs,
although ten schools gave no figure as
to the number or percentage of the staff
which is local. A west coast school with
144 staff members estimated fourteen
or more of those to be local persons. An
eastern school with 180 persons, the larg-
est staff reported, had only one faculty
wife on the library staff.

Of other libraries reporting the ap-
pointment of local persons to their
staffs, Hawaii, with approximately half
of fifty-eight, represented the highest
percentage of local persons on a staff.
Geographical isolation and the difficul-
ty of moving to and from the mainland
were cited as explanations for the large
percentage of local persons on the li-
brary staff there. Others reporting rela-
tively high figures for local employment
were a midwestern state university with
an estimate of ten local persons from
a staff of thirty-one librarians; a border
state school with about twenty from a
staff of fifty; and a southern school
with nineteen of fifty-one staff mem-
bers reported as local.

Besides the above cited eastern school
with one of 180 local persons on the
staff, others reporting relatively low
numbers of such persons included a
southern state university with twelve of
fifty-one and one-half, a New York uni-
versity with two of twelve, a northwest-




ern university with six of forty-eight,
and a northeastern university with elev-
en and three-fourths of seventy-six and
three-fourths.

Three eastern seaboard schools report-
ed no local persons on their staffs but in-
dicated there was no reason for their
omission other than the lack of avail-
ability of such persons. None cited any
problems anticipated with local appoint-
ments nor salary differential as a result.

A Canadian university indicated that
in a city of the size in which it is locat-
ed no way exists to determine which per-
sons on the staff have “close relatives
employed in the city.” Two other large
universities in major metropolitan areas
also showed both lack of concern and
knowledge of the local origin of per-
sons on their staffs.

Of those schools offering observations
about the practice, the consequence of
local employment most commonly cited
was the influence on salaries. A mid-
western university indicated that until
recently local persons had been deliber-
ately sought out for employment and
paid less as a matter of policy, but that
the practice has now been discontinued.

A southern university reported that
low salary scales forced a greater use of
local persons than would otherwise be
the case, with some consequent disad-
vantages to the administration of the
library. An Illinois and a New York
school both acknowledged the depres-
sion of salary scales as a result of the
use of local persons. The former report-
ed part-time professional salaries to be
especially affected by local employment.

Catholic University, Drexel Institute,
University of Minnesota, and Wayne
State University each declared that local
origin was not considered or was an un-
known factor in the appointment of
professional librarians. Each of these
institutions is located in a large metro-
politan area where greater employment
opportunities for librarians provide al-
ternatives to the university library for
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faculty wives and others seeking profes-
sional appointments. Hence the inci-
dence of local employment is reduced
and any benefit or disadvantage mini-
mized or removed.

Only one institution reported an ad-
vantage to the appointment of local
persons to the staff:

In general local persons are a bonus to the
library and provide a good source for staff.
On a very few occasions there have been
some urgings to see that a wife is em-
ployed.

Other library administrators reported
problems connected with local appoint-
ments. One university in the South men-
tioned “problems of faculty wives and
student wives who want to take time off
when their husbands are out of school
between terms, Christmas, holidays,
etc. . . .” The matter of scheduling re-
flects the anomalous position of the li-
brary in the university community in
reconciling its duties and responsibilities
with the academic calendar. Technical
processing must continue whether classes
are in session or not and research activi-
ties of faculty and students which re-
quire library resources are not interrupt-
ed by holidays and semester breaks. The
problem facing library administrators
of reconciling the ongoing demand for
library service with increasing demands
by academic librarians for full faculty
recognition along with faculty benefits
will continue to demand the attention
of the profession.

The problem of nepotism was re-
ferred to in comments by two large state
universities. At one of these, tenure is
denied faculty wives and “an annual
waiver of nepotism from the Board of
Trustees” is required. Morale problems
are reported as a result of this limita-
tion. A University of Michigan admin-
istrator pointed out the awkwardness of
the situation for the library should it
be necessary to dismiss a faculty-wife
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librarian for cause. The ill will thus
created can be far-reaching.

The question of the employment of
local persons as herein defined does ap-
pear to occur in a significant number of
academic libraries. Disagreement as to
what defines a person as local creates
some difficulty in making meaningful
judgments about the practice.

