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Abstract:

Many libraries are working hard to facilitate user learning, but in fact, staff learning is even
more important. It is the staff members who implement plans and services, and it is their
adaptability to the growing world that will directly affect the success and effectiveness of
library functions. The staff are therefore expected to upgrade their knowledge and skills
continuously in order to contribute and enhance the library's roles and services in meeting
the increasing user needs.

This paper presents a research on Library Assgants (LA) as Situated learners and how they learnin a
Univergty Library in Hong Kong. LAs are core members of libraries and they often carry out a
whole spectrum of duties and services that are indispensable. The most crucial target of this
research is to explore, analyse and interpret the learning issue of the LAs and provide the
adminidrators of the Library with some useful recommendations on how to facilitate a more effective
learning environment for taff.

Nature of Problemsto belnvestigated

Adaptetion to continuoudy and rapidly changing information world is the main chalenge thet the
university libraries in Hong Kong are now facing. Libraries have been largdly affected by advanced
technology, changing societd expectations and the demand for better service qudity. In order to be gble
to respond to environmental changes and user demands, library staff members need to further equip
themselves S0 thet they are able to offer necessary help to users. Libraries dso need to re-think how their
internd gtructure can be more effective and how they can build up ateam of gaff who can be more
adaptable to the new circumstances.



Library Assgtants (LAS) are core members of libraries. Although they are not the professonds in the
fidd, they usudly represent the mgority in the saffing sructure. They play an important role in
supporting administrators and professonds by carrying out a whole spectrum of Library functions.
They are the front line group by whom users are served and from whom users get the impresson and
imege of the library services. To be adle to perform such an important role and be able to compete and
survivein the changing environment of libraries, LAs do not only need to upgrade their knowledge and
learn technical skillsbut dso develop new conceptionsto cope with changes.

There have been many attempts in previous years to sudy the LAs. Nevertheless, most of the Sudies
were done from alibrary management perspective conducted by librarians or information professonds,
usudly looking for better ways in managing the performance of this group of dlied gaff. Other sudies
focused on the aspect of human resources devel opment, such as recruitment, saff gppraisa as well as
gaff training and development (Jordan and Lloyd 2002; Reiner, Smith and Ward 2003; Blagden 2006).
The research reported here is taking a different perspective. It is an interpretive case sudy research
which took place in a Universty Library in Hong Kong. The broader am is to draw upon educationd
gudiesthat investigate the nature of learning and how learnerslearn from the socia and culturd point of
view.

Adopting the framework of * Stuated Learning’ and ‘ Adult Learning’, the research specificaly amsto
study the LAs as learners and to understand the characteristics of their learning and development in the
workplace. It atempts to find out how these LAs learn and how they can learn more effectively. It is
aso hoping that by identifying the socio-culturd barriers to learning, the Library managers can have a
better underganding of how the LAS can be motivated and facilitated to learn more successfully.
Recommendations are drawn from the study for the Library to provide the LAswith amore facilitating
learning environment. Due to limited space, this paper will focus mainly on reporting the interpretation
of thefindings aswell astheimplications and recommendetions.

Theoretical Framework

Nature of L earning

Traditiondly, psychologicad and behaviourd perspectives on learning view the acquidtion and
transformation of knowledge as hgppening ingde the brain, separated from the context of the learning
environment. This focus on the interndisation of knowledge is largely cerebrd. In contragt to the
conventiona explanation of learning, socio-culturd models posit that learning is“ shaped by the context,
culture, and toals in the learning Stuation” (Hansman 2001, p.45) This theory, led by the twentieth-
century Russan psychologist LS Vygotsky, argued that “dl human activities take place in a culturd
context with many levels of interactions, shared bdiefs, vaues knowledge, skills, sructured
relaionships, and symbol sysems’ (Hansman 2001, p.45).

Situated Learning Theory

Situated Learning focuses on the rdaionship between learning and the socid Stuations in which it
occurs. Lave and Wenger (1991) Stuate learning in certain forms of *socid co-participation’, instead of
the brain of any individua. According to them, learning isa socid process, asocid activity that comes
largely from our experience of participating in dally life and they claim that, ‘ no activity isnot Stuated'.
Hansman (2001) dso believesthat learning is an everyday event that issociad in nature because it occurs
with other people. Brockbank, McGill and Beech (2002) interpret socid process as ‘the context and
conditions in which learning takes place, which will influence how intentiond learning Stuations are
created and undertaken”.




The Stuated Learning mode advocated by Lave and Wenger (1991) is context-based. 1t suggests that
we dl learn by participating in activities with others as socid beings. Situated Learning helps andyze
moativation, identity, socid interaction, participation, culture and practice in order to understand how
learners can learn more successfully. The drong emphass on 'Cognitive  Apprenticeships,
'‘Communities of practice and ‘Legitimate Peripherd Participation’ offer better concepts and toals to
dtuate daff learning and enhance the learning contexts. Among these components, Legitimate
Peripherd Paticipation is the key. Fincher (2003) says the importance of Legitimeate Peripherd
Participation has two effects. Frd, “the focus is not on learning, but on changing the identity of the
learner”. Thisis to say that legitimate peripherd participation alows not only the gpprentice to learn
during the participation but a the same time enables the novice learner to become afull participant and
eventudly the mader. The second effect is that, “without the periphera participation, the ‘exchange
vaue replacesthe’ usevaue of increasing participation”. That is, the exchange or interaction itsdf isof
less vaue than the application of what has been learned from the exchange.

Library saff members are not isolated but their behaviours, learning and thinking are affected by the
environment, including the people and the things happening around them. The Situated L earning modd,
focusing on the context and the learning environment, is particularly useful for understanding learning in
achanging environment likethe Library.

Stuated Learning dlows a framework and provides a practica guiddine for the Library to better
undergand gaff learning as wel as the motivation of the ‘old-timers and ‘newcomers. Applying
Situated Learning hdpsthe Library in facilitating amore effective learning environment for the LAs. By
redesigning the workplace and tasks, the *old-timers can be mativated to learn continuoudy while the
‘newcomers can ‘legitimately and peripherdly participate in authentic socid practice in rich and
productive ways.

Adult Learning Theory

Another theoretical congtruction thet is useful for understanding LAS learning isAdult Learning Theory.
Jarvis (2004) has suggested that human beings have the need to learn and they are lifdong learners and
that the provison of education across the lifegpan is one way by which people can satidfy this need
(p.38). Mdcom Knowles (1980), a pioneer in the fidld of adult learning, has atempted to develop a
theory specificaly for adult learning. Lieb (1991) has summarised Knowles principles and identified
the following characterigticsto illustrate how adultslearn best:

Firg, adults are autonomous and sdf-directed. They can take responsihilities but need to be freeto direct
themsdlves. Therefore, thelearning process should involve active participation and reflect ther interegts.
Second, adults have accumulated a foundation of life experiences and knowledge and they need to
connect learning to this knowledge/experience base. Third, adults are god-oriented. They appreciate an
educationd program with clearly defined dements. Fourth, adults are rdevancy-oriented. They are
ready to learn when they experience a need to know or to do something in order to perform more
efficiently. In other words, they must see a reason for learning something. Ffth, adults are practical.
Learning has to be gpplicable to their work or problem solving. Adults need opportunitiesto gpply whet
they have learned. Theimmediacy of gpplication isacriticd learning motivator. Sixth, asdo dl learners,
adults need to be shown respect. Thus, learning opportunities should not be remedid or be associated
with deficit thinking. That is, saff training should have positive congructs and not be concerned with
deficiencies.



