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Still “Nobody’s Baby”?

Seeking a Global Home and High Standards for Continuing

Professional Development

Jana Varlejs

t the 2008 World Library and Information Congress

held by the International Federation of Library
Associations and Institutions (IFLA) in Quebec, delegates
from Asia and Africa asked for IFLA accreditation of library
education and certification of individual professionals.
This desire is a corollary of the need for demonstrating
equivalency of qualifications for library positions across
borders as individuals seek careers outside their own
countries. More importantly, it is a sign of interest in
raising worldwide standards for library and information
science (LIS) education. Preservice education is gradually
becoming more uniform, especially in the European Union.
This is thanks in part to the Bologna Accord, which seeks
to make higher education degrees comparable.! IFLA is
very concerned about improving LIS education across the
world, but it cannot afford to undertake accreditation like
the American Library Association’s (ALA) program does
for North America. It does, however, have a division on
education and research, and has published guidelines for
professional education.?

The propensity to issue guidelines, standards, and
manifestos that codify policies, principles, member qualifi-
cations and behaviors, and so on, is one of the character-
istics that mark an occupation as a “profession.” Library
and information professional associations are prolific
generators of such statements, laying claim to ideals of
public service, ethics, and expertise. As the world becomes
increasingly smaller, and librarianship more international,
there is a greater push toward promulgating guidelines and
declarations that apply globally. IFLA is at the forefront of
this movement.

Given the global interest in educational standards,
increased competencies, and leadership development, it is
a good time to ask that continuing education also be held
to higher, universal norms. The IFLA section Continuing
Professional Development and Workplace Learning
(CPDWL) has taken it upon itself to be the international
home for issues related to continuing learning for library/
information staff; has produced satellite conferences, work-
shops, and publications; and has promulgated the author’s
“Continuing Professional Development: Principles and
Best Practices” (see appendix). On a global scale, there is
no other organization with a similar agenda of advocat-
ing for continuing professional development for library/

information center staff. The United Nations Education,
Scientific and Cultural Organization (UNESCO), which
once played a significant role in library development, is
now more of a cheerleader from the sidelines than a leader.
While there is a UNESCO libraries portal that includes a
training category, it is not up-to-date and does not seem to
have a significant leadership role to play. As part of IFLA,
which speaks for librarianship internationally, CPDWL at
least can claim a platform from which to address the profes-
sion. Unfortunately, there is no paid staff or other resources
to ensure an ongoing, strong, and stable program. The sec-
tion is only one of more than forty IFLA units and depends
on the commitment of a changing roster of volunteers,
making acceptance as an influence and as the standard-
bearer for continuing professional development for the
library/information sector difficult to maintain.

Continuing Education as Stepchild

Preservice education has always received greater attention
than continuing education within the structures of pro-
fessional associations. Guidelines promoting high-quality
continuing professional development are valuable, but can
they be a substitute for licensure or certification or even
achieve widespread acceptance without the support of a
sound international infrastructure? Some lessons can be
learned from the fate of continuing education in the United
States library/information professional arena. More than
forty years ago, Samuel Rothstein’s Library Journal article
entitled “Nobody’s Baby: A Brief Sermon on Continuing
Professional Education” faulted ALA for not adopting
the “baby” and failing to house a structured, coordinated
continuing education program with its own office.® The
article generated a great deal of discussion and some
action but, as Elizabeth Stone wrote nearly twenty years
later in 1983, “ALA did not accept the invitation then, nor
has it yet.”* Another quarter century later, ALA has yet to
follow Rothstein’s suggestion for a central office. On the
other hand, many of its units now are active continuing
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education providers, and there is a round table devoted to
staff development. In 1988, ALA’s Council approved guide-
lines for continuing education.® In 2000, ALA brought
together representatives of the major LIS associations for
a Congress on Professional Education to focus on continu-
ing education.® In 2003, the Allied Professional Association
was established as a partner of ALA for the purpose of
creating certification processes.

Thus it cannot be said that ALA has left the baby on
the doorstep, but the baby is passed from hand to hand
so much that it still feels like an orphan or stepchild, at
best. Having a parent in charge to exercise some tough
love could result in more effective follow-up of initiatives,
promotion of guidelines and publications, and coordinated
planning and evaluation. Because efforts are so dispersed,
at times it does not appear that continuing education is a
priority anywhere within ALA, despite all the activity. In
IFLA, however, the baby does have the central home that it
lacks in ALA, but not the financial and staff resources that
the various ALA divisions can devote to continuing educa-
tion according to their individual means and interests.

