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This article details the results of a May 2007 study of job satisfaction of
cataloger librarians at ARL member libraries in the United States. Eighty-
eight percent of the cataloger librarians studied were satisfied with their
current job and the majority would make the same career choice again.
Job facets that cataloger librarians found most important were the benefits
package, relationships with coworkers, and opportunities to learn new
skills. Catalogers wanted to be treated fairly, be consulted about issues
directly related to their work, be informed about current activities in their
department, have their opinions respected and considered, and have
an administration that supports catalogers. Topics for future research

are suggested.

he library profession is cur-
rently undergoing a period

- of unprecedented change.
While this change affects

the library as a whole, it is especially
being felt in cataloging departments.
The catalog, once the primary means of
accessing collections, now coexists on a
library’s Web page with an array of search
tools and competes with popular search
engines like Google and Amazon.com.
Thus, libraries are directing increased
attention to repositioning the catalog,
enhancing its features, and evaluating its
functionality. Enhancements to search-
and-display functions (relevance ranking,
faceted browsing, and hot links to full
text), the addition of “enriched content”
(book covers, tables of contents, and
editorial reviews), and the provision of
personalization options are some of the
recent attempts by librarians to satisfy the

growing expectations and preferences of
library users. The electronic environment,
with its emerging formats and various
avenues of distribution, continues to pres-
ent challenges. In addition, the number of
cataloger librarians is diminishing due to
retirements and the availability of fewer
new graduates to replace them.!

In the midst of all this change, cataloger
librarians are taking on additional roles
and responsibilities while still perform-
ing the traditional cataloging functions.
Discussions are taking place within aca-
demic libraries, and some of the outcomes
of these conversations have been shared
with the library community.? Thought-
provoking papers by leaders in the cata-
loging community have created much dis-
cussion, and various opinions have been
expressed at cataloging conferences and
on listservs.? The recommendations of
the Library of Congress Working Group
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on the Future of Bibliographic Control
will also have implications for those in
the cataloging community.* Since it is un-
certain how cataloger librarian roles and
responsibilities will evolve in the future,
it is an opportune time to identify those
aspects of a cataloger’s work that provide
the greatest satisfaction or dissatisfaction.
Identifying factors that are favorable in
the cataloger’s work life can contribute
to discussions on redefining the cataloger
librarians” role. These data will add to
the existing job satisfaction literature by
informing library administrators of areas
that need attention, such as retention, and
can also promote a healthy and positive
work environment. In fact, an Association
of College & Research Libraries (ACRL)
task force recommends regular quality
of work life or job satisfaction surveys as
one strategy for assisting with librarian
retention.’

Literature Review
There are many definitions of job satis-
faction. “Job satisfaction is simply how
people feel about their jobs and different
aspects of their jobs. It is the extent to
which people like (satisfaction) or dislike
(dissatisfaction) their jobs.”® Job satisfac-
tion is “... the state of mind that results
from an individual’s needs or values be-
ing met by the job and its environment.””
It is the “... feelings a worker has about
his job.”®

Job satisfaction studies proliferate in
the literature and cover a variety of oc-
cupational groups. A recent title search of
job satisfaction in Sociological Abstracts
and PsycINFO retrieved 696 and 4,750
hits respectively. A 2007 Conference Board
study reveals a general decline in U.S. job
satisfaction from twenty years ago.” Yet,
reporting on his and earlier library stud-
ies, Van Reenan noted that U.S. workers
in general had a 10.6 percent higher job
satisfaction rating than library workers."

A number of studies have been pub-
lished on job satisfaction of library staff.
Some of these studies report on overall
job satisfaction, and others include
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satisfaction with specific facets of the
job. It is difficult to make comparisons
between these studies due to variations
in the population studied, type and size
of library, facets measured, and method-
ologies used. Nevertheless, each study
adds new interpretations to a growing
body of literature in this area. A recent
series of articles in Library Journal attests
to the continued interest in the study of
job satisfaction in libraries.! The first of
these articles studied 3,095 library staff,
72 percent of whom indicated they were
“satisfied” or “very satisfied” with their
jobs.!? Job satisfaction is also one of the
human resource issues explored in a large
study of Canadian libraries."