TheContext of the Case

Library jobs in Hong Kong are occupying a rddively smal market. The recent downturn of the
economy causes different degrees of budget cuts in libraries and results in fewer job opportunities.
Fewer gaff recruited or retained means a heavier workload for the existing staff. For the LAS, the new
user requirements and expectations posts a much higher demand on their qudifications, working
abilitiesaswell asresponghilities. Although some of the * newcomers , who have been recruited under a
more competitive job market in recent years, may possess higher qudifications and better computer
ills, there are alot more of the *old-timers remaining in the fidd. Asthe educationd levd of the ‘old-
timers isrdatively low and becoming inadequate to survive and compete in the new information era, it
isthus necessary for them to be re-trained and their skillsto be upgraded.

In the Library under study, some department heads think that the ‘newcomers are in generd
outperforming the ‘old-timers . It isdso commonly believed that the ‘newcomers are more mativated
tolearn. Years of servicesand employment terms could be the factorsthat affect Saff learning. However,
no one has systematicaly identified the smilarities and differences between the two groups especidly in
thelr learning. A research is therefore needed to help the Library understand the characteristics of LAs
and their learning needs and to discover their preferred modes of learning. With the comparison between
‘old-timers and ‘newcomers  presented, the Library will be adle to have a better knowledge of the
gmilarities and differences of learning needs among dtaff of different years of service, employment
terms and types of sarvices they are involved in. The Library might dso be able to review the working
culture and how to provide acommunity of practice for saff to develop.

Research M ethod

SHection of Participants

Among the LAsin the Library, there is a combination of experienced and rdaively inexperienced staff
members. They are distinguished as *Old-timers, who have been with the Library for at least 20 years
and have been employed under the regular superannuated term. ‘ Newcomers' are those who have been
with the Library for five years or less Mogt of them have been employed in afixed term contract. They
do not enjoy the same job security and fringe benefits such as number of annud leave days and
dlowances asthe ‘old-timers . Due to the different remuneration employment package, the ‘old-timers
and ‘newcomers may have different perceptions of learning needs, moativetion, satus and identity,
learning preferences, and percaived barriers and facilitatorsto learning.

A briefing sesson was firg conducted to invite dl LAs of the Library to participate in the research.
Based on the years of service and work areas on the data sheet completed by saff, those who were
willing to join were divided into four segregated groups - Public Services *Old-timers (PSO); Public
Sarvices ‘Newcomers (PSN); Technicd Services ‘Oldtimers (TSO) and Technicd Services
‘Newcomers (TSN). A totd of 12 LAS, three from each group, were invited to paticipate in the
intengveindividua interview sessons.

Intensive Interview

An ungructured interview gpproach was adopted with 8 topics pre-set for the interview questions to be
based on:

1. perceptions of learning needs,

2. Effective modes of learning preferred

3. Identity and Status perceived

4. Mativetionsto learn

5. Opportunitiesand practice of interaction and participation in the working environment




6. Current Saff learning opportunities and frequency
7. Perceptions of barriersto learning
8. Perceptions of fadilitatorsto learning

To explore eech topic, aseries of questions were asked to probe for more specific information. With the
participants consent, dl interviewswere audio taped.

Data Callection and Coding

The information obtained from the tgpe recordings were transcribed and coded. The answers were firgt
liged by topics and then reorganized so that smilar viewpoints towards the same question were put
together. The responses werefindly grouped into themesfor anayss.

Unit of Analyss
Stuated Learning models have particular concerns centering on four issues. They are Persond —

Identity and Mativation; Socid — Interaction and Participation; Practicdl — Community of Prectice
Cultura — Cognitive gpprenticeship. These issues are dso the concern of Adult Learning Theory and
gudies on learning environment in generd and they were therefore developed to be the categories and
themesfor theanalysis. The unitsof andysswerelised in Table 1.

I nter pretation of Findings

Typology of Learners(see Table 2)

According to the different perspectives and mativation of learning, three types of learners have been
identified, namely the ‘ Instrumentd Learners who areinterested more in the tangible rewards that come
with learning, the ‘ Compliant Learners who learn whatever is required in order to perform their duties
and the ‘ Proactive Learners who are atracted to lifdong learning. The research findings did show that
dl the ‘Ingrumentd Learners are the ‘old-timers. Nevethdess, dthough more ‘old-timers are
‘ingrumenta’ and * compliant’ learners, and more‘newcomers are* proactive’ learners, there are indeed
mavericks. In the category of ‘Compliant Learners, there are three ‘ newcomers and one‘old-timer’. In
the category of ‘Proactive Learners , there are three newcomers and two ‘old-timers . In other words,
some ‘newcomers dood out as being ‘compliant’ while some ‘old-timers sood out as being
‘proactive . This demondrates that the typology is not derectypica. Thet is, not dl old-timers are
‘Ingrumenta Learners and not al newcomers are ‘Proective Learners as many library managers
would have expected.

Perception of Learning Needs

From the data analysed, it was found thet the perception of learning needswasiin fact directly rdaed to
the types of learning styles. When asked about what knowledge and skills they thought LAs should
acquire, the ‘Insrumenta Learners suggested some very basic and generd sKills such as keyboard
skills and Chinese character input method. Thiswas understandable as they were the group who did not
see much need to learn. Since they were not interested in learning, it was naturd that they believed basic
skills were adequate for their jobs. This group aso assumed their own experience and common sense
were enough for their job.

Mogt Compliant Learners referred to learning largely as work rdaed. They therefore focused more on
the practica library-oriented skills such as cusomer sarvices, how to handle complaints, cataloguing,
classification, and o on. Some other * Compliant Learners would learn skillsthey wereinterested in and
which were useful to ether their current job or future job opportunities.



For the ‘Proactive Learners who saw learning as a long-term ongoing process, knowledge and skills
were not limited to ther job environment. They had suggested thet they wanted to learn higher level
knowledge and skills such as secretarid, managerid, referencing and researching skills. One important
point raised by this type of participant was thet they thought LAs needed to be multi-skilled and they
preferred aworkplace that could offer alarger variety of tasks. Some of them had experiencein working
in the branch libraries and pointed out that because the team of gaff of a branch library was usudly
amdler than that of the main library, each saff member needed to handle a larger range of tasks. This
was in fact beneficid to gaff learning, not only in terms of the variety of skills learned but dso job
interest and job satisfaction.

