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The objectives of this investigation were two-fold. 

The first was to determine the personal characteristics of 

Bibliographic Network Coordinators, both past and present; 

the second was to compare these identified characteristics 

with those of persons working in traditional library posi-

tions at comparable levels of responsibility. 

The position of Bibliographic Network Coordinator is 

relatively new in the library/information community. This 

is the case because bibliographic networks had their begin-

nings in the 1960's, and they assumed significant importance 

as information providers only in the 1970's. No studies 

were found to have considered whether or not the same type 

of person was filling these new positions as was holding 

the traditional library and information jobs. 

To gather data on personal characteristics, surveys of 

the target and comparison groups were undertaken. Packets 



consisting of three measurement instruments (the Sixteen 

Personality Factor Questionnaire, the Response to Power 

Measure, and the Interpersonal Coping Test), plus a demo-

graphic questionnaire were distributed to prospective parti-

cipants. The collected data were analyzed using SPSS compu-

ter programs for factor analysis and discriminant function 

analysis. These analyses indicated that, contrary to formu-

lated hypotheses, members of the library/information field 

appeared to differ little from one another, but that as a 

group they appeared to differ significently from the general 

population. The latter finding is of interest because, 

while it seems reasonable, based upon the results of the 

survey data, to expect that individuals in traditional 

libraries and information centers could successfully fill 

positions held by Bibliographic Network Coordinators, and 

vice versa, it appears quite uncertain that persons from the 

general population could satisfactorily handle either one. 

The findings from this study shed light upon a pre-

viously unexplored aspect of the library and information 

field. The results also suggest areas for future investi-

gation. 
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CHAPTER I 

INTRODUCTION 

Background 

In the annals of library literature there are perhaps 

as many definitions of the term "network" as there have been 

writers to create them. Although the concepts underlying 

the term are generally the same, each new book or article 

that discusses the topic seems to use a definition which 

differs to some extent from all others. This situation is 

not particularly unusual in an emerging field, but the ambi-

guity clearly dictates that the first task to be undertaken 

in a study of network staff must be a definition of terms. 

Webster's New Collegiate Dictionary defines a network 

in general terms as "an interconnected or interrelated 

chain, group or system (e.g., [network] of hotels)."^ The 

key concept of a network is the interconnectedness between 

and among the parts, regardless of whether the parts are 

hotels, radio stations, or libraries. 

The term "network" as it relates to libraries has come 

into common usage only within the past fifteen to twenty 

years. The main concept implied in the term—that of 

^•Webster's New Collegiate Dictionary (Springfield, MA, 
1979), p. 765. 



cooperation—has, however, been in use much longer, as 

illustrated by the indexing terminology used in Library 

Literature.2 Even in the earliest volume (1929-1932) there 

was an extended section devoted to "Cooperation." In the 

1958-1960 volume the additional term "Cooperative Library 

Systems" was added. It was not until the 1967-69 volume, 

however, that the specific terms "Networks of Libraries" and 

"Information Networks" appeared. It is evident, nonethe-

less, by examining the older entries listed under "Coopera-

tion" and "Cooperative Library Networks" that many of them 

could be included under "Networks of Libraries" or "Informa-

tion Networks" in current volumes. 

Despite the important place that Library Literature 

plays as an index to the field of library and information 

science, the fact that a particular term appears in it is no 

guarantee that the term will become accepted or that it will 

be applied in a consistent manner. In the 1976-1981 volumes 

of The ALA Yearbook,*^ for example, the general term "Net-

work" is used as the heading for articles on that topic, and 

under it a wide variety of subject matter is considered. 

Published in the same period, the ALA World Encyclopedia of 

Library and Information Services uses another term, that is 

2Library Literature (New York, 1934- ). This is the 
single most important American index of materials related to 
library and information science. 

•̂ The ALA Yearbook (Chicago, 1976- ) . 



"Bibliographic N e t w o r k s , a s the heading for the article 

which covers a great deal of the same material included in 

the "Network" articles by The ALA Yearbooks. Although there 

are specific aspects treated under related terms in both 

publications, The ALA Yearbooks do not use the specific term 

"Bibliographic Network" at all, and the ALA World Encyclo-

pedia does not specifically employ the term "Network" 

without qualification. 

Since the term "Network" is one that is widely uti-

lized, not only in library and information contexts but in 

many other types of situations as well, the term "Biblio-

graphic Network" seemed preferable for use in this study, 

and a satisfactory definition was, therefore, sought. In 

the article appearing in the ALA World Encyclopedia of 

Library and Information Services the author, Donald Simpson, 

states: 

Earlier definitions of a bibliographic network, 
as illustrated by R. C. Swank's paper at the 1970 
Arlie House Conference on Interlibrary Communica-
tions and Information Networks, have been reexamined 
and redetailed into highly specific areas of endeav-
our and, as can be anticipated, into the direct op-
posite of specificity—simplistic generalized over-
usage. Swank's definition summarizes the thoughts 
of several others into six main characteristics for 
an information (i.e., bibliographic) network: (1) 
information resources; (2) readers or users? (3) 
schemes for the intellectual organization of docu-
ments, or data; (4) methods for the delivery of 

A 
A L A World Encyclopedia of Library and Information 

Services (Chicago, 1980) 



- resources; (5) formal organization; and (6) bidirec-

tiona1 telecommunications. 

An examination of the original Swank article reveals 

some subtle differences from Simpson's version—one of which 

has already been suggested. Swank states that he is defi-

ning an "information network."6 Simpson interprets that as 

"bibliographic network." Swank gives the sixth requirement 

as "bidirectional communications networks."7 Simpson gives 

the more technical term "bidirectional telecommunications" 

in what seems to be an effort to move away from the catchall 

term of "network" and an attempt to be more precise. 

To find further definitions of a "Bibliographic Net-

work," A Glossary for Library Networking published by the 

Network Development Office of the Library of Congress in 
O 

1978 was consulted. It does not give any definition of 

this term at all, although there is one for the general term 

"Network" which contains elements of the Swank/Simpson defi-

nition of "Bibliographic [Information] Network." 

5Donald Simpson, "Bibliographic Networks," ALA World 
Encyclopedia of Library and Information Services (Chicaoo. 
1980), p. 80. 

C 

Raynard C. Swank, "Interlibrary Cooperation, Inter-
library Communications, and Information Networks—Explana-
tion and Definition," Interlibrary Communications and Infor-
mation Networks, edited by Joseph Becker (Chicago,~197lj; 
p. 19. 

7Ibid., p. 20. 

8 
h. Glossary for Library Networking (Washington, 1978). 



- Network 

(1) two or more organizations engaged in a common 
pattern of information exchange through telecommuni-
cations links, for some common objectives. 
(2) an interconnected or interrelated group of 
nodes.9 

Selected Canadian Library Network Terms,1® published by 

the National Library of Canada late in 1982, does define the 

specific term "Bibliographic Network" as follows: 

A systematic organization of separate units 
interconnected for the purpose of engaging in the 
shared creation, maintenance, or use of biblio-
graphic files and/or bibliographic data bases, or in 
the provision of access to these files and/or data 
bases. The files and/or data bases may serve one or 
more of several different functions, for instance, 
bibliographic searching, information retrieval, bib-
liographic verification, document location, library 
technical processing (e.g., shared cataloguing), and 
provision of service parameters (i.e., preagreed 
conditions and standards for provision of informa-
tion, data and services) . 

This definition makes concrete the more theoretical version 

advanced by Swank/Simpson, but is, in fact, consistent with 

it. The term "Bibliographic Network," recalling the content 

of both definitions, is consistent with the intent of this 

study and shall henceforth be used herein to refer to libra-

ry network organizations in their broader sense. Simpson in 

his ALA World Encyclopedia article goes on to refine this 

9Ibid., p.23. 

10Roderick M. Duchesne, Selected Canadian Library Net-
work Terms (Ottawa, 1982). 

^Ibid. , p. 2. 



broad concept, stating that "by the late 1970's in the 

United States, two discernible [bibliographic] networking 

functions had emerged with identifiable organizations clus-

tering around the two t y p e s . I t is basically the 

functions of producer versus transmitter that differentiate 

the two. 

The ALA Glossary of Library and Information Science 

published in 1983 affords another source of definitions in 

the field. Interestingly, definitions are given for both a 

"Bibliographic Network" and an "Information Network." They 

are as follows: 

Bibliographic Network - A network established 
and maintained for the sharing of bibliographic data 
through the use of a standard communication format 
and authority control. 

Information Network - A network of organiza-
tions established and maintained to share infor-
mation, as distinct from a network for the sharing 
of bibliographic data identifying information 
sources. 

The reader will note that even considered together, they do 

not give as complete a definition as either the Swank/ 

Simpson or the Canadian definition. 

1 0 
-"-^Simpson, o£. cit., p. 81. 

*^The ALA Glossary of Library and Information Science, 
edited by Heartsill Young (Chicago, 1983). 

14Ibid. 



- The definitions of each network type given by Simpson 

are based on those in A Glossary for Library Networking and 

the following definitions are extracted from that source.^ 

Bibliographic Utility - An organization that 
maintains online bibliographic data bases, enabling 
it to offer computer-based support to any interested 
users . . . . A bibliographic utility will . . . 
provide a standard interface through which biblio-
graphic service centers, and individual . . . parti-
cipants may gain access to the nationwide network. 6 

Bibliographic Service Center - An organization 
that serves as a broker or distributor of computer-
based bibliographic (processing) services. A 
service center gains access to . . . resources 
through the facilities of a bibliographic utility. 

Examples of a "Bibliographic Utility" are the Online 

Computer Library Center (OCLC), the Washington Library Net-

work (WLN), and the Research Libraries Information Network 

(RLIN). Examples of a "Bibliographic Service Center" include 

such organizations as New England Library Information Net-

work (NELINET), Southeastern Library Information Network 

(SOLINET), AMIGOS Bibliographic Council (AMIGOS), Indiana 

Cooperative Library Services Authority (INCOLSA), and the 

Wisconsin Library Consortium (WLC). NELINET, SOLINET, and 

AMIGOS are examples of organizations that serve multi-state 

^ I t should be noted that virtually the same defini-
tions of "Bibliographic Utility" and "Bibliographic Service 
Center" are found in the ALA Glossary of Library and Infor-
mation Science; variations consist only of minor re-wording. 

1 6A Glossary for Library Networking, p. 7. 

17Ibid. 



constituencies, while INCOLSA and WLC are service centers 

that confine their activities to their respective state 

boundaries. 

The definitions given for the terms "Bibliographic 

Utility" and "Bibliographic Service Center" in A Glossary 

for Library Networking accurately reflect the functional 

distinctions recognized in this study, which are encompassed 

in the larger "Bibliographic Network" organizations. These 

terms will, therefore, be used as appropriate throughout the 

remainder of this study. When the two subtypes are being 

considered together, the broader term "Bibliographic Net-

work" will be employed. (See Appendix A for a list of 

definitions used in this study.) 

Barbara Evans Markuson is recognized as one of the most 

active and knowledgeable leaders in the area of biblio-

graphic networks, having been involved in the network 

movement from its early days. She has acted as a consul-

tant, conducted a number of pertinent studies, and since 

1975 has been the director of INCOLSA. Markuson has written 

and spoken widely on the topic of bibliographic networks. 

In her article entitled "Cooperation and Library Network 

Development," she explains that organizations falling into 

the bibliographic service center category "concentrate 

their skills on marketing, user education and training, and 



1 8 

assisting with local installation of network services." 

It should be noted at this point that service center activi-

ties can be organizationally separated from or joined with 

those of a bibliographic utility to provide the services of 

a bibliographic network. 

Markuson goes on to give some reason for the differen-

tiation between the utilities and the service centers and 

even to explain some of the variations that occur among the 

state and regional service centers: 

Although this development in role specialization 
was largely unplanned, it has proved to be an effec-
tive and efficient means of rapid technology transfer, 
has allowed an equitable access to network services 
on a nationwide basis, and yet has permitted some 
differentiation in services and governance as the 
needs vary in different parts of the country. 

As the variety and sophistication of bibliographic net-

work services developed, the staffing patterns of the user 

service positions evolved as well. Early network efforts 

were typified by few staff members and meager budgets. For 

example, the OCLC staff, when the organization began offi-

cial operation in July 1967, consisted of only the director 

0 0 
and a secretary. u In contrast, a decade later the number 

1 ft 
•LOBarbara Evans Markuson, "Cooperation and Library Net-

works Development," College and Research Libraries, XL 
(March 1979), 128. 

19Ibid. 

2®Ann Allen, "An Introduction to OCLC," OCLC: A Nat-
ional Library Network, edited by Anne Marie Allison and Ann 
Allen" (Short Fields," N.J., 1979), p. 13. 
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of staff members had grown to over 200,2-*- a n ^ 1992, 

fifteen years after commencing operation, the staff size was 

547.22 

As a result of the rapid expansion of both bibliographic 

network services and numbers of staff, a new specialization 

has evolved within the library and information service com-

munity—that of bibliographic network librarian. J These 

individuals work both with the bibliographic utilities and 

in the bibliographic service centers. As explained by Nancy 

Jean Melin, the only writer who has been identified as 

dealing specifically with this category of employees, "these 

new specialists, unlike their library colleagues in the 

field are less practitioners than liaisons, interpreters, 

teachers."2^ Melin goes on to suggest that it is perhaps 

the librarians's fear of the unknown that has encouraged the 

growth in numbers of these network librarians2^ because it 

is less painful for them to "interface . . . with the 

21Ibid. 

"Telephone conversation with Philip Schieber, Pub-
licity Director for OCLC, Columbus, Ohio, November 17, 1982. 

9 o 
Nancy Jean Melin, "Professional Without Portfolio: 

the Network Librarian," Wilson Library Builetin, LIV 
(January 1980), 308. 

24Ibid. 

2 5The term "network librarian" is Melin's own. There is 
as much a lack of standardization for titles of employees as 
there is for the names of the actual network organizations. 
The title chosen for use in this study is discussed later in 
the chapter. 
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mysterious computer" than for the librarians to do it them-

selves . 2^ 

In the early days of bibliographic networks, the dis-

tinction between bibliographic utilities and service centers 

had not yet developed, and training of service users was the 

responsibility of each respective organization. For in-

stance, the OCLC central staff, for a number of years, went 

out to train staffs of member libraries in increasingly 

distant locations. As network activity grew, however, the 

differentiation between utilities and service centers began 

to emerge, and it became increasingly more distinct with the 

passage of time. The responsibility for member training, 

likewise, came to reflect this organizational refinement. 

The bibliographic service centers, as noted by Markuson, 

concentrated a large portion of their effort "on user educa-

tion and training,"27 while the bibliographic utilities were 

providing the computer data bases. Most of the users of 

these utilities employed the service centers as their liai-

son with the utilities.2® 

26Melin, 0£. cit., p. 308. 

27 
'•'Markuson, o£. cit., p. 128. 

2 8 
A Glossary for Library Networking, p. 7. 
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While the two smaller utilities (RLIN with 60 members 

in July 1 9 8 2 , a n d WLN with 130 members in the same 

month3®) still maintain central office staff to perform the 

training functions now regularly provided by independent 

service centers, the training associated with the largest 

utility (OCLC with "over 3,800 participating libraries" in 

O I 

June 1984Ji) has undergone a drastic change. Virtually none 

of the technical training provided to the OCLC member insti-

tutions is offered by the utility itself, but rather by the 

geographically disbursed service centers. Indeed OHIONET 

(the Ohio Network) is a service center that was specifically 

created to alleviate problems unique to the state in which 

OCLC had begun. The dependence in Ohio upon training by 

OCLC staff had endured long after the responsibility had 

been assumed by service centers in other parts of the coun-

try. OHIONET was finally established in 1977,32 with one of 

its major responsibilities being to undertake OCLC training 

for state members. 

2 9 
Telephone conversation with Wei-Ling Dai, Library Co-

ordinator for RLIN, August 29, 1984. 

3 0 
Telephone conversation with Ray DeBuse, Planning and 

Development Director for WLN, August 29, 1984. 

31pCLC Questions & Answers (Dublin, Ohio, June 1984) 
p. 2. 