Several of the library studies include
comparisons of demographic variables
such as age, gender, and length of ser-
vice in their analyses of job satisfaction
facets. Wahba reported more dissatisfac-
tion among females than males in the
fulfillment of esteem and autonomy
needs."* However, most studies found no
significant relationship between gender
and overall job satisfaction.”” Mirfakhrai
reported a negative correlation with age
and job satisfaction.'® Chwe found no
correlation between age and job satisfac-
tion."” In their 1983 study, Lynch and
Verdin noted that library staff with fewer
years of experience were less satisfied
than the more experienced staff, but this
finding was not confirmed in their later
study.’® Horenstein’s findings supported
the Lynch and Verdin earlier study, but
Mirfakhrai reported a negative correla-
tion between years of service and job
satisfaction."

In addition to demographic variables, a
number of other aspects have been stud-
ied and correlated with job satisfaction.
Horenstein reported that librarians with
faculty status and rank were more satis-
fied than other librarians.” Leckie and
Brett concurred with Horenstein’s find-
ings but added that having administra-
tive responsibilities was more important
than academic status in job satisfaction.*!
Librarians’ perceptions that they are in-
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formed and involved in decision making
also contribute to higher levels of job satis-
faction.”? Use of technology, by itself, was
not a significant factor in job satisfaction.”
Williamson, Pemberton, and Lounsbury’s
study of job satisfaction and personality
traits reported: “Information profession-
als who were more optimistic, emotion-
ally resilient, team minded, visionary in
their work style, and hard working were
more likely to report higher levels of job
satisfaction...”? Mirfakhrai noted that
librarians in smaller libraries were more
satisfied than those who worked in larger
libraries.”® No conclusive studies have
been done to link job performance and
satisfaction.

Lynch and Verdin examined job satis-
faction among specific library units and
occupational groups. Job satisfaction was
greatest among professional librarians,
department heads, first-level supervisors,
and reference department staff, as well as
jobs with less routine tasks.”” In a com-
parative study of staff at six university
libraries, Vaugh and Dunn found no one
library had a high satisfaction level with
all five dimensions of job satisfaction (pay,
work, people, promotion, supervision).
Other studies have examined job satisfac-
tion of paraprofessionals or compared job
satisfaction between professionals and
paraprofessionals working in libraries.”

Investigations of job satisfaction that
include catalogers as a specific category
of staff are sparse. Although Chwe
found catalogers and reference librar-
ians showed no significant differences in
overall satisfaction, catalogers were least
satisfied with dimensions of creativity,
social service, and variety compared to
their reference counterparts.’® Dissatis-
faction with creativity was also reported
among Nigerian catalogers.’! D’Elia
reported no significant differences in job
satisfaction between public and technical
services beginning academic librarians.*
Specialists (catalogers and public services
librarians) were found to have the highest
satisfaction (69.2%) compared to supervi-
sors (46.4%) and directors (63.6%).% To

expand on the findings presented in this
literature review, the authors developed a
survey to measure job satisfaction of ARL
cataloger librarians. The survey instru-
ment is presented in the Appendix found
at the end of this article. In this paper,
references to specific survey questions are
numbered and enclosed in parentheses:
for example, (Q17).

Methodology

One of the crucial steps in conducting
a survey is building a viable survey
population. The focus of this study was
on cataloger librarians who held an MLS
or equivalent library degree, had signifi-
cant hands-on cataloging components in
their position responsibilities and were
employed at an academic research library.
The authors chose to survey the Associa-
tion of Research Libraries (ARL) member
institutions, as they represent a fairly
homogenous group. In general, these
larger research libraries would employ
a number of cataloger librarians from
which a sample could be chosen.

Identifying a method for selecting
cataloger librarians for this study was
difficult. The original plan was to rent
American Library Association (ALA)
membership lists for the Association for
Library Collections & Technical Services
(ALCTS) Cataloging and Classification
and Serials Sections. However, the com-
pleteness of information contained in the
lists was dependent on what the members
had provided, making it difficult to select
only cataloger librarians. Moreover, the
cost to obtain these lists exceeded our
set budget. A second approach was to
send surveys to library administrators
to distribute to cataloger librarians. This
method was also rejected because of
concern for participant anonymity and
confidentiality.

Since our survey population was ARL
institutions, the authors located catalog-
ers through member library Web pages.
In some cases, the technical services or
cataloging departments were very ac-
cessible from the library’s Web page. In
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other cases it was difficult, and in three
instances impossible, to identify a Web
presence for the cataloging department
or even the technical services division.
In contrast, the public services sector of
the library was almost always accessible
from the homepage.