Effective Learning Modes

When the LAswere asked what they thought about the learning activitiesin the current workplace, their
reponses were quite Smilar. They were generdly stisfied with the frequency of the staff development
programs organized ether by in-house professonds or by the centra Personnd Office of the Universty.
These activities usudly included indructiona courses and workshops. However, most of them admitted
that if there was no difference between learning and not learning, it would be difficult to expect g&ff to
learn peragtently. Therefore, they needed to be offered favourable learning environments where they
were encouraged to learn and that they knew there would be some consequencesif they did not learn.

It was dso reveded from theinterviewsthat to the LAS, the gpplicability of the content was an important
criterion when a learning activity was evaduated. Although there were workshops and other more
activity-based training programmes, not dl the contents of the courses were rdevant to the daff's
particular learning needs. One barrier that deserved particular attention was the lack of gpplication and
evauaion of what had been learned. Thus, it was not adequate for the inditution to just offer learning
opportunities. Staff dso needed to be given chances to goply what they learned from the devel opment
COUrses.

For the same reason, both the *old-timers and ‘newcomers of the Technical Services did not welcome
the Library’ s job sharing arrangement and to take part in working a the service counters. They did not
recognize this as a learning opportunity because the knowledge and skills were not gpplicable to ther
job duties. As dated in the Adult Learning Theory, the adult would only learn when they found the
knowledge or skills useful to ther respongbilities. The Libray management believed that the
requirement of multi-task and multi-skills in the sharing of the counter rogter might enhance LAS
moativationto learn. Y et the LAs obvioudy disagreed. It demondrated thet there was dways discrepancy
between the organizations god s and staff goaswhich was an issue thet required specid attention.

The research has illudrated that even though learning attitudes are quite different, there is however, a
common agreement that contextua learning taking placein thered Stuation isthe mogt effective way of
learning. Embedding learning in authentic professond practices is thus essentid. It is dso understood
that the participants welcomed more daff participatiion chances in group learning projects. It is
commonly agreed among the LAsthat socid group interaction and apprenticeship are useful and helpful
infacilitating Saff learning.

L earning Needs and Work Background

Some of the ‘old-timers' did not see much need to learn. The fact that they were not required to learn by
theinditution madethe‘old-timers believe their experiences were adequate for their repongbilities. As
amater of fact, they could ill carry out their daily duties and thus would only learn when necessary
knowledge and skillswere required by certain tasks or projects assigned to them.




From the responses of the interviews, it was suggested that more ‘newcomers had alarger variety and
higher leves of learning needs than the ‘old-timers . The former did nat only learn the library-related
knowledge and skills to handle their responghilities, but they dso wanted to learn more generd and
broader skillsfor future use. Thiswas because mos ‘ newcomers were usudly not certain whether they
would stay intheLibrary or work in other fieldsin thefuture.

| dentity

e Organizationd Culture and | dentity

From the data collected, it showed that most of the LAs had the feding that their importance was not
recognized and that they deserved a higher status than what they were receiving. They therefore needed
ahigher degree of recognition of their importance. They aso wanted to be given more authority in their
duties a the operdtiond level. However, the Library is a traditiond Chinese organization. Chinese
people are more conservative and reserved. They will not indicate explicitly their learning needs or
initiate asking for learning resources and support. They are dso more class conscious and are not
confident enough to voice their needs and how they fed. They are not prepared to talk about their needs
and hestate to express what they genuinely think. They will only keep their fedings and grievances, if
any, tothemsdves. Apart from ardatively few voca people, many never complain.

o Legitimate Peripherd Participation

Anacther meaning of identity, according to Lave and Wenger's (1991) definition, isthe status of being a
‘newcomer’ who is on the periphery of the community. Legitimate Peripherd Participation involves
"the process by which ‘newcomers become part of acommunity of practice’ (p. 29). Y et not many of
the LAs are interested in becoming afull participant. For the Indrumentd Learners, they believed they
had no future in their career and there would be no further development chances no matter whether they
learned or not. Their identity in the sense of salf image and position prospects was low and discouraging.
However, they in fact possessed vauable experiences since they had gone through the process from
being ‘newcomers to thar current position so they had the potentid to be trained as masters to hdp
develop the‘ newcomers .

Whether the *newcomers want to become a part of the community dependslargely on how they seethe
Library astheir long-term career. It was demongtrated that the Compliant Learners were conscientious.
They had no desire to fully participete in the Library community because of a lack of interest. The
Proactive Learners wanted to equip themsdves. However, if there was no chdlenging and prospective
job development, they may prefer to learn something outside of the library field and the Library may not
be dbleto retain them. Inthiscase..

Mativationto Learn

Any learning syssem which can be made sustainable must be directly rdaed to motivaion. Only
motivated gaff will learn continuoudy. As Joy-Matthews, Megginson and Surtees (2004) date that,
‘without the desire or mativation to learn, failure is predictable’ (p.99) Participants motivation seemsto
be affected mostly by their perception of what would be achieved by learning and dso their career future
—a'future tha saff would look for. What the LAs need mogt isin fact dear and smple. No staff will
be interested or motivated to learn if they believe they have come to a dead end. Sense of importanceis
aso animportant factor affecting their mativation to learn. The*old-timers are not motivated to learn as
they think that their importance has not been recognized and their experiences have not been made good
use of. On the other hand, because of ther dissatisfaction with the remuneration and gloomy job
prospect, the * newcomers’ motivation to become full members via Legitimate Peripherd Participation
has dso been adversdy affected.




Library leaders may need to fird tackle the issue of sense of importance and give aff hope for a better
future before daff’'s motivation to learn can be enhanced. Paticipants in generd believed that
‘newcomers were more willing to be trained yet the mgority of the LAsworking in the Library were
‘old-timers who did not seethe need to learn.

The gaffing in the Library had been very stable in the past decade. Many of the LAs had served more
than 10 years and a lot of them had been doing the same job ever snce they darted. These daff
members, who had dready secured a permanent pogtion, were not enthusiagtic about changes or
learning opportunities. As there was a very dight chance for further advancement and there was no
tangible reward for development, mativation to continue to learn was low. In other words, if therewasa
chance or something they could look forward to, the * old-timers would be more motiveated to learn.

Asfor the ‘newcomers , what they treasured more was to be trested fairly, thet their contribution would
be recognized and there were chances for development. In the eyes of the ‘newcomers , as reported in
the research, the *old-timers were not interested in learning and thus unable to cope with the new
environment. Although some‘ newcomers believed the ‘ old-timers should learn more, they understood
it was difficult to learn with their age and job security. It is interesting to know that while most
participants thought the * old-timers' were not motivated to learn, two ‘old-timers seemed to believe the
‘newcomers were not as motivated to learn asthemsalves.

In anutshell, the Instrumenta Learners were not interested to learn because they bdieved they had no
future. The Compliant Learners were not interested to learn library skills because they did not find the
job interesting enough. The Proactive Learners were willing to learn but might not necessarily learn
library rdaed knowledge and skills unless they knew there was something more chdlenging and
ingoiring for them. It seemed that the three groups of learners had a common moativator, thet is,
something they could look for in the future.