32 
Susan K. Martin, Library Networks, 1978-79 (White 

Plains, N. Y., 1978), p. 130. 
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~As the needs for bibliographic network training have 

grown in number and complexity, a specialized training staff 

has developed whose goal it is to link the complex tech-

nology created and offered by the utilities with the library 

staff members who use this technology. In bibliographic 

networks that function as both a utility and a service 

center, the service center training staff is located in the 

utility offices, while in the situations in which the 

functions of the utility and service center are separated, 

the training staff is stationed at separate service center 

headquarters. At whatever location personnel are found, 

however, they still perform the indispensable task of gath-

ering necessary information about the operating system and 

transmitting that information to the staff members who need 

it to be able to use the system capabilities efficiently and 

effectively. As Markuson notes, "networks are [proving to 

be] an efficient mechanism for comprehensive and widespread 

technology transfer at a reasonable cost."3-* She goes on to 

state: 

Networks can also effect rapid change by cen-
tralizing a specialist staff whose skills are made 
available to many libraries. As new technologies 
require increasingly skilled and specialized staff, 
this feature of networks will become critical to 
continued development. 

33Markuson, 0£. cit., pp. 127-128. 

34Ibid., p. 128 
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The importance of these specialist staffs is noted by 

Melin, who states: 

Even though the bibliographical utilities and 
networks [i.e., bibliographic service centers] con-
tinue both to enlarge and to proliferate, today's 
network professionals remain as only a small portion 
of practicing librarians. Partially for this reason 
their importance to the average librarian and to the 
profession itself has grown exponentially. 5 

Melin further observes that these individuals are often 

viewed initially with distrust in much the same ways as are 

the representatives of those other utilities: the telephone 

company, the electric company, the gas company. She goes 

on, however, to note that "it is fortunate that once the 

inevitability of the computer has been accepted within a 

library, the role of the network librarian becomes largely a 

positive one. This is mainly true because the representa-

tive is, at least, a source of eagerly sought after informa-

tion. 

In view of these statements and of the way in which the 

organization and therefore the staffing of bibliographic net-

works has developed, it is quite clear that the most critical 

function performed by the "network librarian" is the liaison 

role between the utility staff and the staff in the local 

•^Melin, o£. cit., p. 309. 

36Ibid. 
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institution. Unfortunately the names "network librarians" and 

"network professionals" used by Melin37 do not adequately 

reflect the complexity of the responsibilities that such staff 

members fulfill. Indeed, the terms could be used to refer to 

anyone from the director of the network to a person assigned 

to special projects. 

The subject group of Melin's article and of this study 

is limited to the individuals who are actually going out into 

the field and training the staff of member institutions to use 

the services offered by the utilities. They are the ones who 

are performing a linking role between the two groups. 

Titles commonly used for these persons include Library 

Liaison, Network Coordinator, and User Services Librarian. 

All of these imply to a greater or lesser degree the part that 

such individuals play in bringing the services of the biblio-

graphic utilities to the member institutions, and further in 

representing the needs of the member institutions to the 

bibliographic utilities. Perhaps the most commonly used of 

the titles is Network Coordinator, and it is this title that 

will be employed in this study to identify the persons who 

perform the linking function and who are, therefore, the 

target group for analysis. (See Appendix A for a list of 

definitions used in this study.) 

37Ibid. 
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Importance of the Study 

The fact that the number of persons occupying Network 

Coordinator positions has remained small makes the group an 

ideal one to study because it is possible to survey the 

entire population rather than having to rely upon a sample. 

While it might be argued that the number of individuals 

occupying networking positions of all kinds in every type of 

network is, in fact, quite large, the definition of Network 

Coordinator serves to limit the size of the target group in 

this study. As has been stated, the overriding characteris-

tic of the work done by Network Coordinators is that they 

perform a liaison function between utility staff and the 

staff of a local institution. 

State libraries and public library commissions often 

have very active groups of staff who visit libraries, serve 

as consultants, and act as general "trouble shooters." Al-

though Network Coordinators sometimes perform similar tasks, 

the fact that they carry out a technology transfer function 

enables them to be singled out for special study. 

With all that has been written, broadcast, and spoken 

about the coming "information age"—an age of "high tech/ 

high touch," an age when everyone will be expected to be 

O O 

"computer literate" 0—the indications are that persons who 

perform technology transfer functions will be increasingly 

3 8 
John Naisbitt, Megatrends: Ten New Directions Trans-

forming Our Lives (New York, 1982), pp. 1, 33. 
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in high demand. For that reason, several objectives were 

established for this study. 

1. To identify a set of personal characteristics ex-

hibited by those who had occupied Network Coordin-

ator positions for at least one year, by devising 

a profile of characteristics based upon a set of 

four questionnaires, each of which would measure 

different aspects of the individual's background, 

attitude, and personality; 

2. To devise, by using the same four questionnaires, 

a profile of persons in "traditional" library 

positions who had levels of experience and respon-

sibility which were similar to those of Network 

Coordinators; 

3. To compare the profiles of the groups in an at-

tempt to establish the similarities or differences 

between the groups. 

The overall goal to be achieved through these objectives 

was to establish an indication of whether a new type of 

individual is entering the library/information profession to 

fill technology transfer positions, or whether the persons 

in "traditional" library positions are similar enough to the 

target group to appear able to assume their responsibilities 

if necessary. The results of either finding would be impor-

tant. In the event of the appearance of a new personality 
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type in the profession, there would be implications for 

future modifications in recruitment and training. In the 

event of a strong similarity between the target and compari-

son group, there would be an indication that, while training 

would be necessary to prepare them, the library employees 

could assume roles as technology transfer agents with rela-

tively little difficulty. The latter finding would seem to 

point more toward a change to be made in training for the 

profession than in recruitment for it. Either outcome would 

provide valuable insight which is presently lacking, since 

virtually no serious research has been done in this area. 

Hypotheses 

To provide structure for this research study, four hy-

potheses were formulated for testing. In addition to the 

comparison between Network Coordinators and traditional 

middle management librarians, it was decided that data 

should also be gathered about persons who had previously 

held positions as Network Coordinators but who had moved out 

of those positions. These data would be gathered from the 

same four questionnaires that were administered to the other 

groups and profiles created from the results. It was felt 

that some interesting patterns might emerge from comparing 

the profiles of the two main groups with those of the Ex-

coordinators . 
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The four hypotheses were as follows. 

1. There is a significant positive relationship among 

the profiles of active Network Coordinators. 

2. There is a significant positive relationship between 

the profiles of the Ex-coordinators and the tradi-

tional middle management librarians. 

3. There is no positive relationship between the 

profiles of the Network Coordinators and the Ex-

coordinators . 

4. There is no positive relationship between the 

profiles of the Network Coordinators and the tradi-

tional middle management librarians. 

Since there was no identifiable work to assist in sug-

gesting possible outcomes, it was realized that some or all 

of the hypotheses might not be upheld. It was felt, however, 

that even if this were the case the results would add to the 

field of knowledge. Further, since such results might indi-

cate a stronger similarity between the newer and older 

positions identified for comparison than was originally 

supposed, such an eventuality could actually suggest some 

optimistic possibilities for the future availability of 

Network Coordinators or persons to fill other positions in 

the information field that would require similar technologi-

cal abilities. 



CHAPTER II 

METHODOLOGY 

Participants 

The data gathered and utilized for this research are 

all primary. The data were collected with two major pur-

poses in mind: first, to gain some basic understanding of 

the individuals who fill the positions of Network Coordina-

tor in bibliographic utilities and bibliographic service 

centers; and, second, to juxtapose the characteristics iden-

tified in the target group with those identified in selected 

comparison groups to see whether unique or common traits 

could be established between the two. 

The first step was to identify members of the Network 

Coordinator group to determine how large the population 

actually was. In the fall of 1980 a questionnaire (Appendix 

B) was sent to all established bibliographic utilities and 

service centers in the United States (Appendix G), asking 

for the names and addresses of persons who were currently 

holding or who had previously held Network Coordinator posi-

tions in their organizations. Since gathering information 

about persons who had previously held positions within the 

target group but who had subsequently left those positions 

might supply some useful data, the request asked for names 

20 
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and addresses of past as well as current coordinators. One 

hundred per cent response to the questionnaire was received, 

and after some screening of data, it was established that 

there were fifty-one active coordinators and twenty-eight 

identified past coordinators. The screening was necessary 

because some of the individuals who were listed as Ex-coor-

dinators with one organization had subsequently joined an-

other. These people were counted in the target group since 

they were still active. Still others who had been listed as 

active coordinators had left their positions and were coun-

ted with past coordinators. Even considering these unexpec-

ted additions, the figure of twenty-eight Ex-coordinators is 

slightly low, because the whereabouts of 10-15 per cent of 

these individuals were not known by their previous employ-

ers, and they, therefore, were not included. The final 

count was based upon the number of actual names and address-

es in hand. 

Since the author had worked in a bibliographic service 

center for six years and had served as a Network Coordinator 

for two and a half of those years, the decision about which 

groups to choose for comparison purposes was aided by per-

sonal experience. It was finally decided that Heads of 

Public Service and Heads of Technical Service in public and 

academic libraries holding 500,000 or more volumes would 

have both a similar level and a type of responsibility as 
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the Network Coordinators. Each group performs important 

decision-making, educational, and public relations tasks 

that require similar kinds of training, experience, and 

personality characteristics. 

Once the nature of the comparison groups was establish-

ed, the next task became that of identifying public and 

academic libraries that held over 500,000 volumes. The 

American Library Directory, 33rd Edition—1980^ was used to 

acquire this information. Each entry was examined to locate 

the reported volume count. If the count surpassed 500,000, 

the name of the library and the page number in the directory 

was noted. If the count was over 1,000,000, the information 

was noted in a separate column. This was done because, just 

as there are smaller and larger networks, it was deemed 

advisable to have representation from smaller and larger 

libraries. 

The minimum 500,000 volume count was selected because 

libraries having this size collection would be more likely 

to have Heads of Public Service and Heads of Technical 

Service, and would also be more likely to have kept pace 

with technological developments in the field than might be 

true of their smaller counterparts. The result of these 

conditions would be that the likelihood of choosing a com-

parison group consisting of true middle managers would be 

1American Library Directory, 33rd Edition—1980 (New 
YorK, 1980). 
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increased, and if any prejudice crept into this choice it 

would be on the side of obtaining a sample closer to the 

target group with regard to technological sophistication 

than one further from it. 

Measurement Instruments 

Careful consideration was given to the measurement in-

struments that would be utilized to gather data from the 

groups which had been identified. After discussion with 

experts in the field, a. group of four instruments was 

chosen. Technical discussion of the items selected for use 

follows in Chapter III. In general, however, the group was 

designed to collect information in the following areas: 

1. the individual—basic demographic data and facts 

about the person's educational and experiential 

background; 

2. basic personality characteristics; 

3. information regarding the person's attitude 

towards personal power within corporate 

structures, from both subordinate and super-

ordinate perspectives; 

4. inter-personal coping mechanisms, especially in 

highly-charged situations. 

It was felt that by using a combination of data-gathering 

instruments, it would be more likely that any bias which 
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might be present in a single instrument would be at least 

partially offset. 

Distribution of and Response to Data-Gathering Instruments 

Four different sets of materials were organized for 

distribution: one for active Network Coordinators, one for 

Ex-coordinators, one for Heads of Technical Service, and one 

for Heads of Public Service. The latter two groups were 

drawn from the list of libraries identified in the American 

Library Directory as holding more than 500,000 volumes. 

The reason for compiling the four different sets of ma-

terials was chiefly to allow variation of the headings on 

the demographic data sheets, which reflected the title of 

the particular group being surveyed, and of the actual ques-

tions on the sheet. Both selection and wording of the ques-

tions reflected the particular group being questioned. (See 

Appendix D for copies of the demographic questionnaires.) 

The creation of distinct groups for surveying made it 

easier to organize the mailing effort. It was decided that 

both the Network Coordinator group, consisting of fifty-one 

individuals, and the Ex-coordinator group, with twenty-eight 

people, should be completely surveyed. A minimum response 

by two-thirds of the target group was considered desirable, 

while it was realized that because of inaccurate information 

or subsequent movement, the Ex-coordinators might respond at 
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a lower rate. A desirable response in their case was felt 

to be a least 50 per cent. 

With regard to the comparison groups, it was decided 

that response should be sought from enough public service 

librarians and technical service librarians for each to 

equal the number of responses received from the Network Co-

ordinators group. If enough completed returns were not 

received from the first mailing to the comparison groups, 

further mailings would be made until a sufficient number of 

completed responses was received in each category to equal 

that received in the target group. 

This design made a staggered mailing scheme desirable. 

An additional advantage of such an approach was that it al-

lowed for re-use of some of the questionnaire booklets. One 

booklet in particular was quite expensive, and by substitu-

ting new answer sheets, the actual tests could be re-used. 

The first mailing was to the target group and went out 

on May 4, 1981. Because two-thirds of the individuals did 

not initially complete the questionnaires, follow-up letters 

were sent out and some telephone calls were made. Eventu-

ally thirty-three completed sets of questionnaires were re-

ceived from the Network Coordinator group. This amounted to 

a 65 per cent response rate. 

The second mailing was to the Ex-coordinator's group 

and was sent on June 18, 1981. This group proved to be 
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characterized by a lack of response. Several individuals 

promised to participate and then failed to do so. Two enve-

lopes were returned because of incorrect addresses. Eventu-

ally participation by fifteen Ex-coordinators was achieved. 

While this was somewhat disappointing, it was better than 

the desired 50 per cent response rate originally projected. 

In selecting the comparison groups, 207 libraries had 

been identified as holding between 500,000 and 1,000,000 

volumes. Of these, some were eliminated for not being 

either public or academic libraries. One hundred sixty-six 

libraries fell into the category of holding over 1,000,000 

volumes; again, a few were deleted for being outside the 

prescribed criteria. The names of the remaining libraries 

were typed on slips of paper and, keeping the two size cate-

gories in separate boxes, slips were drawn at random one by 

one and the rank order of their choice noted. This activity 

was continued until all eligible libraries were ranked. By 

doing this, the need to take a second sample for possible 

mailings beyond the first one was eliminated. If it became 

necessary after the response to the first mailing was de-

termined, to mail additional questionnaires, it would simply 

mean moving to the next libraries in the ranking. 

A mailing was sent initially to 50 libraries; 25 were 

libraries holding 500,000 to 1,000,000 volumes, and 25 were 

libraries holding over 1,000,000 volumes. Technical and 
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Public Service Heads were contacted in each institution; 

thus, 100 persons received the initial mailing. The 

American Library Directory was again consulted to procure 

specific names where possible. When names were not avail-

able, the envelopes were addressed to the holders of the 

titles in question (i.e., Head of Technical Service, Head of 

Public Service). The first mailing to comparison groups was 

dispatched on July 28, 1981. 

Twenty-three technical service librarians and twenty-

two public service librarians returned completed question-

naires which were usable. Four additional persons returned 

questionnaires which were either incomplete or in which in-

structions had not been followed. These were disregarded in 

the tabulation. An additional mailing was then prepared for 

the comparison groups? this time ten larger and ten smaller 

libraries were chosen by moving on to the next ten rankings 

in each category. Heads of Public and Heads of Technical 

Service in each institution were contacted. This time elev-

en Technical Service Heads and thirteen Public Service 

Heads participated, for a total of thirty-four technical 

service and thirty-five public service responses. In each 

case, this exceeded the number of responses received from 

the Network Coordinator group. 

Cover letters had been composed for the mailings to the 

Network Coordinators and the Ex-coordinators, and new ones 
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were written for the comparison groups. The variation in 

the content of the letters was another reason for dispatch-

ing separate mailings. During the preparation for the first 

mailing to the comparison groups, two separate letters were 

used, one for Public Service Heads and one for Technical 

Service Heads. During the second mailing to the comparison 

groups, however, it was felt that a single letter would suf-

fice for both categories of participants, allowing the two 

previous versions to be edited into the simpler, more suc-

cinct version used for the final distribution. (See Appen-

dix C for all versions of the letters used.) 

The responses from the comparison groups are summarized 

by size and type of library in Table I. These data show 

that a total of eighteen public and thirty academic libra-

ries are represented. The larger number of academic libra-

ries is not surprising, since 67 per cent of the eligible 

TABLE I 

LIBRARIES IN WHICH COMPARISON GROUP PARTICIPANTS WORKED, 
BY SIZE AND TYPE 

Public Libraries Academic Libraries 

500,000 to over 500,000 to over 
1,000,000 1,000,000 1,000,000 1,000,000 
volumes volumes volumes volumes 

10 8 13 17 
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libraries holding between 500,000 and 1,000,000 volumes fell 

into the academic category, while 62 per cent of the eligi-

ble libraries holding over 1,000,000 volumes were academic. 