Once the cataloging homepage was
accessed, other problems arose. Ellero
points out that most cataloger librarians
still have the word “cataloger” some-
where in their position titles.* However,
this was not always the case. Identifying
the function and responsibilities of some
job titles proved to be quite challenging.
Also, trying to determine cataloger librar-
ians as opposed to paraprofessionals
based solely on the job title was at times
close to impossible. In several cases the
authors had to identify the titles used
for paraprofessional catalogers so those
individuals could be eliminated from the
names to be selected. Efforts were also
made to eliminate catalogers whose job
titles indicated major management re-
sponsibilities, such as department heads.
Once the cataloger librarians were iden-
tified, a maximum of three individuals
were chosen from each library to be part
of the survey population. Both random
and nonrandom sampling strategies
were used to select the survey popula-
tion. When possible, an effort was made
to include a broad range of cataloger
librarians including language and format
specialists. It is difficult to judge if the
sample population for this survey was
representative of cataloger librarians as
a whole. Job titles of cataloger librarians
may not truly reflect the details of their
responsibilities.

The intention of this study was not
to follow any one methodology or to
replicate a certain study; however,
questions were formulated to address
issues raised by earlier job satisfaction
surveys and the authors” experiences.*
The survey instrument consisted of 70
questions in total. Fifty-five questions
addressed eight broad dimensions of job
satisfaction: roles and responsibilities,
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workplace culture, administration and
supervision, performance evaluation,
rewards (salary/benefits), professional
development, opportunities, and future
concerns. Fifteen questions addressed
demographic information. Some ques-
tions used multiple choice answers, while
others asked respondents to rate their
responses on a Likert scale ranging from
“strongly disagree” to “strongly agree”
(or “not applicable”). One section of the
questionnaire asked the respondents to
rate certain aspects of the job on a Likert
scale in terms of importance and satis-
faction. Some questions were vaguely
worded in an effort to avoid influencing
cataloger responses. However, this also
made analysis more difficult. Within the
survey, the questions were scrambled
(rather than grouped by dimension) to
provide variety for the respondents.

The proposed research project includ-
ing the questionnaire was approved by
the Towa State University Office of Re-
search Assurances Institutional Review
Board. The authors also completed the
Web-based training on the protection of
human subjects in research as is required
by Iowa State University. The authors
selected the JMP statistical program for
analyzing the survey data due to its free
access through an Iowa State University
subscription and its ease of use.*

Many responses to the survey required
arating of 1 to 5 on a Likert scale, reflecting
either relative importance, relative satisfac-
tion, or extent of agreement/disagreement.
In the interpretation of the findings, ratings
of 4 or 5 were considered “high,” ratings
of 1 or 2 were considered “low,” and a 3
rating was considered “neutral.” Likewise,
“agree” was interpreted as comprising the
responses 4 and 5 and “disagree” compris-
ing responses of 1 and 2. “Not applicable”
was also an option. In several cases, there
were a significant number of neutral re-
sponses. It is difficult to know whether
these neutral responses were due to indif-
ference or ambivalence. The large number
of neutral responses added to the difficulty
in drawing conclusions from the data.
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Findings

This study is designed to complement
existing studies of librarians by focusing
on a specific group, the cataloger librar-
ian. The study was influenced by personal
experiences and evolving issues in the
cataloging profession, including:

e The changing roles and responsi-
bilities of professional and paraprofes-
sional catalogers

¢ The impact of electronic technology
on cataloging

e The current place of catalogers and
cataloging within the library organization

® The uncertain future of the catalog-
ing profession

¢ The atmosphere of economic uncer-
tainty in academic libraries

Given these observations, we hypoth-
esized that there would be relatively high
levels (>50%) of dissatisfaction expressed
by practicing cataloger librarians, either
with regard to specific job related issues,
or perhaps even regarding overall job
satisfaction.

In May 2007, surveys were mailed
to 268 practicing catalogers at 95 ARL
academic libraries in the United States.
A follow-up e-mail was sent to those
who had not responded by the given
deadline. A total of 148 surveys were
returned; of these, 143 respondents (or
53%) met the criteria of being currently
employed as a cataloger librarian, hold-
ing an MLS or equivalent library degree
and agreeing to participate. Every
geographic region was represented;
however, no responses were received
from 14 libraries. This may partially be
a reflection of the difficulty in identify-
ing names and functions of catalogers,
as mentioned above.