Bariersto Learning

The participants had provided aligt of barriersthat would discourage them from learning. It seemed that
the perspectives on barriers were quite individua and varied. Some of the bariers reveded by the
participants matched the deterrents surveyed by Shen, Lee and Chan (2002) such as‘lack of time, ‘ need
to take care of family’ and ‘course not useful’. The barriers were categorized into four types: internd,
Stuationd, sysemsand culturd.

e Internd Bariers

Internal barriers were those rdaed to the individud’'s persond viewpoints and perspectives. They
include: ‘do not seethe needs, ‘age, ‘family/children ties, ‘no intere’, ‘no ambition’, ‘do not want to
day in the career’, ‘incapablée, ‘unhappy with the environment’, ‘low identity and status, ‘persond
priority’ and ‘ no dtractionin thejob’.

« Studiond Bariers

Stuationd barriers were those rdaed to work practice and arrangement. What the participants had
suggested included: ‘time not dlowed a work’, “dull tasks with no job variety’, ‘workload too heavy’,
‘counter duty/night shift’, ‘financid — course fees, ‘wrong maich between job handled and sKills
learned’, ‘no chance to practice what has been learned’, ‘courses not specificdly job rdaed’, ‘no
practice & red tasks, ‘venue of training too far and not convenient’, ‘ repetitive work makes learning
boring’, ‘knowledge/skillstoo difficult to learn’ and ‘ no increment awarded (specificaly referring to the
certificate course which offered one sdary increment to graduates years ago but the reward had been
canceled later)'.



e SydemsBariers

Sysems barriersrelated to the Sructure of the organization. * Chances of promotion’ isone of them. Five
participants believed that ‘no job prospect’ and ‘no job certainty’ were barriers to thar learning. One
TSN suggested that if learning did not make any difference to the job progpects, no one would be
motivated to learn. It was quite surprising to see that more ‘old-timers  than ‘newcomers thought the
fact that the job insecurity of contract term employment would discourage staff learning yet only one
contract staff mentioned this point.

o Work Culture Barriers

Cultura barriersreferred to the norm and atmaosphere of the Library. ‘ Lack of inditutiona support’, ‘no
peer recognition’, ‘peer pressure’, and ‘discouraging attitudes of supervisors were the four culturd
barriersligted by the participants.

Fadilitatorsto L earning

Mog participants thought tangible support from the employer such as ‘incentives , *gponsoring time,
‘gponsoring course fees , “ stable working hours, * offering venue, ‘ offering job security’ and * additiond
sday increments would dl facilitate themto learn.

There were dso other kinds of support the participants would welcome. These included ‘ more course
vaieies, ‘environment dlowing practices, ‘internd trandfer’, ‘opportunity to apply what has been
learned’, ‘channd for gaff to raise suggestions, ‘ supervisor and inditutiond support’, ‘demongrating
that Saff are being vaued', ‘recognition’, ‘praisg, ‘more choices of tasks , ‘more training opportunity’,
and ‘fair management’.

One participant reveded thet ‘job variety’ could be a very good fecilitator. Based on the participant's
experience of working at a branch library, he thought that multi-tasking offering a variety of duties did
not only facilitate gaff to learn more knowledge and skills but aso make the LA’ sjob more interesting.
All participants agreed thet learning is more effective and efficient when it happened in the redl work
Stuation and thought it was worthless to learn any knowledge and skills that were not going to be
gpplied. One participant even thought thet the Library should force g&ff to learn while another thought
the organization should play amore active role in encouraging gaff to learn.

I mplicationsand Recommendations

Needs Assessment

Because there is such adiversty of learners and each of these types of learners holds different atitudes
to learning and has different learning needs, we have to understand the characterigtics of each type of
learner in order to help them learn effectively. The Library is therefore in need of a thorough and far
needs assessment to Sart with.

Kazanjian (2002) indicates that ‘workers are evolving human beings who need continud learning’ and
‘We mudt learn to dways learn’ (P.6). Jarvis (2004) has d<o cited various research gatidtics to prove
that the human being has abasic need to learn, aneed that may be asbasic as any of the needsidentified
by Madow in hiswdl-known ‘hierarchy’ of needs (p.34). Before any practica recommendation can be
meade about how to provide learning opportunities to the participants of this research, we need to firg
find out what the learning needs of the LAsare. Some of them learn for tangible rewards, othersfor their
own persond interest or sdf-actudization. Assessng needs and interests is therefore necessary to
understand each type of learner, identify the potentid of each staff member and what should be done to
help them learn.



Needs assessment mugt be seen as the process of helping adults think through the reasons for ther
initialy expressed needs. It is an essentid reference for planning and designing of gteff training and
development. Idedly, there will be a persondized devdopment plan for each individud. It is dso
necessary to find out how individua and organizationa needs can both be met a the sametime. Sinceit
is impossible for dl gaff to participate in development activities dl in one go, need assessment dso
makes it eeser for the managers to st priorities according to the functiond or operationa needs, and as
well asadegree of urgency. Managers can then prepare the calendar of events of who attends what and
when.

A gandard in guiding the leved of skills and knowledge that saff of a particular postion should acquire
is adso important. According to Adult Learning Theory, people are ready to learn when they experience
aneed to know or to do something in order to perform efficiently. However, because the knowledge and
skill requirements of the LAs were not clearly defined in the Library, naither the managers nor saff
knew what needed to be learned. It istherefore difficult to tell to what extent the development programs
had helped in g&ff learning.

To improve, the Library managers certainly need to sudy staff needs sysemdicdly through scientific
goproaches such as survey or interviews, they need to understand the different perceptions and needs of
the three types of learners in particular o that they can then plan, design and implement a new daff
traning and devdopment scheme accordingly. The following recommendations focus on how the
Library can take an active role in the persond, practica, socid, structurd and culturd aspects to hep
gaff learn. In addition, the recommendations will dso make reference to Senge's (1991) five disciplines
of learning organization. This is because the ‘Learning Organization' as described by Senge is a
powerful dructure facilitating daff’s dtuated learning. The discipline ‘Persond Madery' refers to
persond development; ‘Team Learning’ is connected to socid participation and interaction directly;
‘Shared Vison' is more about the dructure of the organization, ‘Mentd Modds and ‘Sysems
Thinking' aredosdly rdated to culturd issues.