The actual participation by academic librarians is 63 per 

cent of the total participation, which is an accurate 

reflection of the academic/public breakdown in the eligible 

libraries group. 

The number of eligible libraries in the 500,000 to 

1,000,000 category was 183 (or 55 per cent of all the eligi-

ble libraries) as compared with 152 (or 45 per cent of the 

eligible group) for libraries holding over 1,000,000 vol-

umes. Actual participation shows that 23 individuals (or 48 

per cent of those participating in the comparison groups) 

came from libraries holding 500,000 to 1,000,000 volumes, 

while 25 (or 52 per cent of all comparison group partici-

pants) worked in libraries holding over 1,000,000 volumes. 

While these participant figures do not reflect those of all 

eligible libraries as closely as do the figures for the aca-

demic/public breakdown, there is enough agreement between 

the two sets of figures to indicate a reasonable representa-

tion by the participants of the actual distribution of 

eligible libraries. 

Preparation of the Data for Analysis 

After the completed questionnaires were "logged in," 

the data were prepared for analysis. The primary task was 



30 

to score the three instruments which measured opinion re-

sponses (i.e.. Sixteen Personality Factor Questionnaire, 

Response to Power Measure, Interpersonal Coping Test) and 

convert the results into two-digit representations which 

could be manipulated by the computer. One of the instru-

ments was self-scoring; the other two utilized templates for 

scoring. Special tables were employed for two of the in-

struments to convert the raw scores into sten scores,^ while 

the actual raw scores were used for the third instrument. 

The demographic data (age, sex, educational background, and 

experience history) were also converted into digital repre-

sentation, so that the information could be handled easily 

and consistently. 

Following the scoring and appropriate conversion, the 

results were entered onto computer coding sheets. The 

sheets were organized according to the group being surveyed 

so that comparisons could be made when the computer programs 

were run. 

The final step in preparing the data for analysis was 

to place them onto standard keypunch cards, two cards per 

subject. (See sample in Appendix E). The information that 

had been gathered was then ready for computer-processing. A 

discussion of the analytical procedures utilized and the 

results are found in Chapter IV. 

2 
A sten is the term utilized for standard scores on 

tests which adopt ten units for their point scale range. 
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Literature Searches 

While the gathering of survey data was progressing, ef-

forts were made to locate any secondary source materials 

which might be relevant to the study. The first step in 

this effort was to run a data base search in eight different 

online files. These were ERIC (Educational Resources 

Information Center), Psychological Abstracts, Management 

Contents, ABI/INFORM (a business data base), Sociological 

Abstracts, Comprehensive Dissertation Abstracts, INSPEC 

(Institution of Electrical Engineers), and LISA (Library and 

Information Science Abstracts). Because Library Literature 

was not yet online, a manual search was done through those 

volumes. 

Descriptors had to be chosen for the online search, and 

considerable discussion took place with regard to what they 

should be. The original concept of the study had evolved 

over time, as data began to accumulate and sophistication 

with the subject matter improved. The original descriptors 

chosen for the search were as follows: library, network, 

coordinator, attitude, measure, test, profession and profes-

sional, service, occupation, and various combinations of 

these terms. The headings that were checked in Library 

Literature were 

Cooperative Library Systems 
Information Networks 
Librarians—Supply and Demand 
Librarianship-—As a Profession 
Librarianship—Psychological Aspects 



32 

Networks of Libraries 
Personnel—Qualification and Selection 
Placement of Librarians 
Recruiting for Librarianship 

The online search retrieved 150 citations. Scrutiny of the 

printout revealed that there were possibly eighteen items 

which might be useful. The Library Literature search added 

seven items to the list of references to be checked. All 

twenty-five items were either examined in full-text versions 

or were eliminated from further consideration by reading 

their abstracts. This effort added virtually no truly per-

tinent information to the study. One of the two directly 

relevant articles—"Professional Without Portfolio: the 

Network Librarian" by Nancy Jean Melin^—had been identified 

through a personal contact, but did not appear among the 

results of the online search or in Library Literature, 

though this work had been recently published at the time of 

the search and, therefore, had not yet been indexed. 

Other possibilities were pursued—browsing, checking 

references in related works—but nothing of significant 

value was unearthed. Data-gathering continued, but no new 

leads were suggested until the summer of 1982 at the Ameri-

can Library Association annual conference. During a dis-

cussion held at that time with Barbara Markuson, some new 

possibilities were proposed. Markuson suggested that the 

•^Melin, o£. cit. 
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terms "change agent" and "technology transfer" might yield 

better results in a data base search.^ 

A new online search was run on July 26, 1982 using 

either the following terms or ones that had been identified 

in appropriate thesauri as prescribed substitutes for them: 

technology transfer (or training), change agents, communica-

tion of innovation. A cross data base search was conducted, 

and printouts were requested for the following data bases: 

ERIC, ABI/INFORM, and Psychological Abstracts. The most 

important new source identified was the Markuson article, 

"Cooperation and Library Network Development."^ Several 

other works were of interest and were located for examina-

tion. While some of them appeared promising, all were too 

specialized to be of use to this study. 

Meanwhile, the library catalog was checked to see what 

additional materials might be identified. Ultimately, four 

books were found which, although they did not mention lib-

raries or information centers specifically, supplied some 

interesting background information. The authors basically 

supported the contention of this study that persons who per-

form a technology training, or transfer, function are gener-

ally considered to be a distinct category of personnel. The 

^Interview with Barbara Evans Markuson, Director of 
INCOLSA, July 13, 1982, in Philadelphia, Pa. 

c 
JMarkuso 

Development." 
^Markuson, "Cooperation and Library Network 
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four books that were particularly helpful are: Communica-

tion of Innovation by Rogers and Shoemaker,6 Planning for 

Innovation Through Dissemination and Utilization of Knowl-

7 R 
edge by Havelock,' Technology Transfer by Seurat, and 

Q 

Strategies for Planned Change by Zaltman and Duncan. 

One further data base search was run? it was actually a 

refinement of the second search. In it the terms conveyer, 

trainer, consultant, and change agent were combined, first, 

with the terms personality and/or personal characteristics— 

or some analagous term—and, second, with education or 

training. ERIC, Management Contents, Psychological Ab-

stracts, and AGRICOLA (AGRICultural Online Access) were 

searched, but none of the articles identified was pertinent 

to this study. 

From all of these efforts it may be concluded that, al-

though the subject of training for the use of high tech-

nology has been studied and discussed in other fields, there 

is virtually no specifically relevant information which can 

^Everett M. Rogers and F. Floyd Shoemaker, Communi-
cation of Innovation: A Cross-cultural Approach (New York, 
1971) . 

7 
Ronald G. Havelock, Planning for Innovation Through 

Dissemination and Utilization of Knowledge (Ann Arbor, 
Mich., 1971). 

ft 
°Silv§e Seurat, Technology Tansfer: A Realistic 

Approach (Houston, 1979). 
Q 
Gerald Zaltman and Robert Duncan, Strategies for 

Planned Change (New York, 1977) . 
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be located in the field of libraries and information ser-

vices. It is hoped that in some small measure this study 

will begin to change that situation. 



CHAPTER III 

MEASUREMENT INSTRUMENTS 

Background 

The choice of the measurement instruments that would 

be used in this study to gather data for the creation of 

personal profiles for the participants was carefully con-

sidered. The demographic data which were collected were 

straightforward: age range, sex, educational background, 

experiential background. Some additional questions were in-

cluded to gather information which could indicate possible 

directions for future research. Responses to these ques-

tions were not used in the creation of profiles. The de-

cision to use three different opinion-gathering instruments, 

each of which reflected a distinct facet of the subject's 

attitudinal outlook, was reached in an attempt to avoid bias 

which can creep into studies using a single instrument design, 

The risk of asking for so much information was, of 

course, that the subjects might not want to take time to re-

spond. This, in fact, proved to be the case in some instan-

ces. Overall, however, the response rate was good, and the 

richness of the resulting profiles made the added data 

gathering and analysis efforts worthwhile. 

36 
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Sixteen Personality Factor Questionnaire 

The first opinion-gathering instrument used was the 

Sixteen Personality Factor Questionnaire or 16_ PF. (Copies 

of this text can be obtained from the Institute for Person-

ality and Ability Testing (IPAT), Champaign, Illinois.) The 

16 PF test was first published by IPAT in 1949 and was at 

that time unusual in its use of factor analysis to measure 

personality characteristics.1 Raymond Cattell, author of 

the 1_6 PI?, addresses the evolution of the test in his preface 

to the 1970 edition of the Handbook for the . . . 1_6 PF by 

saying that since its creation 

the reliabilities and validities of the 16 PF have 
steadily advanced, and the test has expanded into 
no fewer than six parallel forms (including Eber's 
as yet unpublished Form F); but . . . it has re-
tained the essential shape of the original. The 
reason for this constancy is that, unlike many test 
scales developed in the same period [i.e., the late 
1940's], the 16 PF was, from the beginning, tailored to 
evidence of the inherent structure of personality, not 
artificially created to fit a priori concepts. 

The ]L6 PF test has become an extremely popular measure-

ment instrument. The fact that The Eighth Mental Measure-

ments Yearbook contains over 1,500 references to the test^ 

1Raymond B. Cattell, Herbert W. Eber and Maurice M. 
Tatsuoka, Handbook for the Sixteen Personality Factor Ques-
tionnaire (16 PF) in Clinical Educational, Industrial and 
Research Psychology, for Use With All Forms of the Test 
(Champaign, 111., 1970), p. xix. 

2Ibid. 

3 
Oscar Kisen Buros, editor, The Eighth Mental Measur-

ments Yearbook (Highland Park, N.J., 1978). 
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supports this contention. Further, in an interview, Dr. G. 

Frank Lawlis indicated that after The Minnesota Multiphasic 

Personality Inventory (MMPI), the 16 PF Questionnaire is the 

most widely used personality test.^ 

"The 16 PF test is a multi-dimensional set of sixteen 

questionnaire scales arranged in omnibus [i.e., multi-item] 

form. It is designed to make available in a practicable 

testing time, information about an individual's standing on 

the majority of primary personality factors."^ The sixteen 

first-order bipolar factors are 

Factor Characteristics 

A reserved/outgoing 
B less intelligent/more intelligent 
C affected by feeling/emotionally stable 
E humble/assertive 
F sober/happy-go-lucky 
G expedient/conscientious 
H shy/venturesome 
I tough minded/tender minded 
L trusting/suspicious 
M practical/imaginative 
N forthright/shrewd 
0 self-assured/apprehensive 
Q1 conservative/experimenting 
Q2 group dependent/self-sufficient 
Q3 undisciplined self-conflict/controlled 
Q4 relaxed/tense 

There are two sets of parallel forms of the 16 PF test 

(i.e., A/B and C/D), and a single form (E) for which a 

^Interview with G. Frank Lawlis, professor of psy-
chology, North Texas State University, November 25, 1980. 

5Cattell, o£. cit., p. 1. 

6Buros, o£. cit., Vol. 1, p. 1064. 
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7 

parallel form has never been completed. A and B are aimed 

at "ordinary newspaper-literate adults"; C and D have a 

"vocabulary demand somewhat less than A and B" but are still 

aimed at "average adults"; and E has a "very simple vocabu-
O 

lary" and is meant for use with "low literate groups." 

Also, the testing time for A and B is projected at fifty 

minutes, while the rest of the forms are estimated to take 

thirty to forty minutes to complete. Because this study is 

aimed at a highly literate group, one of the tests in the 

first set of parallel forms (form A) was used. The norms 

being used are those for males and females based on an age 

of thirty years. 

In Table II scale reliabilities for parallel forms A 

and B of the lj> PF are given. It can be seen that three 

reliability scales (B, N and Q3) fall below .70 in a test-

retest situation, but the other thirteen stay at .70 or 

above. 

In Table III direct validities of combined form A and B 

scales are listed. It can be noted that six validity fac-

tors fall below .70 in the A and B category when manually 

calculated scores for individual factors on each form are 

compared. V7ith high speed computer processing, which is now 
7Ibid. 

O 
°Cattell, o£. cit., p.3 

qIbid. 
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available to virtually anyone who wishes to use it, it is 

possible, however, to improve the validities in every in-

stance to above .70. When manual processing is used, scores 

TABLE II 

SCALE RELIABILITIES—TEST-RETEST 
AFTER FOUR TO SEVEN DAYS10 

Source Traits 

A B C E F G H I L M N 0 Q1 Q2 Q3 Q4 

Form A 81 58 78 80 79 81 83 77 75 70 61 79 73 73 62 81 

Form B 75 54 74 80 81 77 89 79 77 70 60 81 70 75 62 87 

falling between values are rounded off. Each time a value 

is rounded down, that amount of data, usually anything below 

.5, is lost. A computer, however, is capable of retaining 

and processing those values and utilizing them in the final 

output. When these data are retained and contribute to the 

final score, the results are more positive, and accurate, 

than those derived manually. 

There has been a continuing controversy among behavior-

al scientists as to whether the sixteen factors considered 

in the Ij6 PF really measure "true" characteristics. The 

case for using the 16 PF strengthens, however, when one 

considers the large number of studies which have utilized it 

10 Ibid., p. 30. 
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as a data collection device, and when it is realized that 

the other obvious instrument capable of providing results 

which are less controversial (the MMPI) requires such 

TABLE III 

DIRECT VALIDITIES WITH COMBINED FORM 
A AND B SCALES11 

Source Traits 

A B C E F G H I L M N 0 Q1 Q2 Q3 Q4 
Forms 
A & B 
using 
computer 
synthesis 
scoring 

90 72 82 90 93 89 92 88 85 85 84 94 84 88 90 87 

Forms 
A & B 
using 
only the 
two scale 
scores 

86 53 77 71 88 77 94 80 67 71 64 86 68 80 80 63 

a long testing time that its use in this study was undesir-

able. Further reassurance can be found in Brian F. Bolton's 

own review of the 16̂  PF in The Eighth Mental Measurments 

Yearbook. Bolton writes: 

R. B. Cattell has devoted a major segment 
of his prolific career to the development and 
refinement of his conception of the normal 
personality sphere and the primary instrument for 
its measurement, the Sixteen Personality Factor 
Questionnaire. An extended controversy has 

lllbid., p. 35. 
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surrounded Cattell's claim that the 16 scales of 
the 16 PF measure the fundamental dimensions, or 
source traits, of normal personality functioning. 
The measurement of source traits supposedly dis-
tinguishes the 16 PF from the multitude of other 
personality inventories that are alleged to 
measure only arbitrarily defined surface traits. 

The 16 PF is the product of 25 years of de-
velopmental research. No other personality 
measuring instrument has a more substantial scien-
tific foundation. Nor has any instrument under-
gone a more thorough examination by critics. 
While the available evidence for the factorial 
validity of the 16 PF is far from unanimous, it 
certainly does not justify the negative conclu-
sions reached by some psychologists. When evalu-
ated by reasonable standards, the 16 PF compares 
favorably with any other inventory that purports 
to measure variations in normal personality 
functioning.12 

Response to Power Measure 

In order to measure an important factor not included in 

the 16 PF, another instrument called the Response to Power 

Measure, or RPM, was used. (Copies of this test can be 

obtained from Test Systems, Inc., P. 0. Box 18432, Wichita, 

Kanasas.) As stated by Arthur Sweney, the chief creator of 

the RPM; 

The psychologists and the sociologists have 
omitted power from their conceptualization because 
of its generalized assumptions and the difficulty 
in operationalizing its constructs for systematic 
study. The political scientists, however, have 
used it exhaustively for the past century as a 
means of conceptualizing the activities of the 
"political man." Only recently has it surfaced 
as a legitimate area of study for other behavior 
al scientists who are endeavoring to describe 

12Buros, o£. cit., pp. 1078-1080. 
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organizations and to predict man's behavior in 

these settings. 

As suggested by Sweney, "the term power [often] con-

jures up images of coercion, brutality and mayhem," but he 

further notes that "physical scientists . . . have always 

considered power as an essential construct to explain move-

ments or changes which, without it, would not have 

o c c u r r e d . I t is with the aim of gathering information 

about this latter understanding of power that the RPM was 

used in this study. It should be noted that the design of 

the instrument evokes responses about both a person's super-

ordinate and subordinate reactions to power. 