When ALA’s document, Guidelines for Quality in
Continuing Education for Information, Library and
Media Personnel, was approved in 1988, the hope was
that all the units producing conference programs and
workshops would use the guidelines, as they were designed
to apply broadly to professional associations as well as to
employers and individuals. After their initial publication,
however, the guidelines languished within ALA’s decen-
tralized structure and have not even been updated since
1988, nor digitized. Will the same fate befall “Continuing
Professional Development: Principles and Best Practices?”
The advantage that this document has is translations
into French, German, Chinese, Spanish, Korean, Russian,
Italian, Dutch, and Romanian—with more to come—and its
ready availability on the section’s website.”

In addition to promoting “Principles and Best
Practices” in the literature and through electronic discus-
sion lists, it might be feasible to ask professional associa-
tions that belong to IFLA—among them ALA—to endorse
them and disseminate them to their memberships. Further,
to prevent the neglect visited upon the 1988 ALA guide-
lines, CPDWL could plan regular revisions, republications,
and surveys to ascertain the degree to which “Principles
and Best Practices” is known and implemented. As already
noted, however, a small section within IFLA is not the
sturdy global home that can guarantee survival as volun-
teers come and go in office.

“Principles and Best Practices”—
Background

The idea of creating an IFLA pronouncement on continu-
ing education and professional development came to the
section during an open meeting at the World Library and
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Information Congress in Berlin in 2003. Visitors were
invited to make suggestions for activities that the section
should undertake. They called on IFLA to exert influence
on library administrators and association leaders to pro-
vide opportunities and support for librarians to continue
to learn and to develop as professionals. Most of those who
spoke, especially those from developing countries, made
it clear that in many parts of the library world there was
little recognition of the importance of staff development
and minimal effort to provide good continuing learning
programs. As a result of this input, the section set out to
develop a document that IFLA could use to advocate for
library workers’ learning opportunities and to promote
quality continuing education across the world. As far as
was known, there was no such statement in existence that
was appropriate for international use.

The CPDWL webpage explains that originally the proj-
ect’s purpose was

to produce evidence based guidelines for assess-
ing the quality and effectiveness of CPD activi-
ties, programs and events. The guidelines will be
able to be used by individuals and organisations
providing CPDWL activities, as well as individu-
als and institutions undertaking or purchasing
CPD activities, programs and events—either for
themselves or their staff. The guidelines will
address variations in terms of the needs of, pro-
fessional practitioners in a range of countries and
cultures.?

Topics to be included in the guidelines were

e content—the means for assessing the content of con-
tinuing professional (CPD) activities;
delivery—assessment of different modes of delivery;
format and instructional strategies—assessing the
appropriateness and effectiveness of format and
instructional strategies; and

e impact/outcomes assessment techniques—how success
and quality is measured.’

The first step was to conduct an extensive literature
review aimed at finding research on continuing education,
workplace learning, and staff development that could pro-
vide evidence for making good choices in selecting content,
delivery, format, assessment, etc. The goal of producing
evidence-based guidelines was predicated on the under-
standing that evidence-based practice is a way to improve
performance, and performance improvement is, of course,
the goal of continuing education.

There turned out to be very little research on continu-
ing professional development published in the literature,
and even less that could meet the criteria used in evaluating
research according to evidence-based procedures.!” There
was, however, a reasonable body of literature on first-person
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reporting, “how we do it good,” and recommended practices.
Some substantial studies of training and development were
found in the literature of other professions, however, and the
objective of relying solely on solid research in the library and
information field was jettisoned. It was decided to analyze
descriptions of successful continuing education activities,
suggestions for implementing effective staff development
programs, and general recommendations for training and
development. Program characteristics that were repeatedly
noted as important to quality were identified, and those
that seemed to be the most indicative of and essential to
quality were selected for formulating the basic principles. In
essence, the guidelines became a summary of recommenda-
tions derived from identification of best practices.!!

While the list of ten basic principles and best practices
was founded more on judgment than the kind of measure-
ment needed for benchmarking, each of the ten was backed
by several references to the literature (a lengthy paper on
this background is in preparation). Feedback on the draft
of the quality document was solicited from the members
of the section and subscribers to the section’s electronic
discussion list. Comments were also sought from attendees
at conference programs and meetings. The version that is
included in the appendix here can therefore be said to be
adequately vetted. It is also available at www.ifla.org/VIl/
s43/pub/cpdwl-qual-guide.pdf.