Persona Agpects

In the Library system, athough there had been anumber of training courses offered by the Library and
the centra Personne Office, the courses could hardly cover the LAS needs because different LAS
required different kills to perform their own tasks. Besides, the knowledge and skills the LAs need to
learn are usudly specific to library-reated knowledge and skills and more of a problem-solving neture,
involving theflexibility of transferring knowledge from one case to another. Unlike solving aproblemin
mathematics, there is no formula and no standard answer for the LAs working a the service counters
which often require ingant thoughts and intuitive responses. Saff certainly cannot learn these kinds of
abilities by just ligening to ingructionsin classes. Therefore, many devel opment courses run in the past
were not beneficid tothe LAsin ther actud job duties.

e Cognitive Apprenticeship

To the LAs, partnership, mentoring, scaffolding and collaborative learning may be more useful than
gandard training and development programmes. Apprenticeship usudly involves moddling in Stu and
scaffolding for learnersto get started in an authentic activity. That is, the more experienced membersin
the Library may teach the less experienced in the real work environment. When an LA isassgned atask,
they can be treated as an gpprentice to be paired with aprofessond librarian or an experienced LA for a
reasonable length of time. In this case, the gpprentice can observe and learn how the more experienced
member, asamodd, tackles the task in an authentic Stuation. Becausethe LAslearn from the* coach’ to
ded with red problems, they will build up skills and experience in handling the future problems by
themsdlves
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The benefit of offering gpprenticeship can dso betwo-fold. It isbeieved that not only canthe LAslearn
more effectively in such a process, the experienced saff who shared their knowledge and experience
will so be able to learn collaborativey. It helps saff especidly the ‘newcomers to learn new skillsin
the red gdtuation. At the same time, it makes good use of the experiences of the ‘oldtimers by
developing them to be the ‘masters . One of the participants PSO1 reveded that he was very unhappy
because hisrole in the office had become less important since the new supervisor came. His sdif-esteem
had been affected and he had alot of grievances. If ‘old-timers like PSO1 could be trained to be the
mesters and help coach the less experienced gaff, they would have ahigher sdf-identity.

e Pasond Madery

Senge's (1991) concept of ‘Persond magtery’ is useful here. Organizations benefit from encouraging
their peopleinthedirection of Persond Magtery. IntheLibrary, it isrecommended that the management
pay atention to the saff’ s learning potentia and help them learn to learn. For each saff member, there
should be a dear message, passed through formd and informa channds, of what kind of growth and
contributions are expected from them. This guiddine can enable the daff to develop a matching
persond vison which isnot just awork-reated performance but aso saf-development. Individud staff
must then be encouraged to see postively the current redity through regular supervision sessons —that
IS, the gap between their long term vision and current output. Staff members aso need to be assured that
the gap can be shortened by their on-going learning with organizationa support.

Practical Agpect

e Stuated Learning and Community of Practice

Adults are precticd. They prefer to learn problem-solving knowledge and skills and they need to goply
what they have learned in the red gtuation. The Library line managers may therefore consder
integrating forma and informa learning into the working routine.

The concept of 'Communities of practice isto Stuate learning in ameaningful context. Communities of
Practice are sdlf-organized and sdlected groups of people who share a common sense of purpose and a
desreto learn and know what each other knows (Lave and Wenger 1991). One suggestionistodesigna
work practice programme, with a cognitive gpprenticeship concept incorporated, for saff to develop
various skillsin various departments. The work assgnments can integrate as many learning practices as
possble. The LAs will then be able to learn while they work and can apply what they have learned
directly to ther work. At the same time, saff learning should be recognized formdly and a clear
message pasad on so that saff members understand learning does make a difference in the eyes of the
managers

To enadble g&ff a practica learning environment, the Library may st up a system, which defines what
skills are needed for each position and provides guiddines for the proficiency leve of each kill. As
mentioned earlier, adults are god oriented learners and appreciate learning programs with dearly
defined dements. From the inexperienced ‘newcomers to the more experienced ‘old-timers, there
should be a mechanism that can guide each of them to deveop ther proficiency in each kill. That is,
gaff will know which levd they arein and what e se they requireto learn more to improve further. The
managers may dso pass on the message via dructurd activities such as annud apprasd, regular
supervison, and formd sharing.

The LAs should aso be induded in the organization's information flow and policy level decison-
making as much as possble to boost motivation and enhance individud sef identity. Staff should be
given more room and responghility to participate in policy and decison making. Thet is, not only the
particular tasks they need to handle but aso centrd activities on ahigher level. Some of the participants
of the research d0 reveded that they were cgpable of contributing more a the policy making and
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planning leve. Involvement in palicy-planning and decison-making may aso become agood learning
opportunity for saff.

e Multi-skilling and Job Rotation

Multi-skilling enhancesidentity and in turn, motivation to learn. Job rotation alows gaff to learn awider
range of knowledge and abroader leve of kills. In view of the budget limitations, thelibrary canam a
low-cogt or even no-cogt options and make fuller use of the exiding resources. The library is a
workplace with diversfied job duties, ranging from counter services that require communication and
interpersond skills to cataoguing that requires specific knowledge and technicd skills. A wel-planned
job rotation or sharing scheme can make work more interesting and stimulating and equip staff with
multi-skills

What Coffidd (1998) has commented on job rotation is Hill vaid today — it can ‘prevent burn-out,
bureaucratic routines and resstance to change . He thinks that employees will “develop new idess, will
be inspired, improve cross-departmental cooperation and understanding and upgrade their skills and
experience interndly”. He admits that “shifting people around cregtes problems for hierarchies,
competences, sdaries, and datus but it is worth the trouble as it can improve flexibility and create
dynamic interaction within itsworkforce’ (p.15).

From the research, it seems that the two ‘newcomers working at branch libraries were more confident
of their gatus and the knowledge and skills they learned. They reported that it was good to get in touch
with avariety of skills. As TSN3 pointed out,
In branches, there are many varieties of tasks so daff can act as a coordinator of different
projects which strengthens the sense of belonging and contribution. There are dso opportunities
for branch g&ff to participate in the events organized by the main library which enables good
learning experiences. (TSNJ)

Multi-skilling and job rotation can be good practice only if adopted in the authentic environment. The
re-deployment of LAS to different departments due to operationd needs offers the LAs more learning
opportunities to acquire and upgrade necessary knowledge and ills. In-house training programmes
designed for learning specific tasks are dso particularly useful. What the Library needs furthermoreisto
enhance socid interaction among gteff, fadilitate active participation in activities, strengthen learning
resources, support acommunity of authentic practice, and dlow learnersto share in the design, process,
and evauation of their learning activities

e Human Resources Deve opment (HRD)

HRD is a continuing process and it is a lifdong pursuit and thus can be designed to meet both the
organizationa gods and individud’s learning need. As suggested by Joy-Matthews, Megginson and
Surtees (2004), HRD ‘encapsulates dl learning that enables individua and organizationd growth (p.7).
A successful effective HRD is one that is participated at al levels, persondized; problem oriented and
with effective evduaion and follow up measures. HRD, if sysemdtic, planned, organized and
scheduled, can be used as the most powerful tool for the library to develop a culture of sdf-directed
learning and promote the concept of lifelong learning among not just the LAS, but dl g&ff in generd.
Mogt importantly, the knowledge learned from training can be gpplied in red life. Standard leves of
knowledge and sKills of each position should dso be made very dear 0 that staff know what and how
much they need to learn to perform and/or advance.

