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Notes

1. Inital Situation 

The employees of a library are trained very well in the classic topics of librarianship. They have a great general knowledge. The sense of service is very much established. We dont have problems with the requirements of the daily work on a high standard. Libraries dont have problems with the specialized knowledge of their employees. They are well educated and motivated. 

2. New Qualifications are only temporally „new“

With the arising of new tasks new employees are hired. For example IT-spezialist or Web designer. As a rule, they have the qualifications required at the current time to fulfil the requirements on a high standard. For a middle period of time they push newly developments. For individual, technical or organsational reasons the mobilty and flexibility to push innovations will be reduced after some years. The disposition for new topics is limited. It is a law of nature that man is looking for routines, stability, safety. Permanent innovations cause uncertainties. 

An employee who works into dependence may have the safety to take up new topics only for a comparatively short time. This is differentliy for employees in line positions. They can decide on priorities and engagement themself. 

3. life long learning is requirede

A look at the average age curve of employees of a library. 

With all groups in a library the distance between current age and end of the education is large. No employee can use the knowledge he has learned as a young person during his whole prfessional life. 

The attitude for studying lifelongly is low, the readiness for great changes low.

We need employees who anticipate developments. 

We need employees who initiate developments. 

We need employees who already think one step further more as the next step. 

We need employees who think in complexe contextes. 

We need employees, who think self responsibel with dynamic. 

We need managements which gives open space for changes and the right boundary conditions.

A staff development concept delivers important components to reach these goals.

4. Staff development delivers a plan

A staff development concept delivers the routines and reliabilities.  It fixes rhythms and leads to aims. But  staff development concept needs a frame which consists of a mission statement, a development plan of the organisation, an action plan. A staff development concept needs an catalogue of priorities, so that every employee knews on what it depends on, what is important.

Staff development is an instrument. Staff development gets impulses if career and payment and salary are connected with that. This is not usual in German universities. 

With some differentiations, I would agree with the main topics of staff development. For our discussion and in answering, why it is so difficult to establish staff development in a long turn with permanence, i would like to add  some hypotheses

For the future tasks of winning staffs potential you need a littel bit more. 

5. You need more

You need atmosphere of work. The culture of work supports the ability for changements.

The management should give both: open space and securities: job rotation, the oppportunity for trial and error, to do jobs by trial with the security of return to the old position 

Beside this:

internal further education concept, external further educations, visiting conventions, workshops, to give courage for new qualifiactions, perhaps exotical .

On a point brought, an atmosphere of the change at safety.

An important contribution to the staff development is the encouragement to the change. The positive motivation for the employees is, that – in general - they make it correctly, that they have the courage to do new things in a  new way. 

The satisfaction at work is often misunderstood as comfort. The satisfaction at work is an important factor of production. Satisfaction at work depends from motivation, disposition for experiments or the mobility of labour.  It is the atmosphere of compliments or recognition which supports flexibility. This atmosphere produces the willingness to get skills and gives the dynamics which we need for the new challenges.

My hypothese aims at soemthing different from technical skills, trainings or knowledge. This are all qualifications, which will be not up to day tomorrow. I aim an mental flexibility. 

In this context a leaflet of „The Joint Information Systems Committes“, UK, about i-skills defines i-skills as information skills, e-literacy, knowledge managment and research skills not for the students, but for the library staff too. 

Skills that are needed beyound information and computer technics to embrace the analytic and evaluative skills essential to information mangement. In this context skills means the ability to identify, access, retrieve, evaluate, adapt, organise and communicate information within an iteratrive context of review and reflection. And I would like pronounce this a second time, first of all as a skill of each employee. If we would be able to estabish skills in this meaning, the permanent development of technical skills would be the result nearly automatically.

Staff development needs an engine or tractor. It needs an additional motivation. Surley, the abstract aims of the library must be known. But this is too little to start the required dynamics. Projects, experiments, expeditions are „engines“. 

Staff development can be understood as hermeneutics, the raise of treasures. 

Staff development can be understood as leadership to clear the way for the employees.

I would like to describe it the other way round: with experiments and projects, you can settle attractions, a movement which establishes development. 

The curiosity and the interest for new tasks, new responsibilities supports the disposition for changes.

The disposition for changes is neccessary to establish life long learning and disposition for new skills as an permanent process.