Global Applicability

Because the idea was to have the principles apply at all
levels of staff and across different types of libraries and
information organizations globally, the guidelines are
somewhat general. The hope is that they can be adapted
to a range of situations and cultural contexts. Some inter-
national and cross-disciplinary resources were included in
the literature review, although it would have been good to
have more perspectives from a wider range of countries.
Nevertheless, IFLA conference programs and meetings,
international electronic discussion lists, and conversations
with librarians from across the world confirm that continu-
ing education issues and concerns are very similar regard-
less of geography and even stage of library development.
In the document, no special attention is paid to
educational technology and the latest delivery methods.
Formats and technology are in constant flux so that a
focus on specific types would risk making the guidelines
quickly out-of-date. The same argument applies to the omis-
sion of particular kinds of educational offerings. Virtual
learning environments, games, interactive webinars, and
other kinds of innovations that are being used in continu-
ing education today hardly existed a few years ago and
are still not readily available in parts of the world where
Internet access is limited and expensive. Still, more and
more LIS education programs are offering both basic
and post-master’s courses entirely through the Internet

without residential requirements. Vendors and an increas-
ing number of international professional associations, such
as the Special Libraries Association, The Association for
Information Management, and the Chartered Institute of
Library and Information Professionals, also regularly offer
online seminars. Training through podcasts and social
networking software is catching on, and new technologies
will create further opportunities for continuing learning
applications as they emerge.

Considering these caveats, the ten principles are quite
basic and generic. But it is precisely because these prin-
ciples are so fundamental that they provide a framework
for changing practices and new ways of learning, will resist
obsolescence, and will be adaptable to different settings in
the global library/information sector.

Future Directions

As stated above, it is not enough to have the guidelines
translated and published on the IFLA website. The
question is how to familiarize the profession worldwide
with their existence, promote implementation, and keep
continuing education from becoming “nobody’s baby”
internationally. One of the next steps is to have IFLA put
its imprimatur on the guidelines and urge its member asso-
ciations, including ALA, to endorse them. Publication in
the IFLA Journal and other publications such as this one
will draw more attention than links on CPDWL’s webpage.
In addition, there should be links to the guidelines from
portals such as WebJunction (www.webjunction.org) and
the UNESCO Libraries Portal (www.unesco.org/cgi-bin/
webworld /portal_bib2/cgi/page.cgi’d=1).

Every few years, the section should make an effort to
find out who is making what kind of use of the guidelines.
An excellent result would be the documentation of best
practices and the development of regular benchmarking.
Every ten years the guidelines should be thoroughly
reviewed and updated and then be disseminated and
promoted anew. Admittedly, carrying out these proposals
is a daunting task for a small IFLA section that has no
secretariat. If sights are not set high, however, and if there
is neither clear vision nor a reasonable plan for working
toward the goal, the desired effect will not be achieved. It
might be possible to create a consortium of organizations
and individuals with a special commitment to continuing
professional development who could shoulder the ongoing
tasks by distributing the work to its members. Some profes-
sional organizations have staff devoted to continuing edu-
cation, and others have committees or roundtables. This
also is true of some of the largest libraries, as for example
Biblioteque Nationale de France, which has a staff develop-
ment department. Ideally, CPDWL can continue to be the
home base for human resources professionals, trainers, and
others experienced in this field who wish to work toward
achieving high standards.
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The point is to have the ten principles kept alive and
in circulation, accepted as a working guide by employers,
professional associations, and individual practitioners.
Associations can play an important role not only as provid-
ers of conferences, workshops, and other learning opportu-
nities, but they also can model best practices by following
the guidelines’ recommendations in their programming.
Employers are the essential force behind a strong staff
development program because they are responsible for
making continuing learning a priority and providing the
necessary resources. But ultimately it is every individual
who works in a library or other information organization
who has to take charge of his or her own continuing learn-
ing and growth in fulfillment of professional ethics and
social responsibility. Not everyone needs regular remind-
ers of that responsibility, but many would benefit from
some prompting. Awareness of “Continuing Professional
Development: Principles and Best Practices” can serve as
that reminder and can also inform individuals about what
is good policy for their employing institution to adopt. The
responsibility of CPDWL is to play the role of advocate as
best as it can, making sure that continuing education and
professional development have a permanent, international
home in IFLA.
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The basic principles

The responsibility for continuing education and professional
development is shared by individuals, their employing insti-
tutions, professional associations, and library/information
science education programs. Human resources and profes-
sional ethics statements should recognize the obligation to
ensure that library/information service staff have access to
and take advantage of continuous learning opportunities.