The Response to Power Measure was developed to ascer-

tain values and attitudes as directly as possible. The RPM 

questionnaire consists of ninety-six general opinionnaire 

items to which the respondent is asked to agree (T), 

disagree (F), or record indecisions (?). Thus, sixteen 

items of three steps each are associated with the six role 

scales15 (i.e., Authoritarian, Egalitarian, Permissive, 

Rebellious, Cooperative, Ingratiating). The first three 

scales relate to attitudes exhibited as a supervisor; the 

1 ? 
AJArthur B. Sweney, Leadership: The Management of 

Power and Obligation (Wichita, Kan., 1979). p. P-l. 

^Ibid., p. 1-2. 

15Ibid., p. VI-2. 
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second three scales relate to attitudes from the point of 

view of a supervisee. 

Unlike the 16 PF test, the Response to Power Measure is 

of recent creation, going through major development and 

testing in the 1970's.^ The first version to receive major 

1 7 . 

testing was Form C. Modifications were made, following 

which Form A was developed, and further minor modifications 

were made, chiefly in language, which resulted in the crea-

tion of Form B.*® Because this questionnaire does not yet 

have an entry in Buros' Mental Measurements Yearbook, 

reviews of the instrument are not available from this usual 

source. G. Frank Lawlis, however, in an interview on the 

subject, stated that he had utilized the test in over 1,000 

administrations and had been very satisfied with the 

1 Q 
results. * 

The test's author has produced a publication to accom-

90 

pany the RPM, but much of the data therein is 

unfortunately based upon the experimental Form C, making 

validities and reliabilities for form A, used for this 

16Ibid., p. VI-1. 

^Ibid., p. VI-3. 

1 ft 
J-°Telephone conversation with Ann Sweney, colleague of 

the author of the RPM, September 8, 1980. 
1 9 

Interview with G. Frank Lawlis, professor of 
psychology, North Texas State University, November 25, 1980. 

0 0 
* Arthur B. Sweney, o£. cit. 
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study, unavailable. In Table IV the Reliability Measures 

for Form C of the RPM are, therefore, given, and in Table V 

are shown the scale validities for Form C. 

TABLE IV 

RELIABILITIES FOR THE SCALES BASED ON A 
TEST-RETEST AFTER THREE MONTHS19 

Scales Stability 

Authoritarian .38 
Egalitarian .87 
Permissive .59 
Rebellious .41 
Cooperative .46 
Ingratiating .41 

Neither result is particularly impressive, but the 

improved instruments undoubtedly produce much more satis-

factory results; also, more extensive administration of the 

instrument will help to balance cases which fall far off the 

TABLE V 

VALIDITY COEFFICIENTS FOR THE RPM 2 2 

Scales Prediction 

Authoritarian 48 

Egalitarian 59 
Permissive 39 
Rebellious 45 
Cooperative 34 
Ingratiating 36 

71 

* Arthur B. Sweney, o£. cit., p. VI-3a. 

2?Ibid., p. VI-8. 
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mean. Further, the possibility of adding such an important 

dimension to the attitudinal profile of the participants, 

seemed to make the use of this instrument worthwhile. The 

RPM was, in fact, the only questionnaire identified which 

attempted to measure attitudes towards power in a corporate 

structure, and as such it was included in the data-gathering 

package. 

Interpersonal Coping Test 

The final instrument selected for this study was the 

Interpersonal Coping Test or I.C.T. (Appendix F). This is a 

questionnaire designed to measure the coping mechanisms of 

individuals dealing with interpersonal conflicts. Nineteen 

situations are described, and four possible responses are 

supplied for each situation. Subjects are asked to rank the 

responses from the one that they would be most likely to 

choose (1) to the one that they would be least likely to 

choose (4). The responses can be categorized as avoidance, 

denial, cooperation, and superordination. 

T^ e 1«C.T. form which was utilized for this study is 

a modification of an unpublished experimental form origi-

nally designed by Meyer Williams for use with patients in 

Veteran's Administration hospitals. Little was done with 

the initial form, however, beyond its administration to a 

few test subjects. Modifications have been made in order to 

simplify the testing procedure while offering a complete 
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range of coping preferences. The second section of the 

test, which was confusing to answer and was essentially a 

repetition of the first section, was eliminated. Many ques-

tions were sexist in their orientation and phraseology 

because of the fact that they had originally been written 

for use with male veterans. In almost every case, there-

fore, the wording was smoothed and clarified. In the 

few cases where changing the wording would have altered the 

actual meaning of the question, the item was dropped. This 

occurred with only a small number of questions. The ques-

tionnaire as it now stands is an easy one to complete, 

requiring only about ten minutes of the subject's time. 

The revised I.C.T. form was pre-tested with fifty-two 

individuals from a variety of occupations and walks of life 

in a effort to obtain a set of "normal" scores. The means 

and standard deviations for these cases are shown in Table 

VI. No problems with understanding or completion of the 

test were encountered with any of the fifty-two subjects. 

As can be seen, the most likely response is cooperation, 

with the least likely being superordination (i.e., attemp-

ting to inflict one's own feelings and/or opinions upon 

others regardless of the circumstances). 

In Table VII are recorded the Pearson Correlation Coef-

ficients among the four variables. It may be noted that 

0.291, the strongest correlation, occurs between avoidance 
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and superordination, while there is virtually no correlation 

between superordination and cooperation. 

TABLE VI 

RESULTS OF "NORM" GROUP TAKING THE I.C.T. 

Variable Cases Mean Standard Deviation 

Avoidance 52 55.6154 3.8305 
Denial 52 51.4423 3.8624 
Cooperation 52 25.3846 6.4752 
Superordination 52 57.5000 6.4154 

Theoretical constructs which underly the I.C.T. have 

been described by Adler in his theory of social interest. 

He states: 

Although social interest takes in such mat-
ters as cooperation, interpersonal and social 
relations, identification with the group, empathy, 
and so forth, it is much broader than all these. 
In its ultimate sense, social interest consists of 
the individual helping society to attain the goal 
of perfect society. 

The person is embedded in a social contest 
from the first day of life. Cooperation manifests 
itself in the relationship between the infant and 
the mother, and henceforth the person is contin-
uously involved in a network of interpersonal 
relations which shape his personality and provide 
concrete outlets for his striving for superiority. 
Striving for superiority becomes socialized; the 
ideal of a perfect society takes the place of 
purely personal ambition and selfish gain. By 
working for the common good, man compensates for 
his individual weaknesses. 

"Calvin S. Hall and Gardner Lindzey, Theories of 
Personality (New York, 1973), p. 125. 
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The ideal of mature behavior is, thus, suggested by Adler to 

be exhibited in cooperative behavior, and it is this type of 

behavior which is being identified through the I.C.T. 

TABLE VII 

PEARSON CORRELATION COEFFICIENTS AMONG 
THE VARIABLES BASED ON "NORM" GROUP 

Avoidance Denial Cooperation Superordin-
ation 

Avoidance 1.0000 p~ * * * * -0.1725 
P=0.111 

-0.3765 
P=0.003 

-0.0782 
P=0.291 

Denial -0.1725 
P=0.111 

1.0000 p=**** -0.2210 
P=0.058 

-0.2465 
P=0.039 

Cooperation -0.3765 
P=0.003 

-0.2210 
P=0.058 

1.0000 
P= * *•• 

-0.7330 
P<0.001 

Superordin-
ation 

-0.0782 
P=0.291 

-0.2465 
P=0.039 

-0.7330 
P<0.001 

1.0000 
P= * * * * 

As a group the three measurement instruments which have 

been utilized to gather the opinion data for this study 

cover a broad spectrum and complement one another. The 

three aspects which have been measured—personality charac-

teristics, responses to power within a corporate structure, 

and a person's interpersonal coping skills—when coupled 

with basic demographic information, create a profile of the 

subjects which offers both specificity and breadth. 



CHAPTER IV 

PROFILES OF PERSONAL CHARACTERISTICS 

Background 

Following the receipt of a sufficient number of com-

pleted questionnaires, the data were tallied, coded, and 

analyzed by computer using the Statistical Package for the 

Social Sciences. The first task following these analyses, 

was to prepare a profile of characteristics of each of the 

four groups surveyed. The demographic data and the means of 

the scores from the three questionnaires were utilized for 

this task. In this chapter the resulting profiles are de-

scribed, while in chapter V the statistical analyses which 

were conducted for purposes of identifying significant 

differences among the groups are presented. 

Network Coordinators 

An analysis of the demographic data received from the 

Network Coordinators revealed a very homogeneous set of 

figures, as presented in Table VIII. As can be seen, over 

two thirds of the respondents were female, and nearly that 

number were between the ages of twenty-eight and thirty-

five. Over half of the Coordinators had held four jobs, 

and twenty-nine of the thirty-three had two degrees. A 

further breakdown of information concerning degrees shows 

50 
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that twenty-four had, first, a bachelor's degree in some 

area of the humanities, and second, a master's degree in 

library/information science. Five others had a degree in 

either the social sciences (four) or science (one) and a 

master's degree in library/information science. Only four 

Coordinators fell outside this basic pattern of bachelor's 

degree plus a master's degree in library/information 

science; in each of these cases one or more additional de-

grees were earned. 

TABLE VIII 

SUMMARY OF DEMOGRAPHIC DATA RECEIVED 
FROM NETWORK COORDINATORS 

Sex Acre Rc mae 
Number of 
Jobs Held 

Number of 
Decrees Held 

Sex No. Age No. Jobs No. Degrees No. 

F 
M 

23 
10 

20-27 
28-35 
36-43 
44-50 

3 
20 
8 
2 

2 
3 
4 
6 + 

5 
7 

17 
2 

2 
3 
4 

29 
3 
1 

Next, the Coordinators' mean scores on the three ques-

tionnaires—16PF, RPM, and I.C.T.—were examined with the 

goals of discerning any distinctive characteristics and of 

preparing a general summary of the results. It should be 

noted that on the two instruments in which sten scores are 

utilized (i.e., the 16PF and the PRM), scores of below three 

and above eight indicate an extremely high tendency toward a 

particular attribute, be it positive or negative. The norm, 
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thus, falls between four and seven. On these two question-

naires, the Network Coordinators scored above eight or below 

three on only three items, one of these being on the 16PF. 

The single 16PF scale in question, which was above the norm, 

was intelligence. The Coordinators scored as a very bright 

group of people. 

The two scales upon which Coordinators scored outside 

the norm on the RPM—high in each case—were Egalitarian and 

Cooperative. Coordinators appear to be highly inclined 

toward a cooperative, interactive mode of organizational 

governance. 

The significance of the variance between the Coordina-

tors' performance and that of the members of the norm group 

on the I.C.T. was somewhat difficult to assess because of 

the experimental nature of the form. Upon simple comparison 

of the mean scores, however, it appeared that Network Coordi-

nators were more likely to be cooperative and less likely to 

try to avoid an interpersonal conflict or try to impose 

their own solution in such an event. There seemed to be 

little difference in the likelihood that either group would 

deny the existence of a difficult situation. (See Table IX 

for comparison.) 

Ex-coordinators 

Analysis of the demographic data from the Ex-coordina-

tors revealed that compaired to the Coordinators, they were 
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TABLE IX 

COMPARISON OF MEAN I.C.T. SCORES FOR "NORM" GROUP 
WITH THOSE OF NETWORK COORDINATORS 

Variable Mean Scores: 
Norm Group 

Mean Scores: 
Coordinators 

Avoidance 55.6154 56.4242 
Denial 51.4423 51.0606 
Cooperation 25.3846 24.1515 
Superordination 57.5000 59.6970 

as a group, somewhat less homogeneous than the Coordinators, 

but nonetheless very internally similar. (See Table X.) 

The majority of the group (thirteen) were females, compared 

with only two males. Two thirds of the group ranged between 

the ages of twenty-eight and thirty-five. The variation in 

number of jobs held seems to be that Ex-coordinators had 

TABLE X 

SUMMARY OF DEMOGRAPHIC DATA RECEIVED 
FROM EX-COORDINATORS 

Sex Age Range 
Number of 
Jobs Held 

Number of 
Degrees Held 

Sex No. Age No. Jobs No. Degrees No. 
F 13 28-35 10 2 1 1 1 
M 2 36-43 4 3 3 2 11 

44-50 1 4 7 3 3 
5 2 
6 + 2 

held more jobs proportionally than the current Network 

Coordinators, although a majority of each group had held 
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four jobs. The most obvious difference in the Ex-coordina-

tor group came in the area of degrees held. The distribu-

tion of number of degrees was not so different from the 

pattern of the Coordinators, but there was a difference in 

the type of degrees. While eleven individuals held two 

degrees, only five of them had a bachelor's degree in the 

humanities, while an equal number had an initial degree in 

the social sciences; one respondent did not specifically 

state the type of degree held. These eleven individuals all 

held a second degree in library/information science. One 

person held only a bachelor's degree in humanities, and 

three held three degrees each. 

When the mean scores which the Ex-coordinators received 

on the three attitudinal questionnaires were examined, they 

showed even fewer outstanding characteristics on the first 

two instruments than did the Coordinators. No score on the 

16PF fell above eight or below three, and only one charac-

teristic on the RPM was notable: the group scored 8.9333 on 

the cooperative scale. Interestingly, while the score on 

the complementary attitude of egalitarianism was high for 

this group it did not exceed eight. 

The scores of the Ex-coordinators on the I.C.T. varied 

more from those of the norm group than did those of the 

Coordinators. (See Table XI.) Considering that the lower 

the score, the greater the liklihood that a particular 
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course of action will be followed, it seems that Ex-coordi-

nators are more likely to follow a wider variety of courses 

of action than are the current Coordinators. Particularly, 

TABLE XI 

COMPARISON OF MEAN I.C.T. SCORES FOR "NORM" GROUP 
WITH THOSE OF EX-COORDINATORS 

Variable 
Means scores: 
Norm group 

Means scores: 
Ex-coordinators 

Avoidance 55.6154 54.2000 
Denial 51.4423 47.2667 
Cooperation 25.3846 22.3333 
Superordination 57.5000 53.5333 

however, for Ex-coordinators the preferred course of action 

would be cooperation. (This reinforces the one significant 

RPM factor.) The second most likely course of action would 

be denial, with the chances of avoiding or imposing personal 

preferences in a situation of interpersonal conflict being 

almost equally likely. In Table IX it is shown that impo-

sing one's own will upon another was clearly the least 

likely option that a Coordinator would follow, but seemed to 

be a more likely choice for an Ex-coordinator. 

Heads of Technical Service 

The distribution of demographic factors for Heads of 

Technical Service displayed less internal homogeneity than 

did those of Network Coordinators and Ex-coordinators. 
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(See Table XII.) The proportion of males to females (ap-

proximately one third to two thirds) was almost identical to 

that of the Coordinators, but different from the Ex-coordi-

nators, where less than one sixth of the group was male. 

The age range was more variable than it was in either 

TABLE XII 

SUMMARY OF DEMOGRAPHIC DATA RECEIVED FROM 
HEADS OF TECHNICAL SERVICE 

Number of Number of 
Sex Age Range Jobs Held Deqrees Held 

Sex No. Age No. Jobs No. Degrees No. 

F 22 28-35 6 2 4 1 1 
M 12 36-43 11 3 13 2 24 

44-50 8 4 7 3 9 
51 + 9 5 4 

6 + 6 

of the first two groups, and the mode (thirty-six to forty-

three) was higher than it was in those groups. Interes-

tingly, the mode for the number of jobs held (three) was 

lower than it was in the first two groups, for which the 

mode was four. The scatter in this category was, however, 

quite wide. 

A majority of Heads of Technical Service held two 

degrees; the variation in the types of degrees, however, was 

much wider than it was for Coordinators or Ex-Coordinators. 

Although seventeen members of this group held first a 

bachelor's degree in the humanities and then a master's 
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degree in library/information science, the variation in the 

other half of the group was considerable: 

only bachelor's degree in science 1 

bachelor's degree in social 

science & master's degree 
in library/information 
science 3 

bachelor's degree in science & 
master's degree in library/ 
information science 2 

bachelor's degree in library/ 
information science & in 
science 1 

bachelor's and master's degree in 

library/information science 1 

Among the Heads of Technical Service holding three degrees, 

the variation in the combinations was even greater, with no 

two individuals having exactly the same configuration of 

degrees and disciplines. 

Looking at the mean scores of Heads of Technical Ser-

vice, it can be noted that only one 16PF factor fell above 

eight or below three; this is factor two, intelligence. 

This group scored above average in intelligence. One other 

factor (number fourteen) should also be mentioned because it 

was so very close to eight, closer, in fact, than for any of 

the other three groups surveyed. This factor was the group 

dependent/self-sufficient factor. Heads of Technical Ser-

vice scored as being more self sufficient than did any of 
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the Coordinators, Ex-coordinators, or Heads of Public Ser-

vice, although Coordinators scored second. 