The Library does not have aHRD policy of its own. The Personnd Office of the University organized

HRD activities for dl leves of gaff. Mogt of them were topic driven such as courses on ‘ Customer
sarvices and ‘ Coping with gress' . These courses are usudly indructiond or workshops with games and
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exercises designed for agenerd audience but not particularly for the library aff. The library managers
would be informed when development programs were available and they were free to nominate their
subordinates to participate. Apart from the centrd activities, the Library’s computer officer would
organize courses for saff on computer software gpplications occasondly. Staff members who attended
courses, whether run by the personnd office or interndly, were not required to give formd reports
afterwards.

To facilitate more effective and saff-oriented learning system, the library may formulate its own HRD
policy that states explicitly the organizationd targets and objectives, which mugt be achievable. Since
the Library is operated in an environment of change, the goa's should be s&t to prepare the LAS to meet
change congtructively and confidently.

The LAS, especidly the experienced ‘old-timers, should be provided more chances to participate in
higher levels of training. To ensure the staff can benefit the most from the training, they may be required
to submit aformd report and/or share what they have learned with the other colleagues. This does not
only help further develop their communication and presentation skills but also benefits those who cannot
participatein the sametraining.

Appraisa could be made use of in gaff learning. In fact, gopraisd exercises, if used intheright way, can
be an effective and powerful tool for saff learning. However, most of the participants did not find the
annud gdaff gopraisd any good for ther learning. To improve, the annua daff gopraisd should be
linked to HRD in adirect and clearly defined way as To (2007) suggested (p.314). Appraisa reports
should provide vauable information on wheat the individua gppraisee needs to be improved and how it
can be improved as suggested by the gppraiser. Moreover, a dear lig of what they have learned and
gpplied to the actud job environment should be reported on in order to maximize the impact of the Saff
learning and devel opment programmes in which the gpprai see had participated.

Socid Agpects

Adults are autonomous and sef-directed. The learning process should involve active participation.
Because learning is socid in nature and people learn to a large extent from socid interaction and
socidization, socid environment should be given ahigher priority.

e Interaction and Participation

From the information gathered in the research interviews, most ‘old-timers and ‘newcomers had
expressed thelr needsto learn together with others. A team work approach should be adopted and strong
team learning intentions should thus be encouraged to help saff develop asense of beonging.

Itistrue that mogt of the LAS need to work done when serving users a the counters and rardly have any
chanceto learn from fellow colleagues. However, there are dso many other rddively inexpensve ways
to assg thair learning and devel opment. The mentoring programme, peer group coaching (Robb, 2000;
Werner and DeSimone, 2006) and study groups (Robb, 2000; Zepeda, 1999) are dl worth exploring.
Hansman (2001) has drawn a good example of how people, who normdly work done, can il learn
from others. As ateacher hersdf, she has described how she learns from peers through activitiesin sdlf-
organised sharing groups.

Thisgivesaussful reference for the Library. The LAs should be provided with more learning resources
and support to form working teams across boundaries to develop socid interaction and strengthen inter-
branch and inter-department communication. If the LAs can be encouraged to organise their own
sharing groups, &t their own agendas and etablish their own leadership, members will fed more
connected and will be ableto learn from each other.
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e TeamlLeaning

A collaborative event is an example of socid activities in which the LAS of different departments can
jointly work together and learn from each other. As mentioned by the participants, the Library
occasondly held library related events that involved various branches and departments. Staff members
come from different branches/departments to work together as a group for the events. These kinds of
collaborations are good opportunitiesto devel op teamwork and team Spirit.

The Library leaders should promote more cross-divisond and cross-functiona units of collaboration
and interaction o that Saff can learn as ateam. The supervisors should encourage gteff to take turnsto
participate in these ectivities Of course, not dl saff members are interested in group activities such as
working at the reception or in the publicity programmes. Some of them may not fed comfortable or
confident. Staff with no experience or who have little interest in sarving the public are not enthusiagtic
and may not acknowledge the value for them. The Library therefore needs to have agood understanding
of gaff needs, interests and abilities before assgning tasks and a the same time, train and develop those
who areless competent.

Structural Agpect

Many issuesraised by the participants of the research were rdated to the sructure of the Library fidd in
generd and the Library they were working in, in particular. The tangible and non-tangible rewards
which the LAs regarded as the most important motivator and the wish of a more promising career
prospect were directly rdated to the saffing and organizationa structure. Here, it is recommended thet
the Library may condder restructuring in order to creste more opportunitiesfor staff.

e Moativator
It isobviousthat the LAS cared very much about their own future development. Most participants of the
research, especidly the ' Indrumenta Learners , clamed that tangible reward was the only motivator for
learning. However, there were not enough pogtions on the ladder for the juniors to move up. The
promotional position for the LAswaslimited by quata’. Asreflected by the participants:
“Some of them (‘old-timers)) have worked in the library for quite some years and found thet
thereisamog no chance for promotion and so they don't think they need to do further sudy. If
there are more grades in the structure and people can be upgraded gradudly, or if a person can
seewhen they work harder, they can go up, they will learn more.” (TSN1)

Other participants also revedled their needs of aflattened internd structure in which they can have more
opportunities and brighter career progpects To a loose coupling organization such as the Library,
flattened dructures and participatory management may enhance daff's awareness of what the
organizationd gods are and may in turn fadlitate the accomplishment of those gods However, as
described by Werner and DeSimone (2006), given the flattening of organizationd hierarchies, some
plateauing is inevitable, and it is important for organizations to find a way to maintan employees
moativation and effectiveness. Successful plateaued can be achieved by effective job performance and
satidfaction (p.495).

To creste more positions on the ladder but a the same time maintain a more flattened sructure, the
Library may need to re-think the structure and create more promotiona chances. Ingtead of a pyramid
shape of dructure, with ten times more LAII than LA, it may be a more flexible structure with no
restriction in the proportions between the two ranks. The operationd tasks can be categorized according
to thelevd of skillsrequired but the mgor supervisory respongbility can be retained in the hands of the
professonds. As long as an LAII has acquired the knowledge and skills needed and performed well,

! One LAl among ten LAII.
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they will be able to take up the LAI pogition. Although this means that the Library leader may need to
meake bold recommendationsto the university a atime of agenerd economic downturn when saving on
the gtaffing budget has become the main objective, this is necessary to enhance staff morale and team

Spirit.

To boost the morale among the ‘newcomers, other than the equa promotiona opportunity, their
employment term could also be devated. Asa‘ newcomer’ described,
“Contract should be renewed for a longer term if they have dready worked for a long time,
epecidly if there are established pods. This (short contract) is not good for the saff and not
good for the organization.” (TSOL)

Apart from tangible rewards, many LAs thought that they deserved higher status and recognition. They
needed the feedback and support from the managers on whether thair performance was up to sandard.
They dso wanted to be assured that their contract would be renewed as long as they continued to work
hard. Many ‘old-timers dso needed something to look forward to. That is, they needed to know that
there were dtill chances for them, and they Hill have afuture. Thisis not necessarily career advancement
but enhancement of self esteem, identity, as well as job satisfaction. Developing the ‘old-timers' to be
the ‘magters of the apprentice ‘newcomers is one practicad approach. According to adult learning
theory, adults need to connect learning to their life experiences and knowledge. The ‘old-timers
themsel ves can dso learn more when sharing their experiences with the ‘ newcomers .

e Enhance Professondism

In the new dectronic age when print collection is no longer the center of importance, libraries should be
transformed from the traditiond collection-oriented functiond entity to a people-oriented and access-
oriented interface. Many libraries organizationa gods are to provide good qudity professond services
that match the clients' informeation needs and expectations, yet the Sructure is often contradictory to this
godl. Libraries often consst of many more non-professond saff than professiond staff.