10.

Best practice requires that there be:

Regular learning needs assessment

Broad range of learning opportunities, both formal
and informal; formal offerings in a choice of formats,
designed to meet identified needs, in modules
structured to cover topics from introductory through
advanced.

Organizational commitment and leadership from staff
development and continuing education administrators
with expertise in adult continuing education

Widely disseminated information about continuing
education and resources, accurately described

CE activities design that includes learning objectives
aligned with identified needs; follows principles of
instructional design and learning theory; selects course
instructors on the basis of both subject knowledge and
teaching ability; attends to transfer of training and
feedback

Consistent documentation of individuals’ participation
in learning and recognition of continuing learning in
hiring and promotion decisions

A minimum of 0.5 to 1.0 % of institutional budget
earmarked for staff development, as stated in The
public library service: IFLA/UNESCO guidelines for
development www.ifla.org/VIl/s8/proj/publ97.pdf
About 10 % of work hours provided for attendance
at workshops, conferences, in-service training, and
other educational activities, and for informal learning
projects

Evaluation of continuing education and staff
development offerings and programs

Research that assesses the state of CPD and examines
the efficacy and outcomes of continuing education and
staff development programs

Below are the summary statements following the lit-

erature review and discussions in the full paper of each of
the principles

1

Best practice . . . calls for regular, performance-
related learning needs assessment that involves
individual employees and management, in concert
with organizational goals and objectives. Professional
development also has to be enabled for both personal
and profession-wide growth and improvement, if the
field is to achieve its potential for service to society.
Therefore, individuals, institutions, and professional

associations all bear responsibility for periodic
assessment of learning needs.

Best practice requires that those responsible for
providing CE programs or in-service training and
development create and/or make available a wide range
of activities and products designed to meet identified
learning needs. Formats and levels of sophistication
must be varied enough to suit various learning styles
and beginner to advanced needs. Cultural and linguistic
differences and time-place constraints must be taken
into account. Learning resources—such as professional
collections, mentoring, and coaching—should be
available in the workplace, and individuals should have
access to guidance for planning and implementing
personal professional development agendas.

Best practice requires administrative commitment;
formal policies that spell out what is expected of both
staff and the organization in regard to CPDWL; staff
development coordinators who have the support of the
administration and the expertise to plan and implement
programs

Best practice requires that there be guides to learning
portals, CE clearinghouses, electronic discussion
lists, and other sources of information about courses,
educational products, conferences, and other learning
opportunities that can be easily and widely disseminated,
using a variety of channels. Learners and appropriate
resources should be able to connect through an
international network of clearinghouse and advisory
functions. Educational activities must be accurately
described in terms of pre-requisite knowledge required,;
access to information and communication technology,
if applicable; expected outcomes; costs; etc.

Best practice requires that formal CE offerings be
presented by experts in the topic who are also good
instructors. Systems of CPD should provide train-
the-trainer opportunities. Employers should strive to
create a supportive environment in which staff are
encouraged to apply what they have learned.

Best practice assures consumers of formal CE that
their participation will be verified and recorded (using
the IACET’s Continuing Education Units, for example).
Individuals should be encouraged to create portfolios
to document their pursuit of learning, both formal and
informal. Employers should take employees’ efforts
to develop skills and knowledge into account when
making personnel decisions.

Best practice requires that an adequate percentage of
an institution’s personnel budget be allocated to staff
development. How “adequate” is defined will vary
depending on the extent of needs and circumstances in
a given situation. Two percent of the personnel budget
seems a reasonable goal in cases where staff development
expenditure has not been consistently itemized.

continued on page 139
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Best practice requires that employers give staff paid
time off to attend conferences and workshops relevant
to their jobs, and also allow for part of their work time
to be spent on learning. Ten percent of working hours
may need to be allocated as a minimum.

Best practice requires that CE providers gather
feedback from their learners not only at the conclusion
of CE events, but also conduct at least periodic follow-
up evaluations to determine what effect the CE has
had on practice. The results of evaluation should be
used to improve future CE offerings and should also be
factored into needs assessments. CPD programs within
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institutions and organizations also require periodic
evaluation of their administration and effectiveness.
Best practice requires that there be regular
benchmarking studies of best practices in staff
development, matched with quality assessment of the
participating institutions. Such studies should advance
understanding of and implementation of effective CPD
and would justify resources expended on it. The conduct
of such studies must have cooperation and support
from a cross-section of international institutions, and
the results have to be broadly shared.
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