On the RPM, Heads of Technical Service scored above 

eight on two scales and below three on none. The two high 

scores were both in the supervisee rather than the supervi-

sor section. These individuals appeared to be more than 

usually likely to react to their supervisors either with 

cooperation or rebelliousness—an interesting paradox. 

A comparison of the mean scores achieved on the I.C.T. 

by Heads of Technical Service and those of the norm group is 

given in Table XIII. It can be noted that the scores of 

the Heads of Technial Service were closer to those of the 

TABLE XIII 

COMPARISON OF MEAN I.C.T. SCORES FOR "NORM" GROUP WITH 
THOSE OF HEADS OF TECHNICAL SERVICE 

Variable Means for norm group 
Means for Heads of 
Technical Service 

Avoidance 55.6154 54.4412 
Denial 51.4423 48.2059 
Cooperation 25.3846 22.6176 
Superordination 57.5000 58.7647 

norm group than those of Ex-coordinators. The Heads of 

Technical Service also appeared more likely to avoid an 

interpersonal conflict than the Coordinators, but both 

groups were about equally unlikely to try to impose their 

own solution upon another person. 
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Heads of Public Service 

Demographic data for Heads of Public Service was even 

less internally homogeneous than for the Heads of Technical 

Service. (See Table XIV.) The male/female distribution was 

closer to being equal than it was in any of the first three 

groups—twenty-one females to fourteen males. The scatter 

really begins to be evident in the age ranges. While the 

mode fell in the range from twenty-eight to thirty-five, 

TABLE XIV 

SUMMARY OF DEMOGRAPHIC DATA RECEIVED 
FROM HEADS OF PUBLIC SERVICE 

Number of Number of 
Sex Aae Range Jobs Held Degrees Held 

Sex No. Age No. Jobs No. Degrees No. 

F 21 20-27 1 1 2 0 1 
M 14 28-35 11 2 5 1 2 

36-43 6 3 9 2 17 
44-50 8 4 9 3 14 
51 + 9 5 4 4 1 

6 + 7 

more than two thirds of this group fell into one of the 

other age ranges. The number of jobs held varied widely. 

There was no obvious mode of two degrees held by this group 

as there was in the other three groups, and one person held 

no formal college degree but had taken "relevant college 

courses, seminars, workshops, etc." 
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There was wide variation in types of degrees held and 

subjects pursued. The configuration so often found in the 

other three groups (bachelor's degree in the humanities, 

master's degree in library/information science) was found in 

only nine cases in this group. Nearly as many individuals 

(eight) held three degrees, one in the humanities, and one 

in library/information science. The third degrees, however, 

were then divided as follows: three in humanities and five 

in the social sciences. The remaining cases fell into other 

categories with further internal variation within some of 

them. Of the four groups surveyed, Heads of Public Service 

were the least demographically predictable. 

The Heads of Public Service did not score above an eight 

or below a three on any of the factors of the 16PF. They 

did, however, score above an eight on two of the RPM fac-

tors, and they happened to be the same two factors on which 

the Heads of Technical Service scored high. These factors, 

which are in the supervisee portion of the questionnaire, 

were the Cooperative and Rebellious factors. The mean 

scores received on the I.C.T. by Heads of Public Service are 

compared in Table XV to those of the norm group. These 

scores are very similar to those of the Heads of Tech-

nical Service, although Heads of Public Service appeared to 

be less likely to avoid or deny an inter-personal conflict 

and somewhat more likely to attempt to impose a personal 
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solution on another person than would the Heads of Technical 

Service. Based on their scores, both groups appeared to be 

about equally likely to cooperate in finding a solution. 

Further, both groups varied about the same amount, although 

in slightly different configurations, from the norm group. 

TABLE XV 

COMPARISON OF MEAN I.C.T. SCORES FOR "NORM" GROUP 
WITH THOSE OF HEADS OF PUBLIC SERVICE 

Variables 
Mean Scores 
of Norm Group 

Mean Scores of 
Heads of Pub. Ser. 

Avoidance 55.6154 55.1143 
Denial 51.4423 49.8571 
Cooperation 25.3846 22.4000 
Superordination 57.5000 57.2571 

This chapter has presented a descriptive summary of the 

data collected for this study. The demographic data have 

been compared among the four participating groups, while the 

results of the attitudinal questionnaires have, in each 

case, only been compared with those of external norm groups. 

In the next chapter the results of the attitudinal question-

naires are statistically compared among the four library-

related groups to test for any significant variation. 

Further analysis also compares results from the total lib-

rary population surveyed with the results from a normally 

distibuted population, to identify any statistically sig-

nificant variations. 



CHAPTER V 

STATISTICAL ANALYSIS OF DATA 

Testing of Hypotheses 

The hypotheses of this study were formulated during 

the conceptualization stage of the research. Since no other 

studies were identified to provide guidance in this regard/ 

these hypotheses were necessarily viewed as very tentative. 

Even if one or more of them should not be supported, how-

ever, it was judged that useful information could still be 

obtained, and that directions for future studies could be 

identified. 

The first hypothesis was that "there is a significant 

positive relationship among the profiles of active Network 

Coordinators." In testing this hypothesis, factor analysis 

was used to examine the characteristics reported by Network 

Coordinators on the 16_ PF, the RPM, and the I.C.T., and this 

analysis was further considered in conjunction with the 

summary of demographic information presented in the previous 

chapter. 

Computer programs in the Statistical Package for the 

Social Sciences (SPSS) were used to run the factor analysis. 

Factor analysis was selected as an analytic procedure 

because it affords an assessment of the degree to which a 

62 
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given set of variables is reflective of one or more common 

underlying phenomena.^ From Table XVI it can be seen that 

only one factor had an Eigenvalue (the measure of the relative 

importance of a function) above 1 and that 96.1 per cent of 

the possible variance among factors was accounted for by the 

first factor. 

TABLE XVI 

SUMMARY OF THE FACTOR ANALYSIS RUN ON 
16 PF, RPM, AND I.C.T. TEST RESULTS 
RECEIVED "FROM NETWORK COORDINATORS 

Factor Number* Eigenvalue Percent of Variance 

1 31.70438 96.1 
2 .66202 2.0 
3 .15726 .5 
4 .11205 .3 
5 .08538 .3 
6 .05164 .2 
7 .04599 .1 
8 .03631 .1 
9 .02689 .1 

10 .02055 .1 

Although 33 factors were run, only 10 were included, 
since those 10 accounted for 99.8 per cent of the variance, 

Considering this result, together with the summary of demo-

graphic data for the Network Coordinator group at the begin-

ning of Chapter IV, it may be judged that there is strong 

support for the first hypothesis. Network Coordinators do 

Norman H. Nie and others, SPSS, 2nd ed. (New York, 
1975), p. 10. 
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seem to be a very homogeneous group of people, at least in 

relation to the data which were collected for this study. 

The second hypothesis stated that "there is a signifi-

cant positive relationship between the profiles of the Ex-

coordinators and the traditional middle management lib-

rarians." In testing this hypothesis discriminant function 

analysis, again utilizing the SPSS, was run on the question-

naire data gathered from the Ex-coordinators and from the 

Heads of Public and Technical Services. Discriminant func-

tion analysis was judged to be suitable for these kinds of 

data because it is a special kind of factor analysis which 

"first derive[s] factors by utilizing the combined samples 

of various classifications and then . . . run[s] a discrimi-

nant function to determine if any of the factors discrimi-

nate [s] groups of people."2 The results of this analysis 

are also to be considered in conjunction with the demographic 

data for these groups, as presented in Chapter IV. 

In Table XVII the means of the scores from the 16 PF, 

a n d 1 •C,T'- a r e given for all four groups that were 

surveyed. An examination of the columns for Ex-coordinators, 

Heads of Technical Service, and Heads of Public Service re-

veals very similar scores for the three groups on nearly 

2 
G. Frank Lawlis and Douglas Chatfield, Multivariate 

pproaches for the Behavioral Sciences: A Brief Text 
(Lubbock, Tex., 1974) , p. 30. i. iSii. 
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every factor. Comparing the mean of the Ex-coordinator 

group scores with an average of those of the other two 

groups, also reveals the similarity of the scores. In fact, 

only factor PF4 (humble/assertive) appears to reflect any 

significant difference. 

TABLE XVII 

MEAN SCORES FOR 16 PF, RPM, AND I.C.T. TESTS, BY GROUP 

Test Coor- | Ex-coor- Heads of Heads of Mean of 
Factors inators inators Technical Public Groups 

(Grp 1) (Grp 2) Service Service 3 & 4 
(Grp 3) (Grp 4) 

PF1 3.5152 4.4667 3.3529 4.1143 3.7336 
PF2 8.1515 7.6667 8.4118 7.5143 7.9631 
PF3 5.0606 5.0000 5.3824 5.2857 5.3341 
PF4 6.0909 7.2000 6.1176 5.7429 5.9303 
PF5 5.2727 5.2000 4.0588 4.5429 4.3009 
PF6 4.7879 4.7333 4.9118 5.4571 5.1845 
PF7 5.6061 5.4667 4.7941 5.1429 4.9685 
PF8 6.1818 6.2667 6.0294 6.6286 6.3290 
PF9 5.6061 4.8667 5.3529 5.5143 5.4336 
PF10 6.2424 6.3333 6.4118 6.4000 6.4059 
PF11 5.5455 4.9333 6.0294 5.4286 5.7290 
PF12 5.2424 5.2000 5.1176 4.8571 4.9874 
PF13 6.1515 6.8000 5.9118 5.8000 5.8559 
PF14 7.6061 7.0667 7.8824 7.3429 7.6127 
PF15 5.4242 5.7333 6.0882 6.6000 6.3441 
PF16 6.3636 6.0000 6.3824 6.1429 6.2627 
RPM1 4.9697 4.3333 4.9412 4.5714 4.7563 
RPM 2 8.4242 7.8000 7.6471 7.7714 7.7093 
RPM 3 4.3939 4.6667 4.5882 4.1429 4.3656 
RPM 4 7.9394 7.9333 8.5000 8.4286 8.4643 
RPM 5 8.4545 8.9333 9.0882 8.8286 8.9584 
RPM 6 6.5455 6.6000 6.5588 6.8000 6.6794 
ICT1 56.4242 54.2000 54.4412 55.1143 54.7778 
ICT2 51.0606 47.2667 48.2059 49.8571 49.0315 
ICT3 24.1515 22.3333 22.6176 22.4000 22.5088 
ICT4 59.6970 53.5333 58.7647 57.2571 58.0109 
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The standard deviations of the scores are given in 

Table XVIII. There is an acceptable amount of deviation in 

the 16 PF and RPM scores, but in Groups two through four 

(Ex-coordinators, Heads of Technical Service and Heads of 

Public Service) there is a noticeable deviation on the 

I.C.T. scores. It should be recognized that there is much 

TABLE XVIII 

STANDARD DEVIATIONS OF TEST SCORES, BY GROUP 

Test Coordi- Ex-coor- Heads of Heads of 
Factors nators dinators Technical Public 

Service Service 

PF1 1.8561 1.5523 2.1161 2.3982 
PF2 1.2279 2.9031 1.2820 1.5788 
PF3 1.7667 1.8127 1.5377 1.6192 
PF4 2.0057 1.8974 1.9348 1.8525 
PF5 2.2950 2.1448 2.2011 1.9150 
PF6 1.6911 2.1202 2.0797 2.0771 
PF7 2.1056 2.4162 2.0712 2.0167 
PF8 1.9757 1.2228 1.8665 1.9264 
PF9 1.8190 1.3558 1.3230 1.8048 
PF10 1.8546 1.3973 1.5397 1.7012 
PF11 2.0170 1.6242 2.3026 2.1596 
PF12 1.8205 1.7809 1.8384 1.6296 
PF13 2.4125 2.2741 2.2207 2.1936 
PF14 1.5600 1.5338 1.6835 1.6078 
PF15 1.6208 2.1536 1.1643 1.7856 
PF16 1.9815 1.6903 1.7410 1.8652 
RPM1 2.5432 1.8772 1.7912 2.0621 
RPM 2 1.7506 2.4553 2.5092 2.2503 
RPM 3 2.1056 2.2887 1.5397 2.0600 
RPM 4 1.3679 1.3345 1.4407 1.6501 
RPM 5 1.4597 1.7099 1.7121 1.7233 
RPM 6 1.6026 1.5492 2.0029 2.0694 
ICT1 4.8416 15.5848 10.1271 10.4510 
ICT2 3.8076 13.7450 9.6258 9.4967 
ICT3 4.1992 9.0607 4.9910 6.1223 
ICT4 5.2472 15.4775 11.1901 11.2861 
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less deviation on the I.C.T. scores of the Coordinators, 

indicating even more strongly the homogeneous nature of 

their group. 

Moving on to further analysis of the scores for the Ex-

coordinators and the library middle management groups, af-

firmation of the similarity of the groups is increased. 

In Table XIX the Univariate F-Ratio is used to predict the 

F-Probability. The Univariate F-Ratio is a one-way analysis 

of variance test for equality of group means on a single 

discriminating variable. The F-Probability is used to 

predict the likelihood that a particular function will be 

significant. It can be noted that the only factor to show 

an F-Probability of less than .05, and therefore signifi-

cance, is factor PF4 which has a .0194 probability of not 

actually indicating a significant difference between the two 

groups which were compared (i.e., the Ex-coordinators and 

the middle managers). All the rest of the factors have a 

much higher likelihood of similarity. Seventeen of the 

factors have an F-Probability of over .5000. 

The one notably different factor is PF4: the sub-

missive/dominant characteristic. Indications are, then, 

that Ex-coordinators are significantly more dominant (as-

sertive, aggressive, competitive, stubborn) than their mid-

dle management counterparts. 

3Nie, op. cit., p. 460. 
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Looking in Table XX at one more statistical measure, 

the chi square, supplies further evidence for the similari-

ty of the groups. If no relationship exists between two 

variables in the sample under study, then any deviations 

from the expected values should be due to chance. While 

some small deviations can be reasonably expected due to 

TABLE XIX 

UNIVARIATE F-RATIG OF TEST SCORES FOR EX-COORDINATORS 
COMPARED WITH THOSE OF HEADS OF PUBLIC AND 

TECHNICAL SERVICES 

Variable F-Ratio F-Probability 

PFl 1.7743 .1866 
PFl 3.0182 .0544 
PF3 .2906 .8320 
PF4 3.1179 .0194 
PF5 1.6160 .1651 
PF6 .8829 .5114 
PF7 .5740 .7751 
PF8 .9652 .4690 
PF9 .9228 .5100 
PF10 .0133 .9999 
PF11 1.5240 .1389 
PFl 2 .2857 .9901 
PF13 1.1393 .3396 
PFl 4 1.6331 .0877 
PF15 1.7030 .0665 
PF16 .2865 .9965 
RPM1 .6125 .8728 
RPM2 .0321 .9999 
RPM3 .6245 .8769 
RPM4 .7754 .7343 
RPM5 .1996 .9999 
RPM6 .1409 .9999 
ICT1 .0463 .9999 
ICT2 .3972 .9937 
ICT3 .0148 .9999 
ICT4 .9775 .5065 
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chance, large deviations, i.e., large values of chi square, 

are unlikely.4 The large values exhibited here, therefore, 

indicate that there is, indeed, a significant positive rela-

tionship between the profiles of the Ex-coordinators and 

the traditional middle management librarians. This conclu-

sion is further supported by several elements of the demo-

graphic data, which are presented in Chapter IV. 

While there are variations in characteristics from 

group to group, it can be observed that all three groups 

TABLE XX 

CHI SQUARE VALUES FOR COMPARISON OF 
GROUP 2 AND GROUP 3/4 SCORES 

Discriminant 
Function Chi Square 

1 51.794 
2 22.548 

have a majority of female members; members of all three 

groups tend to have held at least three jobs; and a majority 

of members of all groups have two degrees, most often a 

bachelor's in humanities and a master's degree in library/ 

information science. A larger proportion of members of the 

public service group have three degrees than do members of 

the other two groups. This is consistent with the need 

expressed by public service librarians in large institutions 

4Ibid., p. 224. 
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to add a subject specialty to their backgrounds. Thus, 

although the demographic data are not quite as homogeneous 

as are the test data, they do support the second hypothesis 

in many respects. 