Professondism is an important issue. Unfortunately in recent years, some academic libraries in Hong
Kong, in order to save on thar budget, hired library-traned professonds yet Hill offered them non-
professond, cdericd titles such as Executive Officers or Project Coordinators. This measure has
downgraded the profession. It does not only lead to adeclinein the working conditions of the employed,
but dso crestes avery poor image of the profession asit mideads the outsdersto think that alibrarian’s
job can be done by an ordinary adminigrative support staff member.

It is of course not easy to train the non-professond saff to become professonds but the Library may
target upgrading the LAsto the pargprofessond leve through forma and informd learning. With more
qudified aff working a the front line, it is more likely to heighten the sense of service mindedness
among gaff and improve sarvice qudity. Asaleading university library in Hong Kong, the Library can
participate in lobbying forma education for the LAs o that they can have a better chance for career
development and advancement.

In the long run, the Library can recruit LAs with higher qudification. Many supervisors who are more
concerned about the turnover rate tend to recruit staff who can just meet the minimum requirement of
the LA position which ishigh school graduates. However, in view of the fact that many LAsworkingin
university libraries need to serve the teaching scholars of the university directly, their general knowledge
and credentias areimportant.

Ancther recommendation is to enhance subject-oriented specidism among gaff. This is Smilar to
assigning a team of gaff to work in a subject branch library. Teaching physics, for example, requires
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different information skills and resources to teaching French. It will be beneficid if the Library can
provide subject-oriented services. Library staff members will welcome this change as it dlows them to
develop more specific skills, and to become more closdly involved in learning and teeching.

e SharedVison

Support can be provided to help members of the organization a dl levelsto see “how the vison rdates
to their work and how they can hep move towardsit” (Pieters and Y oung, 2000). Staff need asmple,
essy-to-follow and will-share vison. Apart from an easy-to-undersand meaning, saff members dso
need a vison that is generated from collaborative interest; one that they are happy to share. This is
because according to Adult Learning Theory, people learn best when they grive to accomplish things
that matter to them. If the vison is something related to g&ff, it is more likely for them to identify the
COMMOoN purpose.

A good example is found in Pieters and Young's (2000) study, a cusomer service company has a
shared vison of ‘ high customer focuses . Thevisonissmple, clear enough and relevant to thejob of all
daff. It is therefore not difficult for saff members to share and identify the gods and the necessary
atitudes they need — that is, to wak extra miles to make their customers fed vaued (p.109). Can this
gmilar vison be adopted in the Library under sudy? Can the library smply am ‘to become alearning
organization'? Since staff will be benefited when they learn with the organization, this vison may be
more aitractive than vison like ‘to be the best library in the region’ or ‘to be the top X library in the
world'.

Cultural Aspect
Why did some of the aff become uninterested to learn? Why are the Compliant Learners no longer

interested in their job? How can they be motivated? These questions are rdaed to the culture of the
organization and the mental models of gaff.

e Mentd Modds

As Fullerton (2004) described, ““Mentd models are deeply ingrained assumptions, generdizations, or
even pictures or images that influence how we understand the world and how we take action. Senge
(1991) says, ‘ These models have effect on our perception and behavior, and have the power to move us
forward or hold us back” and he suggests organizationd leeders to find out “what stops or discourages
people to express themsdves and communicate fredy.” His management principle is ‘don’'t push
growth’ but “try to find and remove thefactorsthat limit it'.

The Library management should therefore need to know what hinders people to expressthemsdves and
what helps them to communicate more fredy. For example, it may be something to do with the Chinese
tradition. It was mentioned earlier that in Chinese culture, it is common for saff to not voice their needs
and grievances openly. Many Chinese ae rank conscious and beieve tha if they express ther
disstisfaction, they are chdlenging the authority. Yin (2003) when interviewed by the China value
professonal social network dso explained the Chinese culture of ‘if it does not involve you, it is not
your business . In this case, open minded supervisors are required to encourage Saff feedback and creete
moreinforma channdssuch associd activitiesto collect comments and suggestions.

e SysemsThinking

Senge's ‘ Systems thinking' discipline is a conceptud framework. It provides ways of understanding
practica busnessissues. ‘ Systems Thinking' integrates dl the other disciplines. To further develop the
daff’'s sense of systems thinking, some good references can be found in the literature. Such as Martin's
(1999) ‘research teams and Pieters and Young's (2000) ‘sensing meetings . They demondrate how
amdler groups of gaff can be useful. Smilarly, thelibrary can establish aresearch/working group which
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congds of front line professonds or line managers across departments. Because they work a the
ground levd, they should understand better what the needs of the mgjority are. These members can look
a the organization as a unified structure and discuss and identify aress where most staff would welcome
changes and generate new ideas on what and how changes can be carried out in digning with the
indtitutiond gods.

7. Concluson

In the new information age and dectronic world of the twenty firgt century, libraries are facing an
unprecedented changing environment. For an organizetion to be able to survive in the ever changing
environment, it needs alearning dement that will enableit to adapt to any rapid rate of change. The LAs
are the key resources of the Library. It is sgnificant for them to learn and develop because they play a
crucid rolein the library. Dyckman (1992) more than a decade ago clamed that ‘Library assstants are
dready a crucid component of libraries. However, they are often overlooked, underpad, and
unappreciated, and a steedy supply of replacements is taken for granted’ (p.77). In Hong Kong, the
gtuaion may not be in such an extreme date yet because more and more work that was usudly a
professond librarians responghility has been shifted to the LAS, but the learning and devel opment of
thisgroup of dlied s&ff deserves more tention.

Asmentioned by Cihak and Monroe (2003), liberating library support saff isthe smpleway to increase
overd| efficency, cusomer service, and customer stisfaction. A liberated gtaff will cause library
processes to improve, customer sarvice to expand, and individud growth and development to soar
(p.12). However, it isimportant to note that the training of pargprofessionas should be kept in pace with
the use of pargorofessonas (Mozenter, Sanders and Bellamy, 2003).

In fact, pargprofessond training is necessary not only to upgrade the knowledge and skills of the LAS
to share the increasing workloads but dso to create a channd for further training and upgrading to a
better career progpect. As Cihak and Monroe (2003) have advocated, “ Everyone wants to work in an
organization that vaues individua tdent. Library leaders can sarve as ‘tdent scouts by matching
individud talent or strength to library opportunities and chalenges that need to be met (p.13).