A description of selected elements of
the survey population appears in table
1. The population studied included 35
percent males and 65 percent females.
Over half of the catalogers were age 50
or older. Eighteen percent were over age
60, and 5 percent were under age 30.
Twenty-four percent of the catalogers
were planning to retire in the next five

years. Most cataloger librarians (84%) in
this survey were white Caucasians and
work full time (93%). Excluding the 4
percent who received their degrees in the
1960s, approximately 25 percent of the
cataloger librarians surveyed graduated
in each of the decades from 1970 to the
2000s. Fifty-five percent of the cataloger
librarians had experience of 10 years or
less, and 45 percent had more than 10
years of experience. Respondents were
divided almost equally between those
who had some managerial responsibility
and those who did not.

TABLE 1
Demographics of ARL Cataloger

Librarians
Age
25-29 5%
30-39 20%
40-49 23%
50-59 35%
60+ 18%
Ethnicity
Caucasian 84%
African American 2%
Asian American 8%
Native American 1%
Hispanic/Latino 3%
Other 2%
Year of Degree
1960s 4%
1970s 25%
1980s 23%
1990s 23%
2000s 25%
Years of Experience as a Cataloger
Fewer than 5 31%
5-10 24%
11-15 9%
16-20 15%
More than 20 21%
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Overall Job Satisfaction

Eighty-eight percent of the cataloger li-
brarians in this survey were very satisfied
(50%) or somewhat satisfied (38%) with
their current job (Q70). According to this
study, there was no correlation between
overall job satisfaction and demographic
factors such as age or gender. Further, 63
percent of the catalogers agreed with the
statement “I feel positive about working
in the library” (Q13). When asked about
professional aspirations for the future
(Q6), most cataloger librarians (60%) did
not plan to look for another job; however,
5 percent were seeking a different position
in their library.

Twenty-three percent were actively
looking for a position in another type of
library, but 10 percent wanted a position
in another academic library. Only 2 per-
cent were actively looking for a position
in another field.

There are many different motivations
for seeking employment: salary, various
benefits, and professional commitment
are but a few. When the respondents in
this study were asked, aside from the
salary and benefits, how important their
current job was in their lives (Q69), the
overwhelming majority (94%) indicated
that it was very (63%) or somewhat im-
portant (31%). Only 5 percent felt that
their job had little importance in their lives
aside from receiving a salary and benefits.

One group of questions (Q35-62)
addressed the importance and relative
satisfaction respondents felt with certain
aspects of their jobs. Using a Likert scale
of 1to 5 plus a “not applicable” option, the
respondents were asked to rate, in terms of
importance and satisfaction, certain facets
of their current positions. The “not ap-
plicable” responses were removed, and a
median score was calculated for the ques-
tions. The median scores for this group
of questions are shown on table 2. Eight
facets (not in ranked order) emerged with
median scores of five (most important):

* Benefits package

* Being consulted about issues di-
rectly related to my work
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® Being treated fairly, regardless of
my gender, race, or ethnicity

® Relationships with coworkers

e Library administration supports
catalogers

* My opinions are respected and
considered

¢ Being informed about current ac-
tivities/issues in my department

e Opportunity to learn new skills

Of these eight facets so highly rated in
importance, none received a 5 for satisfac-
tion. All were rated a 4 in satisfaction ex-
cept for “library administration supports
catalogers,” which was rated 3.

A second set of questions focused on
the degree to which catalogers agreed or
disagreed with statements about their
jobs. Eliminating the “not applicable”
responses, median scores were calculated.
A compilation of these median scores ap-
pears in table 3. No statement received a
5 for “strongly agree.” It is worth noting
that a few of these statements are nega-
tively worded (for variety); therefore, by
disagreeing with the statement, respon-
dents are actually providing a positive
response.

Roles and Responsibilities
Technological advancements, increased
information (especially in electronic
form), outsourcing, and budget con-
straints have resulted in changes to the
roles and responsibilities of catalogers.
Yet 65 percent of cataloger librarians were
comfortable with these changing roles, 10
percent were not, and 24 percent gave a
neutral response (Q16). Most cataloger
librarians (83%) reported it was important
to have clearly defined duties, although
slightly fewer catalogers (71%) were
satisfied that their duties were clearly
defined (Q49).