Hypothesis three stated that "there is no positive re-

lationship between the profiles of the Network Coordintors 

and the Ex-coordinators." Tables XXI and XXII, as well as 

Tables VIII and X, provide an initial indication that the 

data will not support this hypothesis. First, there is a 

strong similarity between the means and the test scores for 

the Network Coordinators and those for the Ex-coordinators. 

Second, comparison of the demographic data shows a marked 

similarity in all categories; and when the F-Ratio and the 

F-Probability for the two groups are examined, only three 

factors show a probability of less than .05 that there is no 

positive relationship between the groups, while sixteen have 

an F-Probability of over .5000 that there is such a rela-

tionship. 

One of the three factors which does differ is the same 

one that differed between the Ex-coordinators and the tra-

ditional library middle management—that is PF4, the submis-

sive/dominant characteristic. It would appear that the Ex-

coordinators exhibit more assertiveness than any of the 

other groups. The other factors which differ are the 

I.C.T.2 and the I.C.T.4. These are the denying mechanism 
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TABLE XXI 

UNIVARIATE F-RATIO OF THE TEST SCORES FOR 
NETWORK COORDINATORS COMPARED WITH 

THOSE OF EX-COORDINATORS 

Variable F-Ratio F-Probability 

PR1 2.9831 .0909 
PF2 1.0176 .3694 
PR3 .0119 .9982 
PR4 3.2575 .0196 
PF5 .0107 >.9999 
PF6 .0091 >.9999 
PF7 .0412 >.9999 
PF8 .0234 >.9999 
PF9 1.9704 .0651 
PF10 .0284 >.9999 
PF11 1.0636 .4102 
PF12 .0056 >.9999 
PF13 .7713 .6848 
PF14 1.2455 .2775 
PF15 .3041 .9926 
PF16 .3787 .9814 
RPM1 .7495 .7369 
RPM2 1.0131 .4640 
RPM3 .1639 >.9999 
RPM4 .0001 >.9999 
RPM5 .9966 .4851 
RPM6 .0121 >.9999 
ICT1 .5656 .9291 
ICT2 2.1955 .0109 
ICT3 .9150 .5851 
ICT4 4.2556 <.0001 

and the superordinate mechanism. Ex-coordinators are much 

more likely to deny and/or to attempt to quash volatile 

situations than are active Coordinators. Finally, the size 

of the chi square statistic once again indicates little 

likelihood that there is an absence of a positive relation-

ship between the two groups. 
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TABLE XXII 

CHI SQUARE VALUE FOR COMPARISON OF SCORES FOR 
NETWORK COORDINATORS AND EX-COORDINATORS 

Discriminant 

Function Chi Square 

1 21.157 

Hypothesis four stated that "there is no positive rela-

tionship between the profiles of the Network Coordinators 

and the traditional middle management librarians." By re-

ferring to Tables XVII and XVIII, it can be seen that there 

is a striking similarity between the means of the scores 

from the Network Coordinators' group and those from the 

Heads of Technical Service and Heads of Public Service 

groups. Further, an examination of Tables VIII, X, XII, and 

XIV reveals demographic similarities between the Coordina-

tors and members of the other groups. In some ways the Co-

ordinators are more like the technical service personnel; in 

other ways they are more like the public service staff. 

Altogether, however, there are many strong similarities. 

The ratio of males to females is approximately one third to 

two thirds in each group, and a majority of members of all 

three groups have held three or four jobs. Individuals in 

both the Network Coordinator group and the Head of Public 

Service group tend to fall within the twenty-eight to forty-

three year age span, although Heads of Technical Service 

tend to be somewhat older. Approximately two thirds of both 
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the Coordinator and the Technical Service groups held three 

or four jobs. Public Service Heads tended to hold a larger 

number of jobs. By examining the F-Ratio and F-Probability 

in Table XXIII, it is determined that only three factors 

indicate a negative relationship between the groups at a 

probability level of .05 or less, while fifteen factors are 

above .5000, indicating a probable positive relationship. 

The three 16PF factors which show a significance level 

of less than .05 are PF2, PF5, and PF15. By examining Fig-

ures 1, 3, and 4, however, it can be seen that only factors 

PF5 and PF15 show significant variation in the actual 

scores. This occurrence can be explained by the fact that 

if a probability level of .05 is being sought and twenty-six 

factors are being computed four times (once for each group), 

there is a 5 per cent chance that an erroneous value can 

occur. It would appear that this is the case with regard to 

factor PF2. The variance reported for the first three hy-

potheses, as well as the variance reported for factors PF5 

and PF15 on hypothesis four, can be confirmed by looking at 

the actual test scores. The two factors which do show 

variation are, first, the sober/happy-go-lucky scale, and 

second, the undisciplined/controlled scale. Network Co-

ordinators are less sober, taciturn, serious than their 

library middle management counterparts and are also less 

controlled, exacting, compulsive than are Heads of Technical 
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TABLE XXIII 

UNIVARIATE F-RATIO OF TEST SCORES FOR NETWORK 
COORDINATORS COMPARED WITH THOSE OF 

LIBRARY MIDDLE MANAGEMENT 

Variable F-Ratio F-Probability 

PF1 1.2132 .2734 
PF2 3.8973 .0235 
PF3 .3375 .7982 
PF4 .4050 .8047 
PF5 2.7283 .0237 
PF6 1.1319 .3495 
PF7 1.3029 .2569 
PF8 .9065 .5144 
PF9 .1991 .9938 
PF10 .1037 .9998 
PF11 .7411 .6968 
PF12 .4250 .9502 
PF13 .2103 .9984 
PF14 .9587 .5005 
PF15 4.9165 <.0001 
PF16 .1762 .9998 
RPM1 .3679 .9890 
RPM2 1.2068 .2707 
RPM3 .4677 .9696 
RPM4 1.3955 .1428 
RPM5 1.2647 .2181 
RPM6 1.0000 .1948 
ICT1 .9888 .4285 
ICT2 .4304 >.9999 
ICT3 .3176 >.9999 
ICT4 .9595 .5483 

and Public Services. Despite these differences, the simi-

larities are striking, and a large chi square value (Table 

XXIV) reinforces the conclusion of similarity. 

The sum of all the data gathered reveals a remarkable 

similarity among all the library/network groups. This is 

not surprising, considering that the demographic character-

istics—especially the educational aspects—are so very much 
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TABLE XXIV 

CHI SQUARE VALUE FOR COMPARISON OF SCORES FOR NETWORK 
COORDINATORS AND HEADS OF TECHNICAL 

AND PUBLIC SERVICES 

Discriminant 
Function Chi Square 

1 57.088 
2 22.736 

alike. It was hypothesized that there would be an identifi-

able set of characteristics that would be exhibited by the 

Coordinators to reflect the fact that these individuals are 

assuming new and previously unknown responsibilities within 

the field of library/information service. Some characteris-

tics did, in fact, emerge as unique, and these are important 

to note. Network Coordinators tend to retreat from the 

sober, compulsive traits of their traditional library coun-

terparts. This is likely attributable to the more spon-

taneous, ad hoc nature of the Coordinator's jobs, and the 

wide-ranging responsibilities that these individuals have 

for an often far-flung group of users. These factors make 

it necessary to be somewhat less sober in approaching situa-

tions, much more willing to delegate responsibility and less 

likely to require that they control situations. 

The most apparent characterization of the four groups 

that can be observed from the information gathered is their 

homogeneity. Despite the happier, less compulsive nature 

of the Coordinators and the more dominant nature of the 
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Ex-coordinators, as well as some minor fluctuations from one 

group to another, the likenesses are much stronger than the 

differences. A comparison of Figures 1 through 5 will fur-

ther serve to illustrate the strong similarities among the 

four groups with regard to the factors on the 16PF Question-

naire. 

To determine how results of the 16PF, the RPM, and the 

I.C.T. for all the test subjects related to those of a 

normally distributed or average population, a post hoc 

t-test, which is used to calculate the difference between 

independent means, was run to compare the combined scores 

for the library/network group with those for a normally 

distributed population. This was done because even though 

the expected differences did not show up among the research 

subjects, the investigator hypothesized that the group, as a 

whole, would show a significant difference if compared to 

the normally distributed population, and thus, indicate the 

comparative uniqueness of the subjects. The predicted norms 

for the 16PF and the RPM were given by the test suppliers; 

and the norms for the I.C.T. came from the results of tests 

which were administered expressly to determine the norms. 

The following formula was used: 

£ = _ "l -Mx 
1-21+Jl 

V H± N2 
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In this formula M = the mean; s = the standard error of the 

difference between means for independent samples; and N = 

the number of individuals in each group. The results of the 

post hoc t-test are given in Table XXV. 

TABLE XXV 

RESULTS OF POST HOC T-TEST SCORES OF LIBRARY/NETWORK 
GROUP COMPARED WITH THOSE OF A NORMALLY 

DISTRIBUTED POPULATION 

Factor t-value P-value 

PF1 8.514 <.001 
PF2 -16.143 <.001 
PF3 1.817 .050 
PF4 -3.334 <.001 
PF5 3.850 <.001 
PF6 2.589 .020 
PF7 1.469 >.100 
PF8 -4.408 <.001 
PF9 .615 >.100 
PF10 -4.845 <.001 
PF11 .489 >.100 
PF12 2.360 .020 
PF13 -2.704 .010 
PF14 -12.432 <.001 
PF15 -2.950 .010 
PF16 -4.493 <.001 
RPM1 3.428 <.001 
RPM2 -11.267 <.001 
RPM3 5.629 <.001 
RPM4 -17.715 <.001 
RPM5 -2.513 <.001 
RPM6 -6.179 <.001 
ICT1 -7.000 >.100 
ICT2 2.360 .020 
ICT3 3.470 <.001 
ICT4 1.007 >.100 

Assuming that significance is indicated by a probabili-

ty of .05 or less, only five factors show no significant 
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difference between the library/network group and the nor-

mally distributed population. These five factors are: 

PF7 
PF9 
PF11 
ICT1 
ICT4 

shy/venturesome 
trusting/suspicious 
forthright/shrewd 
avoidance 
superordination 

Fifteen factors, however, show a probability level of .001 

that the difference occurred by chance: 

PF1 reserved/outgoing 
PF2 less intelligent/more intelligent 
PF4 humble/assertive 
PF5 sober/happy-go-lucky 
PF8 tough minded/tender minded 
PF10 practical/imaginative 
PF14 group dependent/self-sufficient 
PF16 relaxed/tense 
RPM1 authoritarian 
RPM2 egalitarian 
RPM3 permissive 
RPM4 rebellious 
RPM5 cooperative 
RPM6 ingratiating 
ICT3 cooperation 

The other six factors indicate a significant difference, at 

a probability level of .05 to .01 that the difference could 

be attributed to chance. These are: 

PF3 
PF6 
PF12 
PF13 
PF15 
ICT2 

affected by feeling/emotionally stable 
expedient/conscientious 
self-assured/apprehensive 
conservative/experimenting 
undisciplined self-conflict/controlled 
denial 

Such results suggest very strongly that library/network 

employees, as a whole, differ substantially from the average 

population. 
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Summary 

On the basis of analyses which were conducted using 

the test data, it was concluded that hypotheses one and two 

were supported, while hypotheses three and four were not 

supported. Viewing the data as a whole, despite a few 

significant differences, strong similarities were evidenced 

among participants in the four sub-groups. At the same 

time, it appeared equally evident, that, as a whole, the 

library/network group was significantly different from indi-

viduals identified as composing the average population. 



CHAPTER VI 

CONCLUSIONS AND RECOMMENDATIONS 

Conclusions 

When the four original hypotheses for this study were 

formulated, it was realized that they were necessarily ten-

tative, since studies which could provide precedents were 

lacking. It was judged, however, that knowledge would be 

added to the field even if negative findings were obtained. 

Ultimately, two of the hypotheses were supported by the 

data which was collected, but the other two were not. 

Several important findings resulted from the analysis 

of the data. First, the data, considered as a whole, point-

ed to the basic homogeneity in both backgrounds and atti-

tudes among all four groups surveyed. Second, despite the 

strong similarities, there were two areas in which the Net-

work Coordinator group differed from the traditional middle 

management group, and there were three areas in which Net-

work Coordinators differed from Ex-coordinators. Active 

Coordinators were less sober, taciturn, and serious than 

their middle management counterparts, and they were also 

less controlled, exacting, and compulsive. Active Coordina-

tors also tended to exhibit less assertiveness than did 

Ex-coordinators, and they were less likely to deny the 

85 
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existence of a difficult situation or attempt to quash it. 

These findings may have some important implications. As 

individuals move from a "traditional" position to a Coordi-

nator's position, they would appear to display a more enthu-

siastic outlook and to move away from the attitude that 

"only can do it correctly." As was suggested earlier, 

this may well result from the fact that a Coordinator tends 

to serve a large clientele of wide geographical distribution 

where it is impossible for him or her to do all of the work 

personally, and thus, delegation of some of the responsi-

bilities is necessary? also, the field is fast-moving and 

exciting, and enthusiasm for the work is appropriate. 

The rather negative ways in which the Ex-coordinators 

differed from the Network Coordinators can perhaps be ex-

plained in part by the fact that over half the respondents 

in the Ex-coordinator group were no longer employed in non-

profit and/or library positions. Five were working for 

library vendors or as consultants, and three were employed 

in data processing. Assertiveness is often an asset in 

these situations rather than a liability, and in such set-

tings denial or "power politics" may be accepted techniques 

in dealing with volatile situations. An interesting follow-

up study might look at Ex-coordinators who re-enter a 

library or network setting to see whether these attributes 

regress when they return to a less competitive situation. 
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The third important finding of the study was that, when 

considered as a whole, the library/network subjects differed 

significantly from a normally distributed or average popula-

tion. This finding may have implications for the probabili-

ty of being able successfully to place individuals from this 

average population into certain kinds of positions in either 

libraries or networks. 

The findings of the study additionally indicate that 

the individuals in the four library/network sub-groups could 

function equally well at positions of comparable level in 

either a "traditional" library setting or a network situa-

tion. This indication derives from the similarity in 

training, experience, and attitudes. The few attitudinal 

differences which were distinguished would appear to be more 

reflective of differing job conditions than of actual dif-

ferences within the individuals themselves. This under-

standing could be tested, at least on a small scale, by 

surveying the Network Coordinators included in this study 

who are now re-employed by libraries. The object of such a 

survey would be to see whether after some time in the lib-

rary setting, the two 16PF scales upon which the Network 

Coordinators differed from the middle management personnel— 

PF5, sober/happy-go-lucky, and PF15, undisciplined self-

conflict/controlled—might shift back towards the levels 

registered by the middle management group. 
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The only factor which would seem to inhibit movement by 

survey participants between library and network positions is 

one of attitude. A summary of responses received on the 

demographic questionnaires (Appendix D) to the items con-

cerning preferences for future job seeking, indicates that 

Network Coordinators and Ex-coordinators were much more 

willing to return to a traditional library situation than 

Heads of Technical Service and Heads of Public Service were 

to seek employment in a network. An examination of the 

participants' job histories reveals that in every case Net-

work Coordintors and Ex-coordinators had worked in tradi-

tional libraries, but in no case had any of the middle 

management librarians worked in a network. The factor of 

"the unknown" may accordingly have a negative influence on 

the librarians' willingness to seek a job in a network. 

Approximately 70 per cent of the Network Coordinators 

would be willing either to seek further work in a network or 

to return to a library position, while 60 per cent of the Ex-

coordinators would be willing to go back to library jobs and 

73 percent would not mind returning to a network. In con-

trast, only 46 per cent of the Heads of Technical Service 

would seek employment in a network, and an even lower num-

ber (41 per cent) of Heads of Public Service would be 

willing to do so. A summary of the responses to these 

questions is given in Table XXVI. 
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TABLE XXVI 

SUMMARY OF RESPONSES FROM SURVEY PARTICIPANTS 
CONCERNING JOB SEEKING PREFERENCES 

Coordi-
nators 

N = 33 

Ex-coor-
dinators 

N = 15 

Heads of 
Technical 
Service 
N = 35 

Heads of 
Public 
Service 
N = 34 

Would be 
willing to 
return to 
a library 
position 

23 9 N/A N/A 

Would be 
willing to 
seek net-
work employ-
ment in the 
future 

24 11 16 14 

While librarians could be readily trained in the tech-

nical skills necessary for network service, they would ap-

pear to require a better understanding of the nature of 

library networks and the opportunities available therein. 