The learning organization is proclaimed to be the mogt effective organization to cope with changes and
innovetions. In order to creste a more effective, sustainable, saff-oriented learning system to facilitate
the professona devdopment of library gaff, the Stuated learning gpproach is recommended for the
Library. It is essentid for the Library to make known to saff very clear organizationd gods, take into
condderation individua learning needs and make use of the authentic environment for staff learning.
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Table1—Unitsof Analyssand Themes

Unit of Analysis Themes Corresponding
I nterview Question
Per sonal | ssues
Meaning of Learning Qla
Perception of Learning Needs Q1b
Knowledge & Skills Required Qlc
Preferred Learning Modes Q2a
Apprenticeship Q2b
| dentity and Staius Q3
Mativation Qda
Moativation—‘Old-timers vs‘Newcomers Q4b
|dentity and Mativation Emerged
Social Isues
I nteraction and Participation Q5
Practical |sues
Learning Activities Q6a
Job Rotation as Learning Opportunities Emerged
Library asaCommunity of Practice Emerged
Perception of Appraisal as Mativator Emerged
Practice of Job Sharing a Service Counters Emerged
Cultural Isues
Organizationd Culture and Learning Environment | Q6b
Learning Atmosphere Emerged
BarrierstolL earning Barriers Q7
e Internd Bariers
e Stuationd Bariers
o SydemsBaries
o Work Culture Barriers
Fadilitatorsto Learning | Facilitators Q8
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Table2—Interpretation of the Resear ch Findingsin termsof Typologiesof Learners

Typology Ingtrumental Compliant Learners ProactiveLearners
Learners
Members PSO1, PSO2. PSO3 | PSN2, PSN3, TSO2, PSN1, TSO1, TSO3, TSN1,
TSN2 TSN3
Motivationto | - Extringc - ExtringdIntringc* - Intringic
learn - Tangiblerewards - Job requirement - Persond Growth
- Persond Interests - Sdf Satigaction
Perception of | - Bascand generd - Practicd library-oriented | - Higher levd library and non-
Learning ills ills library knowledge and skills
Needs - Own experienceand | - NorHibrary skillsfor sdlf
common senseare interest
enough
Learn - Passve - Job-related - Passive - Active
Further - Persond-interes-rdated | - Initiateto learn further to
- Active upgrade
Effective - Situated Learning
Learning - Learninred Stuation and contextua environment
Mode - Sodd groupinteraction
| dentity of - Moreimportant than it sounds
| mportance - Deserveahigher gaus
| dentity of - Alreedy ‘old-timers | Not keen because of no Not particularly keen onthe
old-timers - Dead end career interest to become ‘old- identity of ‘old-timers but keen
with no future timers intheLibrary on upgrading s&if in genera

19




References

1

10.

11.

13.

14.

15.

16.

Blagden, P. (2006), ‘Widening participation in learning — developing libraries project’, Heelth
Information and Libraries Journal, 23, pp. 283-297.

Brockbank, A., McGill, I. and Beech, N. (2002), Reflectivelearning in practice. Gower, Burlington.

Cihak, H. and Monroe, W. (2003), ‘Liberating library support saff it workd’, Library Mosaics,
Nov/Dec, pp. 12-14.

Coffield, F. (ed.) (1998), Learning at work. The Policy Press, Bridal.

Dyckman, A.A. (1992), ‘Library assgtants in the year 2000, in Sullivan, M. (ed.), Developing
library taff for the 21t century. The Haworth Press, New Y ork.

Fincher, D. (2003), Stuated learning: legitimate peripheral participation, a review. Updated on
08/23/2003. Retrieved from hitp://derrd .net/readings/SituatedL earning.htm. Lagt retrieved on 16th
June, 2010.

Fuleton, JP. (2004), Review of the fith discpline Rerieved from
http:/AMmww.rtis.com/nat/user/jfullertonvreview/learning.htm. Lagt retrieved on 28th July, 2008.

Hangman, C. (2001), ‘Context-based adult learning’ in New direction for adult and continuing
education, vo. 89, Spring, pp. 43-52.

Javis, P (2004), Adult education and lifdong learning: theory and practice 39 ed,
RoutledgeFamer, London.

Jordan, P. and Lloyd, C. (2002), Saff management in library and information work, 4th ed.,
Ashgate, Hampshire.

Joy-Matthews, J, Megginson, D. and Surtees, M. (2004), Human resource development, 3¢ ed,
Kogan Page, London.

. Kazanjian, M.M. (2002), Learning valueslifdong: frominert ideasto wholes. Rodopi, Amsterdam.

Knowles, M.S. (1980), The modern practice of adult education from pedagogy to andragog, rev. &
updated ed., The adult Education Company, Cambridge.

Lave, J and Wenger, E. (1991), Stuated learning: legitimate peripheral participation. Cambridge
University Press, Cambridge.

Lieb, S (1991), ‘Principles of adult leaning’, Vison, Fdl. Rerieved from
http://honolul u.hawaii.edu/intranet/committees’ FacDevCom/guidebk/teachtip/adults2.htm.  Last
retrieved on 16th June, 2010.

Martin, E. (1999), Changing academic work: developing the learning university. The Society for
Res=earch into Higher Education and Open University Press, Buckingham.

20



17.

18.

19.

21.

23.

24.

25.

26.

Mozenter, F. Sanders, B.T. and Bdlamy, C. (2003), ‘ Peroectives on cross-training public service
gaff in the dectronic age: | haveto learnto dowhat?’, The Journal of Academic Librarianship, vol.
29, no. 6, November, pp. 399-404.

Reters, G.R. and Y oung, D.W. (2000), The ever-changing organization: creating the capacity for
continuous change, learning, and improvement. CRC Press, FHorida

Reiner, L., Smith, A. and Ward, D. (2003), ‘ Persond and aff development’, Journal of Academic
Librarianship, January, 2003, val. 29, no. 1, p. 62.

. Robb, L. (2000), Redefining daff devdopment: a collaborative modd for teachers and

adminigrators. Heinemann, NH.

Senge, PM. (1991), Thefifth discipline the art of the learning organization. Soundview Executive
Book Summaries, Brigtol.

. Shen, SM. Lee, W.C. and Chan, F.T. (2002), ‘A profile of Hong Kong adult learners. a survey of

the demand for continuing education in Hong Kong', in Cribbin, J. and Kennedy, P., Lifdong
learning in action: Hong Kong practitioners perspectives. Hong Kong Univerdity Press, Hong
Kong.

To, T. (2007), ‘Quadlity performance gppraisd for library saff’ Proceedings of conference: The
Academic librarian: dinosaur or phoenix? die or fly in library change management, 11th — 12th
April. Chinese University of Hong Kong, Hong Kong, pp. 312-319.

Werner, JM. and DeSimone, R.L. (2006), Human Resource Development, 4™ ed., Thomson,
Mason, Ohio.

Yin, RK. (2003), Case study research: design and methods, 3rd ed., Sage, Thousand Oaks, Calif.

Zepeda S.J. (1999), Saff development: practices that promote leadership in learning communities.
Eye On Education, Larchmont, New Y ork.

21