Problems arising from the practice
may be considered from two stand-
points. The first standpoint is that of
the librarians themselves, that is, the
disadvantages that a faculty or graduate
student’s wife experiences as a result of
her relationship to a male member of
the academic community. Two disad-
vantages that are noted by respondents
are discrimination in salary and ineligi-
bility for faculty benefits such as ten-
ure. Salary differentials for local persons
no doubt reflect an economic reality, un-
less otherwise altered through coercion
or by an attempt on the part of an ad-
ministration to achieve equity. When
necessity dictates and when no alterna-
tive is present an employee will often
accept the salary that is offered. Librari-
ans, like many professional people, are
without strong and effective organiza-
tions to act as bargaining agents for
their constituencies in matters of salary
and other occupational benefits. Recent
developments among librarians in Cali-
fornia and elsewhere, and indeed res-
tiveness for greater coercive powers
through ALA by elements of its mem-
bership, are all healthy winds of change
in bringing about the elimination of
salary differentials and preventing the
loss of other professional benefits.?

The second disadvantage mentioned,
ineligibility for tenure under the nepo-
tism rule, arises from the application
of a rule which commonly occurs in
business as well as governmental agen-
cies. That it may work to the disadvan-
tage of librarians who are second per-
sons in the family is not because of any
particular discrimination against their

profession but merely because they are
the second person in the family em-
ployed by the institution and are there-
fore excluded from holding a tenured
position on the same staff. Examples of
this may be the one reported at Emory
where two male members of the library
staff had wives working in other depart-
ments of the university. In one of these
cases the wife is reported to be a librari-
an but is not employed by the universi-
ty library. A similar case exists at the
University of Oklahoma.

The second standpoint regarding the
appointment of local persons to the li-
brary staff is that of the library admin-
istration. Various comments received in-
dicate that this practice has both ad-
vantages and disadvantages to the ad-
ministration. The problem of accommo-
dating library work schedules to the de-
sires of wives requesting time off during
academic holidays may be troublesome
for an administrator. Another serious
difficulty may arise when a faculty-wife
librarian proves to be unsatisfactory.
Dismissing or reprimanding such a per-
son can become difficult because of re-
percussions beyond the library. When
salaries are depressed because of local
employment, administrative difficulties
arise in connection with recruiting.
Only two institutions referred explicitly
to the problem of salaries and in each
instance reported that salary discrimina-
tion against local persons had been dis-
continued.

It should be pointed out that while
twenty-nine libraries reported the prac-
tice of hiring locally, only six comment-
ed on the adverse effect of the practice
either from the viewpoint of the Ii-
brarian or of the administration. The
remaining twenty-three either make no
comment or report no known problem.

The disadvantages to the library staff
member from the nepotism rule would
apply to any second employee member
of a family in all situations where nep-
otism rules occur. As long as librarian-




ship remains an attractive profession
for wives and as long as wives tradi-
tionally fill subordinate roles profes-
sionally to the male breadwinner, hard-
ships are inevitable, though they are on
the whole a minor consideration.

When academic libraries apply to
themselves the same rigorous standards
as are applied to faculties in other aca-
demic departments, academic librarian-
ship as the first profession of a house-
hold will reduce the incidence of salary
differential and nepotism discrimination
against librarians. One trend toward the
adoption of those standards is the re-
striction on appointments from the li-
brary school within the same university.

In conclusion it may be observed that
local persons constitute an important
source of supply for professional li-
brary positions in academic libraries.
They probably will and should continue
to do so in the future. Disadvantages
both for the professional librarian as
well as for the library administration
should be clearly recognized and accept-
ed at the time of making and receiving
the appointment. Efforts to eliminate
unfair practices such as salary discrimi-
nation or ineligibility for fringe bene-
fits should be continued. Librarians ac-
cepting such an appointment should not
do so expecting considerations with re-
spect to scheduling, vacations, etc., that
do not accrue to other persons on the
staff. At the same time all librarians
must expect and demand full freedom
to establish work patterns consistent
with the concept of professionalism.*
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Included in that concept is the respon-
sibility to reflect professional judgment
as to how and when a job is to be done
or a service is to be rendered rather
than to accept patterns dictated primari-
ly by clock and calendar. Implicit in the
concept is the responsibility for librari-
ans to become self-directing and to
achieve scholarly competence in the per-
formance of their professional duties,
on a par with those of their colleagues
in the classroom and laboratory. To the
extent that these standards of profes-
sionalism are achieved, the categories of
local and nonlocal will be rendered
largely irrelevant.

While the practice of appointing li-
brary school graduates as professional
members of their own university’s li-
brary staff is widespread—one may say
almost universal—it is coming increas-
ingly under criticism by academic li-
brarians. Various restrictions are being
placed upon the practice, and while its
elimination altogether may be neither
feasible nor desirable, the reduction of
the practice to a level more in keeping
with that practiced by strong depart-
ments on the campus will do much to
raise the standing of librarianship as a
professional discipline in the academic
community. The benefits to be gained
by the library staff from the interaction
of librarians with diverse backgrounds
will improve not only the quality of the
library where the practice is employed
but indirectly and in time the quality
of the profession as a whole.
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