Some of the work traditionally as-
signed to the cataloger librarian has
been transferred to the paraprofessional,
causing a blurring of roles between these
two classifications of catalogers. Forty-
four percent of the cataloger librarians
indicated it was important to have work
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TABLE 2
Importance of Job Facets vs. Satisfaction with Job Facets:
Comparison of Median Ratings

5=highest rating; 1=lowest rating (NOTE: Within these three broad categories, job facets are not in ranked order)

Importance | Satisfaction
Rating Rating

Job facets of highest importance (median rating = 5)

Q36 | Benefits package

Q37 | Being consulted directly about issues related to my work

(8]
N ENE

Q39 | Being treated fairly, regardless of my gender, race, or
ethnicity

Q42 | Relationship with coworkers

Q44 | Library administration supports catalogers

Q47 | My opinions are respected and considered

oo ool
AW >

Q48 | Being informed about current activities/issues in my
department

Q59 | Opportunity to learn new skills 5 4

Job facets of high importance (median rating = 4)

Q35 | Salary

Q38 | My work is valued by individuals outside the department

Q45 | Receiving adequate information about changes occurring
librarywide

Q46 | Trust in the library administration

Q49 | My job duties are clearly defined

Q50 | My efforts are rewarded appropriately

B I N I S S
wWlw|h~| >

Q51 | Opportunity to participate in library planning and deci-
sion making

Q52 | Opportunity for promotion or advancement within the library

Q58 | Opportunity to develop leadership skills

Q60 | Opportunity for variety in responsibilities

R R
Wb w|lw

Q62 | Allows research on work time

Job facets of medium importance (median rating = 3)

w
w

Q40 | Sabbaticals (paid or partly paid leaves)

Q41 | Research grants

w
|l w

Q43 | Work responsibilities clearly differentiated between
paraprofessionals and cataloger librarians

Q53 | Opportunity to supervise others

Q54 | Opportunity to train others

Q55 | Opportunity for library committee service

Q56 | Opportunity for university committee service

Q57 | Opportunity for leadership

WlwWwlwlw|lw|w
Wlwiw|h|bdlw

Q61 | Opportunity for research & publishing




280 College & Research Libraries May 2009

TABLE 3
Agreement/Disagreement with Statements Regarding Job Facets:
Comparison of Median Ratings

5=strongly agree; 4=agree; 3=neutral; 2=disagree; 1=strongly disagree (NOTE: Within these four broad categories,
job facets are not in ranked order)

Respondents agree with the following statements (median rating = 4)

Q9 | I am able to balance my work, family, and personal life

Q10 | I am comfortable taking leave to care for my family and personal life

Q13 | I feel positive about working in this library

Q14 | Requirements for tenure and/or advancement are reasonable

Q15 | The emphasis placed on research and publication is appropriately balanced with
daily cataloging responsibilities

Q16 | I am comfortable with the changing roles/responsibilities of my job

Q17 | I feel that | have marketable skills

Q20 | The leadership in cataloging is effective

Q21 | My supervisor is a competent manager

Q22 | I am evaluated annually based on the specific responsibilities of my position

Q23 | The time my library devotes to performance evaluations is appropriate

Q27 | Catalogers who do a good job are assigned additional work

Q29 | I would recommend that recent MLS graduates pursue a career in cataloging

Q30 | If I knew what | know now about the cataloging profession, | would make the same
choice to become a cataloger

Q32 | Cataloging activities have become deprofessionalized

Q33 | My library supports the continuing education/training of its cataloger librarians

Respondents are neutral regarding the following statements (median rating = 3)

Q8 I have little work-related stress

Q11 | There is too much complaining and gossiping in this library

Q12 | The physical environment is healthy in this library

Q19 | There is too much micromanaging in the library

Q28 | When new technologies or new products are adapted that affect my job, sufficient
training is provided

Q31 | Cataloger librarians as we know them today will no longer exist within the next
five years

Q34 | The raises | receive adequately cover my cost of living

Respondents disagree with the following statements (median rating = 2)

Q18 | There are sufficient numbers of cataloger librarians to perform the work to be done

Q25 | I have too much responsibility and authority delegated to me by my supervisor

Q26 | I cannot satisfy the conflicting demands of various supervisors

Respondents strongly disagree with the following statement (median rating = 1)

Q24

| My supervisor lacks confidence in my abilities and judgment
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responsibilities clearly differentiated
between cataloger librarians and para-
professionals (Q43); but 26 percent rated
this of low importance, while 30 percent
remained neutral. By comparison, over
half of the catalogers (54%) were satisfied
with the differentiation of work responsi-
bilities, 14 percent were not satisfied, and
28 percent appeared neutral.