For instance, a number of Public Service Heads suggested 

that they valued their contact with the public and enjoyed 

the instructional aspects of their jobs. Similar contacts 

and instruction are, indeed, included in the responsibili-

ties of a Network Coordinator, but these aspects were 

apparently not recognized or fully appreciated. In this 

regard, the general observation may be made that the 
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library/information profession as a whole should be better 

informed about the nature of Bibliographic Networks and the 

work that they perform. This might be accomplished through 

the literature, through programs and other types of publi-

city at professional meetings, through personal contacts, 

and through formal lectures and classes as well as contin-

uing education activities in schools of library and informa-

tion science. 

Recommendations 

Much more needs to learned about network personnel in 

relation to individuals holding positions in the public 

sector of library/information work as well as people working 

in the private sector in this field. In addition, some 

comparisons with individuals in other selected fields could 

be of value. Studies of the following kinds would be useful 

in further understanding the nature of persons working in 

Bibliographic Networks and the work that they do. 

1) Network Coordinators such as those who took part in 

this study, and especially those who have returned to tradi-

tional library situations, should be surveyed to discover 

whether the factors on which they differed from the tradi-

tional librarians become more consistent with the ones dis-

played by those librarians when they are engaged in the same 

kind of work. A complementary study would survey Network 

Coordinators who have taken positions in the private and/or 
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data processing sectors to see if the attributes in which 

they differ from Ex-coordinators (PF4, the submissive/ 

dominant characteristic, and I.C.T. 2 and 4, the denying 

and superordinate mechanisms) become more consistent with 

those of the Ex-coordinators after they have held comparable 

positions for a period of time. 

2) Surveys of Ex-coordinators who had returned to 

the network sector or to traditional library positions 

might attempt to ascertain whether, after spending some time 

in the network or library positions, the attributes upon 

which they differed in this study from active Coordinators 

and from Heads of Technical Service and Heads of Public 

Service became more consistent with the attributes exhibited 

by those groups in this study. 

3) The field of Bibliographic Networking is fast 

moving, and staff changes occur often; therefore, it would 

be worthwhile to survey a new group of Network Coordinators 

to see if their attributes remain consistent with those 

revealed in this research. Many of the individuals who were 

members of the Coordinators group in this study were "first 

generation," that is, they were the first ones who held 

those positons in their various networks. When those jobs 

were first created, they tended to be filled by persons in 

libraries who had done the type of work with which the 

computer was going to assist. Today, however, individuals 
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with little or no library experience are applying for, and 

sometimes obtaining, Network Coordinator positions. This 

results, at least partly, from the fact that on-line skills 

are being taught in schools of library/information studies, 

even though information about the nature of networking tasks 

does not necessarily accompany them. Another factor that 

affects this increase in the hiring of less experienced 

personnel for Network Coordinator positions, is the fact 

that more such individuals are seeking these jobs. This 

phenomenon appears to be at least partly due to the fact 

that newly trained librarians and information specialists 

perceive networking positions to be glamorous, with a large-

ly unstructured set of responsibilities, and with the neces-

sity of frequent travel. A comparison of the findings of 

the present study with those from a study which surveys the 

coordinators of the mid-eighties could explore the possi-

bility that attributes of the more recently hired coordina-

tors might differ from those of library middle management 

personnel to a greater extent than do those of the coordina-

tors surveyed in this study. 

4) This research has limited itself to surveying Net-

work Coordinators, Ex-coordinators, and library middle 

management personnel at a level comparable to that of the 

coordinators. In order to explore the possibility that 

network employees filling positions at levels above and 

below the coordinators may differ more drastically from 
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their counterparts in traditional library positions than do 

the coordinators themselves, this same research design could 

be utilized to obtain such information. Data gathered from 

the executive/director level would perhaps be of more in-

terest and use than that which might be obtained at the 

clerical level, although to understand fully the overall 

nature of Bibliographic Network personnel, both groups 

should be included. 

5) Finally, a study should be undertaken in which the 

results of this research are compared to survey data ob-

tained from individuals in other fields who are performing 

technology transfer functions. While the post hoc t-test 

which was conducted showed that the average population was 

significantly different from the library/network group, it 

is reasonable to expect that persons in other fields who 

perform functions in their jobs very similar to those 

carried out by Network Coordinators will be much more like 

the network employees than will those whose work requires a 

different set of skills. 

If it should, in fact, prove to be the case that others 

in technology transfer positions display attributes very 

similar to Network Coordinators, it might be possible to 

gain some important job-related information from groups that 

have performed technology transfer functions for a longer 

period of time than have Network Coordinators (e.g., county 
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extension agents, systems engineers, industrial and corpo-

rate trainers, etc.) 

The results of this study are positive when it is 

considered that there are likely to be many people who 

currently fill positions in traditional libraries who could, 

in fact, assume technology transfer functions in the 

library/information services field with little or no dif-

ficulty. More research is needed to expand upon the infor-

mation which has been gathered in this study, for the con-

tinued technological development which is affecting the 

field and the concomitant increase in the number of po-

sitions required to support this development would indicate 

that increased knowledge of these interactions is essential 

for the intelligent design of educational programs and the 

selection of productive personnel. 



APPENDIX A 

Definition of Terms Used in This Study 

Bibliographic Network - an organization having the following 
six characteristics: (1) information resources; (2) 
readers or users? (3) schemes for the intellectual 
organization of documents, or data? (4) methods for the 
delivery of resources; (5) formal organization? and (6) 
bidirectional telecommunications. 

Bibliographic Utility - an organization that maintains 
online bibliographic data bases, enabling it to offer 
computer-based support to any interested users . . . . 
A bibliographic utility will . . . provide a standard 
interface through which bibliographic service centers, 
and individual . . . participants may gain access to 
the nationwide network. 

Bibliographic Service Center - an organization that serves 
as a broker or distributor of computer-based biblio-
graphic (processing) services. A service center gains 
access to resources through the facilities of a biblio-
graphic utility. 

Network Coordinators - individuals who actually go out into 
the field and train the staff of member institutions to 
use the services offered by the utilities. They perf-
orm a linking function between the utilities and the 
institutions using the services of those utilities. 

Ex-Coordinators - individuals who have previously held the 
position of Network Coordinator, but who no longer do 
so. 

"Traditional" Library Positions - jobs that take place in a 
library, which Webster defines as "a place in which 
library, musical, artistic, or reference materials (as 
books, manuscripts, recordings, or films) are kept for 
use but not for sale? an institution for the custody or 
administration of such a collection. 

"'"A Glossary for Library Networking, p. 7. 
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APPENDIX B 

Inquiry Letter arid Questionnaire Sent to Networks 

North Texas 
State 

University 

Denton, Texas 
76203 

School of 
Library and 
Information 

Sciences 

This is a follow-up to the presentation concerning my dissertation 
research which I made to the OCLC network coordinators meeting in 
New York. This Fall I plan to mail out questionnaires to all the 
active network coordinators who I can identify in an attempt to 
ascertain whether there is a distinct set of professional attitud-
inal characteristics evident in this group as compared to persons 
in more "traditional" library positions. As a comparison, I also 
want to survey ex-coordinators. 

I am currently asking your assistance in helping me compile a mailing 
list of both the current coordinators who are active in your network 
and those who have worked there in the past but now are gone. 

I am enclosing a response form and a self-addressed, stamped envelope 
for your reply. If you have any questions, please feel free to con-
tact me. A fuller explanation of my research will accompany the 
actual questionnaires. 

I shall look forward to hearing from you in the near future, and thank 
you for your cooperation. 

Sincerely, 

Lois N. Upham 
Instructor 

encl. 

96 
\.T. Box 13796 • AC XI7.7XX.?AJ< 



Please return this form to Lois N. Upham, School of Library and Information 
Sciences, North Texas State University, Denton, Texas, 76203. 

Name of your network: 

Phone number of your network 

Address of your network: 

Please list currently employed network coordinators (give phone numbers and 
addresses if different from above): 

Please list former coordinators employed by your network (give addresses and 
phone numbers if possible): 

Use verso of this form if more space is required. Thank you for your assistance. 
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Copies of Letters Sent to Persons Included in the Survey 
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May 4, 1981 

Dear 

Your help is needed in developing a group profile of personal characteris-
tics exhibited by coordinators/liaison officers who train library personnel to 
use one of the bibliographic utilities (e.g., OCI£, RLIN, WLN). This profile 
will be compared with those for persons in public and technical services positions 
in traditional library settings. As an added dimension, ex-coordinators who have 
moved into positions in traditional library settings will also be surveyed. An 
effort will be made to determine whether there is any significant difference 
among the groups of individuals holding these various positions. The results of 
the study can be of assistance in future recruitment and training for the library/ 
information science profession. 

This study is being conducted as part of my dissertation research in con-
junction with the doctoral program in library and information sciences at North 
Texas State University, Denton, Texas. The director of the research is Dr. 

Doralyn J. Hickey, Professor of Library and Information Sciences at NTSU. 

Enclosed you will find a set of the instruments through which I am gather-
ing the information needed to create the group profiles. There is one sheet 
upon which to supply demographic data and three multiple-choice questionnaires 
(16PF, RPM, I.C.T.). Please complete ALL FOUR items and return them in the 
self-addressed, stamped envelope which is also included. Separate answer sheets 
are provided for the 16PF and the I.C.T. Please return all test booklets along 
with the answer sheets. 

Your response as an active coordinator is especially important; I particu-
larly encourage you to take part. Should you choose not to participate, simply 
slip the blank forms and booklets into the enclosed envelope and drop them back 
into the mail to me. I shall appreciate receiving your response by June 1st. 

Utmost care will be taken to protect the identity of all survey participants 
and at no time will names be attached to any of the measurement instruments. Once 
the data is coded for computer processing, the control list will be destroyed. 
This research design has been submitted for review to the human subjects committee 
at North Texas State University and both my major professor, Dr. Hickey and my 
minor professor, Dr. G. Frank Lawlis (Psychology Department, North Texas State 
University) have helped me create an approach to data gathering which will virtu-
ally eliminate any breach of security. 

If you choose to participate in my study, I shall be pleased to send you a 
summary of the results for your information. If you have any questions or con-
cerns, please call me at (601) 266-7167 or Professor Hickey at (817) 788-2445. 

Thank you very much for your cooperation, and I shall look forward to 
receiving your completed questionnaires. 

Sincerely, 

Lois N. Upham 
Assistant Professor 



June 18, 1981 

Your help is needed in developing a group profile of personal characteris-
tics exhibited by ex-coordinators/liaison officers who trained library personnel 
to use one of the bibliographic utilities (e.g., OGLC, RLIN, WLN), but who are 
now employed in non-coordinator library positions. This profile will be com-
pared with those for currently active coordinators and for persons in public and 
technical services positions in traditional library settings. An effort will be 
made to determine whether there is any significant difference among the groups of 
individuals occupying these various positions. The results of the study can be 
of assistance in future recruitment and training for the library/information 
science profession. 

This study is being conducted as part of my dissertation research in con-
junction with the doctoral program in library and information sciences at North 
Texas State University, Denton, Texas. The director of the research is Dr. 
Doralyn J. Hickey, Professor of Library and Information Sciences at NTSU. 

Enclosed you will find a set of the instruments through which I am gather-
ing the information needed to create the group profiles. There is one sheet 
upon which to supply demographic data and three multiple-choice questionnaires 
(l6PF, RPM, I.C.T.). Please complete ALL FOUR items and return them in the 
self-addressed, stamped envelope which is also included. Separate answer sheets 
are provided for the 16PP and the I.C.T. Please return all test booklets along 
with the answer sheets. 

Your response as an ex-coordinator is especially important; I particularly 
encourage you to take part. Should you choose not to participate, simply slip 
the blank forms and booklets into the enclosed envelope and drop them back into 
the mail to me. I shall appreciate receiving your response by July 6th. 

Utmost care will be taken to protect the identity of all survey participants 
and at no time will names be attached to any of the measurement instruments. Once 
the data is coded for computer processing, the control list will be destoryed. 
This research design has been submitted for review to the human subjects committee 
at North Texas State University and both my major professor, Dr. Hickey and my 
minor professor, Dr. G. Frank Lawlis (Psychology Department, North Texas State 
University) have helped me create an approach to data gathering which will virtu-
ally eliminate any breach of security. 

If you choose to participate in my study, I shall be pleased to send you a 
summary of the results for your information. If you have any questions or con-
cerns, please call me at (601) 266-716? or Professor Hickey at (817) 788-2445. 

Thank you very much for your cooperation, and I shall look forward to 
receiving your completed questionnaires. 

Sincerely, 

Lois N. Upham 
Assistant Professor 



July 28, 1981 

Your help is needed in developing a group profile of personal characteris-
tics exhibited try persons in selected academic and public libraries who hold 
key technical services positions. This profile, along with one developed for 
persons in equivalent user services positions, will be compared to profiles de-
veloped for persons who presently hold or who have previously held positions as 
coordinators/liaison officers in organizations which train library personnel in 
the use of one or more of the bibliographic utilities (e . g . , OCLC, RLIN, WLN). 
An effort will be made to determine whether there is any significant difference 
among the groups of individuals occupying these various positions. The results 
of the study can be of assistance in future recruitment and training for the 
library/information sqience profession. 

This study is being conducted as part of my dissertation research in con-
junction with the doctoral program in library and information sciences at North 
Texas State University, Denton, Texas. The director of the research is Dr. 
Doralyn J. Hickey, Professor of Library and Information Sciences at NTSU. 

Enclosed you will find a set of the instruments through which I am gather-
ing the information needed to create the group profiles. There is one sheet 
upon which to supply demographic data and three multiple-choice questionnaires 
(16PF, RPM, I.C.T.). Please complete ALL POUR items and return them in the 
self-addressed, stamped envelope which is also included. Separate answer sheets 
are provided for the 16PF and the I.G.T. Please return all test booklets along 
with the answer sheets. 

Should you choose not to participate, simply slip the blank forms and 
booklets into the enclosed envelope and drop them back into the mail to me. In 
either case, I shall appreciate receiving your response by August l?th. 

Utmost care will be taken to protect the identity of all survey participants, 
and at no time will names be attached to any of the measurement instruments. Once 
the data is coded for computer processing, the control list will be destroyed. 
This research design has been approved by the human subjects committee at North 
Texas State University and both my major professor, Dr. Hickey, and my minor pro-
fessor, Dr. G. Frank Lawlis (Psychology Department, North Texas State University) 
have helped me create an approach to data gathering which will virtually eliminate 
any "breach of security. 

If you choose to participate in my study y I shall be pleased to send you a 
summary of the results for your information. If you have any questions or con-
cerns, please call me at (601) 266-7167 or Professor Hickey at (817) 788-2^45, 

Thank you very much for your cooperation, and I shall look forward to 
receiving your completed questionnaires. 

Sincerely, 

Lois N. Upham 
Assistant Professor 



July 28, 1981 

Your help is needed in developing a group profile of personal characteris-
tics exhibited by persons in selected academic and public libraries who hold 
key user services positions. This profile, along with one developed for persons 
in equivalent technical services positions, will be compared to profiles developed 
for persons who presently hold or who have previously held positions as coordi-
nators/liaison officers in organizations which train library personnel to use one 
or more of the bibliographic utilities (e.g., OCLC, RLIN, WLN). An effort will 
be made to determine whether there is any significant difference among the groups 
of individuals occupying these various positions. The results of the study can 
be of assistance in future recruitment and training for the library/information 
science profession. 

This study is being conducted as part of my dissertation research in con-
junction with the doctoral program in library and information sciences at North 
Texas State University, Denton, Texas. The director of the research is Dr. 
Doralyn J. Hickey, Professor of Library and Information Sciences at NTSU. 

Enclosed you will find a set of the instruments through which I am gather-
ing the information needed to create the group profiles. There is one sheet 
upon which to supply demographic data and three multiple-choice questionnaires 
(16PF, RPM, I.C.T.). Please complete ALL FOUR items and return them in the 
self-addressed, stamped envelope which is also included. Separate answer sheets 
are provided for the 16PF and the I.C.T. Please return all test booklets along 
with the answer sheets. 

Should you choose not to participate, simply slip the blank forms and 
booklets into the enclosed envelope and drop them back into the mail to me. In 
either case, I shall appreciate receiving your response by August 17th. 

Utmost care will be taken to protect the identity of all survey participants, 
and at no time will names be attached to any of the measurement instruments. Once 
the data is coded for computer processing, the control list will be destroyed. 
This research design has been approved by the human subjects committee at North 
Texas State University and both my major professor, Dr. Hickey, and my minor pro-
fessor, Dr. G. Frank Lawlis (Psychology Department, North Texas State University) 
have helped me create an approach to data gathering which will virtually eliminate 
any breach of security. 

If you choose to participate in my study, I shall be pleased to send you a 
summary of the results for your information. If you have any questions or con-
cerns, please call me at (601) 266-7167 or Professor Hickey at (817) 788-2445. 

Thank you very much for your cooperation, and I shall look forward to 
receiving your completed questionnaires. 

Sincerely, 

Lois N. Upham 
Assistant Professor 



January 4, 1982 

Dear 

Your help is needed in developing a group profile of personal characteris-
tics exhibited by persons in public and technical services positions in large 
library settings. This profile will be compared with that developed for coordin-
ators/liaison officers who train library personnel to use one of the bibliographic 
utilities (e.g., OCLC, RLIN, WLN). An effort will be made to determine whether 
there is any significant difference among the groups of individuals holding these 
various positions. The results of the study will be of assistance in future 
recruitment and training for the library/information science profession. 

This study is being conducted as part of my dissertation research in con-
junction with the doctoral program in library and information sciences at North 
Texas State University, Denton, Texas. The director of the research is Dr. 
Doralyn J. Hickey, Professor of Library and Information Sciences at NTSU. 

Enclosed you will find a set of the instruments through which I am gather-
ing the information needed to create the group profiles. There is one sheet 
upon which to supply demographic data and three multiple-choice questionnaires 
(16PF, RPM, I.C.T.). Please complete ALL FOUR items and return them in the 
self-addressed, stamped envelope which is also included. Separate answer sheets 
are proveded for the 16PF and the I.C.T. Please return all test booklets along 
with the answer sheets. 

Should you choose not to participate, please slip the blank forms and 
booklets into the enclosed envelope and drop them back into the mail to me. I 
shall appreciate receiving your response by January 22nd. 

Utmost care will be taken to protect the identity of all survey participants 
and at no time will names be attached to any of the measurement instruments. Once 
the data is coded for computer processing, the control list will be destroyed. 
This research design has been submitted for review to the human subjects committee 
at North Texas State University and both my major professor, Dr. Hickey and my 
minor professor, Dr. G. Frank Lawlis (Psychology Department, North Texas State 
University) have helped me create an approach to data gathering which will virtu-
ally eliminate any breach of security. 

If you choose to participate in my study, I shall be pleased to send you a 
summary of the results for your information. If you have any questions or con-
cerns, please call me at (601) 266-7167 or Professor Hickey at (817) 788-2445. 

Thank you very much for your cooperation, and I shall look forward to 
receiving your completed questionnaires. 

Sincerely, 

Lois N. Upham 
Assistant Professor 



APPENDIX D 

Demographic Questionnaires 

104 



CURRENT COORDINATOR 

Sex: 

Age Bracket: 20-27 28-35 36-43 ^ - 5 0 5l* 

Education: (give type of degree(s) and area(s) of specialization - n s t each degree) 
e.g., B.A. (History) 

M.A. (Library Science) 
M.A. (History) 

Experience: (give type of organization, type of responsibility and number of 
years in each position; work from earliest to most recent) 
e.g., Academic Library (cataloger) 3i years 

Publishing Company (edited bibliographies) 2 years 
Regional Library Network (bibliographic coordinator) lj years 

On balance, are you more satisfied than dissatisfied with your present job? 
Yes No 

If you answered "yes," try to identify the source of your satisfaction by 
checking one or more of the following categories. (Check all that apply.) 

feel as though there is chance for professional development 
enjoy the travel 
enjoy meeting new people 
enjoy working with my colleagues 
receive good supervision/direction 
work is challenging 
receive good salary/benefits 
other, please specify briefly: 

If you answered "no," try to identify the source of your dissatisfaction 
by checking one or more of the following categories. (Check all that apply.) 

feel as though I am in a "dead end" position 
work requires me to be away from home too often 
work pace is too frenetic 
job is too specialized 
not enough specialization is possible 
there are budget problems over which I have no control 
work is not challenging enough 
I receive poor supervision/direction 
employer's organizational structure is poor 
dissatisfied with salary/benefits 
other, please specify briefly: 

In the future do you feel that you would be receptive to seeking further employment 
in a network or similar organization? Yes No 

If you answered* yes /' what type of employment? 

Do you feel you would consider a position in a traditional library setting? 
Yes No 

If you answered"yes,*' what type of position? 



TECHNICAL SERVICES LIBRARIAN 

Sex: F M 

Age Bracket: 20-27 28-35 36-43 44-50 51-

Education: (include every degree earned along with area(s) of specialization) 
e.g., B.A. (History) 

M.A. (Library Science) 
M.A. (History) 

Experience: (give type of organization, type of responsibility and number of 
years in each position; work from earliest to most recent) 
e.g., Academic Library (cataloger) 3% years 

Special Library (bibliographer) 2 years 
Public Library (head of tech. services) 4 years 

On balance, are you more satisfied than dissatisfied with your present job? 
Yes No 

If you answered ''yes,1' try to identify the source of your satisfaction by 
checking one or more of the following categories. (Check all that apply.) 

feel as though there is the chance for professional development 
feel the job itself is interesting 
enjoy working with my colleagues 
enjoy the responsibility 
am happy with the administrative structure and direction 
_work is challenging 
jreceive good salary/benefits 
_other, please specify briefly: 

If you answered "no," try to identify the source of your dissatisfaction 
by checking one or more of the following categories. (Check all that apply.) 

feel as though I am in a "dead end11 position 
do not feel as though my job is challenging/interesting 
there are budget problems over which I have no control 
am not satisfied with the supervision/direction I receive 
employer's organizational structure is poor 
_dissatisfied with salary/benefits 
_other, please specify briefly: 

In the future do you feel that you would be receptive to seeking employment in a 
network or similar organization? Yes No Why or why not? 



PUBLIC SERVICES LIBRARIAN 

Sex: F M 

Age Bracket: 20-27 28-35 36-43 44-50 51-

Education: (include every degree earned along with area(s) of specialization) 
e.g., B.A. (English) 

M.A. (Library Science) 
M.A. (American Studies) 

Experience: (give type of organization, type of responsibility and number of 
years in each position; work from earliest to most recent) 
e.g., Public Library (reference assistant) 2\ years 

School Library (librarian) 3 years 
Academic Library (head of reference services) 4 years 

On balance, are you more satisfied than dissatisfied with your present job: 
Yes No 

If you answered "yes," try to identify the source of your satisfaction by 
checking one or more of the following categories. (Check all that apply.) 

feel as though there is the chance for professional development 
feel the job itself is interesting 
enjoy working with my colleagues 
enjoy the responsibility 
am happy with the administrative structure and direction 
jwork is challenging 
^receive good salary/benefits 
_other, please specify briefly: 

If you answered "no,1' try to identify the source of your dissatisfaction 
by checking one or more of the following categories. (Check all that apply.) 

feel as though I am in a "dead end" position 
jio not feel as though my job is challenging/interesting 
_there are budget problems over which I have no control 
_am not satisfied with the supervision/direction I receive 
_empolyerfs organizational structure is poor 
^dissatisfied with salary/benefits 
_other, please specify briefly: 

In the future do you feel that you would be receptive to seeking employment in a 
network or similar organization? Yes No Why or why not? 
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I.C.T. 

Listed below are a number of situations which commonly occur to people. 
Most people have a variety of feelings about such situations and can react 
to them in a variety of ways. In the following Instances we are particularly 
Interested in what you would do if you were In a similar situation. Flease 
read each item carefully, then on the separate answer sheet rank the responses 
one to four (1-4) in the order that you would prefer to take them* (One (1) 
would be your most likely choice, two (2) your second most likely choice, 
three (3) your third choice and four (V) your least likely response.) Fill 
in the numbers for your ranks on the lines to the right of the letters that 
correspond to the responses below each question. 

1. You enjoy playing cards regularly vlth a group of friends, but observe 
that one of the group has been cheating. What would you do? 

a. Proceed as though you were not aware that anyone was cheating. 
b. Quit playing with the group. 
c. Tell the group that there is a cheater among them. 
d. Talk it over confidentially with the person who has been cheating. 

2. Your mother disapproves of your plans to leave home and live apart from 
your family. What would you do? 

a. Tell her it's none of her business. 
b. Ignore her. 
c. Try to explain your viewpoint to her so she understands the situation 

and your feelings better. 
d. Give up your plans to live away from home. 

3. You are on your way to work and attempt to start your car, but the engine 
will not catch. What would you do? 

_Leave the car and stay home, 
[Check the gauges, look under the hood, and try to find out what is wrong. 

c. Keep pressing on the starter as long as the engine turns over. 
d. Call the garage immediately without trying to do anything. 

k. Your dog has been housebroken, but suddenly begins to mess in the house. 
What would you do? 

a. Attempt to find out what is the matter with the dog. 
b. Spank the dog and tie hia up outside. 
c. Let the do£ alone and clean up the raess. 
d. Get rid of the dog. 
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5. Your father offers you some advice regarding the purchase of a car, but 
you do not agree. What would you do? 

m. Pay no attention to your father one way or the other. 
h. Take your father's advice. 
c. Buy the car ycu want, but discuss your reasons with your father. 
A. Tell your father you will do as you please, and if you want his 

advice you will ask for it. 

6. A corner traffic cop stops you for driving your car through a yellow 
traffic light. What would you do? 

a. Say nothing to the cop and avoid using this intersection in the future. 
b. Remain quiet and let the cop do the talking. 
c. Acknowledge that you drove through on the yellow signal, but indicate 

that you don't think you could have stopped your car in tine. 
d. Tell the cop that he had no business stopping you since the light was 

not red. 

7. Your spouse does not want to watch the same television program that you 
want to see. What would you do? 

a. Ignore your spouse and read the newspaper. 
b. Attempt to talk it over so you can reach an agreement. 
c. Tell your spouse that you will watch the program you want to see, or 

you will turn the set off. 
d. Leave the room. 

8. You notice that your co-workers have not been as friendly with you since 
you were openly criticised by your boss. What would you do? 

a. Tell your co-workers that you don't care if they don't like you. 
b. Try to find out why they are avoiding you by talking it over with them. 
c. Quit your ,1ob. 
d. Just continue to do your job and pay no attention to their attitude. 

9. Your mother criticizes your management of your salary, and suggests that 
it would be easier for you to manage if you turn ycur paycheck over to her. 
What would you do? 

a. Refuse but try to make her understand your feelings in the matter. 
b. Agree and turn your check over to her. 
c. Ignore hor criticism and suggestions. 
d. Tell her not to bother you. 

10. A child refuses to take a piece of candy you have offered him. What would 
you do? 

a. Leave the room and eat the candy yourself. 
b. Accept the child's refusal and continue to interact on other natters. 
c. Tell the child he is ungrateful and will get no nore candy tron you. 
A . Say nothing more, and make no further effort to give him the candy. 



page 3 

11. You have an opportunity to go on a blind date with an attractive person. 
What would you do? 

a. Indicate that you want nothing to do with blind dates. 
b. Indicate that you would be very happy to go. 
e. Try to stay away from situations where you might be encouraged to go. 
d. Ignore the opportunity. 

12. A close friend writes asking you for a loan even though a previous loan 
has not been entirely repaid. What would you do? 

a. Write back saying you will consider it if you get an explanation of why 
the money is needed before the earlier loan is entirely repaid. 

b. Stop corresponding with the person. 
c. Ignore the friend's request, but continue to correspond. 

"X Write back to refuse the loan and indicate that the friend Is a deadbeat. 

13. You are living in your own apartment. You married sister suggests that 
you move in with her family. What would you do? 

a. Give up the apartment and move in with your sister. 
b. Ignore your sister's offer. 
c. Tell your sister not to interfere with your life. 
d. Refuse the offer and tell your sister why you are satisfied to continue 

as you are. 

IV. You have an opportunity for a promotion on your job, but it will make it 
necessary for you to directly supervise the people with whom you now work. 
What would you do? 

a. Tell your co-workers that you are the boss, and they will have to take 
orders from you from now on. 

b. Take the job and discuss your new relationship with your co-workers 
openly 

c. Pass up the promotion. 
d. Take the job, but avoid any discussion of it with your co-workers. 

15. Your father tells you to get out of his house unless you stop keeping 
late hours. What would you do? 

a. Agree to go, but try to get your father to .see your viewpoint. 
b. Stop keeping late hours and r<=aaain in your father'3 house. 
c. Move out and tell your father you'll run your own life. 
d. Move out quietly and don't have anything more to do with your father. 

16. You find that a friend of yours had told other people about a matter you 
considered confidential. What would you do? 

a. Seek out the friend and tell the person that the action was unforgivable. 
b. Break off the friendship completely. 
c. Seek out the friend and try to find out why your trust was broken. 
d. Continue seeking the person without mentioning the matter. 
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17. You sense that the other members of your scftball team are annoyed with 
you because you did not show up for an Important game. What would you do? 

a. Pay no attention to their annoyance. 
b. Discuss their attitude with them and indicate that you will try not to 

let it happen again. 
c. Tell them that you don't like their attitude, and if you have to Bias 

again, you will. 
d. Quit the teaa. 

18. Your spouse attempts to discuss some of your job problems with you. 
What would you do? 

a. Walk away when your spouse tries to talk about your problems. 
b. Remain silent when the natter is raised. 
c. Piscurs the problems and indicate that you appreciate the interest. 
d. Say that your problems are none of your spouse's business. 

19. Near quitting time you learn that the boss is going to ask your depart-
sent to work overtime. You already have made other plans for the evening. 
What would you do? 

a. Approach the boss, explain your situation and offer to work overtime 
the next day. 

b. Avoid coming in contact with the boss for the rest of the day. 
c. Tell the boss that he has no right to ask you to work overtime on such 

short notice. 
d. Cancel the date and work overtime without saying anything to the boss. 



APPENDIX F 

Bibliographic Utilities and Service Centers Included in the 
Survey 

AMIGOS Bibliographic Council 
11300 N. Central Expressway 
Suite 321 
Dallas, TX 75243 

BCR (Bibliographical Center for Research) 
245 Columbine, Suite 212 
Denver, CO 80206 

CAPCON (Capital Area Consortium) 
1176 Mass. Ave., N.W. 
Suite 412 
Washington, D.C. 20036 

CLASS (California Library Authority, Systems & Services) 
1415 Koll Circle 
Suite 101 
San Jose, CA 95112 

FEDLINK (Federal Library Committee) 
Library of Congress 
Washington, D.C. 20540 

ILLINET (Illinois Bibligraphic Data Base Service) 
State Library 
Centennial Bldg., Room 537 
Springfield, IL 62756 

INCOLSA (Indiana Cooperative Library Services Authority) 
1100 West 42nd Street 
Indianapolis, Indiana 46147 

MLC (Michigan Library Consortium) 
720 Science Library 
Wayne State University 
Detroit, MI 48202 

MIDLNET (Midwest Region Library Network) 
c/o Maryville College 
13550 Conway Road 
St. Louis, MO 63141 
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MINITEX (Minnesota Interlibrary Telecommunications Exchange) 
Wilson Library 
University of Minnesota 
309 19th Avenue, So. 
Minneapolis, MN 55455 

NELINET (New England Library Information Network) 
385 Elliot Street 
Newton, MA 02164 

OCLC (Online Computer Library Center) 
6565 Frantz Road 
Dublin, Ohio 43017 

OCLC Western 
9th and Dartmouth 
Honnold Library 
Claremont, CA 91711 

OHIONET 
2929 Kenny Road 
Suite 280 
Columbus, OH 43221 

PALINET (Pennsylvania Area Library Network) 
3420 Walnut Street 
Philadelphia, PA 19104 

PRLC (Pittsburgh Regional Library Center) 
Pittsburgh Regional Library 
Beatty Hall 
Chatham College 
Pittsburgh, PA 15232 

RLG (Research Library Group) 
Jordan Quadrangle 
Stanford, CA 94305 

SOLINET (Southeastern Library Information Network) 
400 Colony Square, Plaza Level 
1201 Peachtree St., NE 
Atlanta, GA 30361 

SUNY/OCLC (State University of New York) 
State University Plaza 
Albany, N.Y. 12246 
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WLC (Wisconsin Library Consortium) 
464 Memorial Library 
728 State Street 
Madison, WI 53706 

WLN (Washington Library Network) 
Washington State Library 
Olympia, WA 98504 
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