Approximately half of the catalogers
agreed (37%) or strongly agreed (17%)
that cataloging activities had become
deprofessionalized (Q32). Nineteen
percent disagreed, 27 percent replied
neutral, and 1 percent indicated not
applicable. One cataloger wrote that
“cataloging is being downgraded in my
institution” and was concerned that para-
professionals were not receiving support
and training for doing original catalog-
ing. Another cataloger commented, “I
fear that ‘all” cataloging will be out-
sourced or mechanized.” Reflecting on
the profession, another cataloger stated,
“it’s being dumbed down, outsourced &
deprofessionalized.”

The declining number of catalogers
has continued to be a topic of concern to
the cataloging community. This was also
a concern of the catalogers in this study.
Only 24 percent of the catalogers agreed
with the statement “There are sufficient
numbers of cataloger librarians to perform
the work” (Q18). Fifty-four percent dis-
agreed, 21 percent marked neutral, and 1
percent indicated not applicable. Respon-
dents may have interpreted the question
to mean catalogers in general rather than
in their specific library. One respondent
qualified her or his response, stating that
the numbers of catalogers were sufficient
in their assigned areas. Several catalogers
expressed concerns with vacant positions
that might not be filled.

Workplace Culture

The workplace culture includes many in-
tangible elements, yet it plays a significant
role in job satisfaction. A large factor in
this culture is the relationships between
coworkers.

Eight-eight percent of the respondents
in this study indicated that the relations
with coworkers were of high importance
(Q42). While a majority indicated a high
level of satisfaction with their coworkers
(64%), it is worth noting that a gap does
exist between importance and satisfaction
in this case. Respondents were specifi-
cally asked if excessive complaining and
gossiping was a problem in their libraries
(Q11). The results were almost evenly
divided between those who agreed (34%)
and those who disagreed (36%). Twenty-
nine percent marked neutral on this issue.

When asked if being treated fairly
regardless of gender, race, or ethnic-
ity was important, most respondents
(90%) agreed or strongly agreed (Q39).
However, only 72 percent rated the issue
highly in terms of satisfaction.

The ability to balance work and per-
sonal commitments was another area
covered in the survey. Nine percent of
the respondents disagreed with the state-
ment that they were able to balance work,
family, and personal life, while 31 percent
indicated neutral, 59 percent agreed, and
1 percent marked not applicable (QQ9). Ad-
ditionally, most respondents (66%) agreed
they were comfortable taking leave to care
for family or for personal life; only 12 per-
cent disagreed, and 18 percent remained
neutral. The “not applicable” category
accounted for 3 percent (Q10). Contrary
to popular belief, this survey did not find
a significant correlation between gender
or age and the ability to balance per-
sonal and professional responsibilities.
However, 40 percent of the respondents
disagreed with the statement “I have little
work-related stress” (Q8), while slightly
less (37%) agreed, and 23 percent were
neutral.

The physical work environment may
also contribute to job satisfaction. Forty-
seven percent of the respondents found
the physical environment of the library
workplace to be healthy; 52 percent,
however, indicated either disagreement
or selected neutral (Q12). This dissatis-
faction may reflect many issues, ranging
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from ergonomics to temperature control
in specific libraries, making generaliza-
tions regarding these responses impos-
sible.

Administration and Supervision

The quality of leadership in a library
can also contribute to an employee’s
satisfaction level. A management style
that is a good match with employees,
and employees who trust the library
administration, can contribute to better
job satisfaction. Eighty-eight percent of
the catalogers felt trust in the library ad-
ministration was important (39%) or very
important (49%), with 9 percent rating
this neutral and 2 percent rating it of low
importance. However, only 30 percent of
catalogers reported satisfaction (22%) or
high satisfaction (8%) with their trust in
the library administration (Q46). In fact,
43 percent of the catalogers rated the sat-
isfaction low, 27 percent marked neutral,
and 1 percent indicated not applicable.
Micromanaging is one criticism often as-
sociated with a negative administration or
supervision assessment. Approximately
one third (34%) of the catalogers agreed
that there was too much micromanag-
ing in the library, but 43 percent did not
agree, 23 percent indicated neutral, and
1 percent marked not applicable (Q19).
Some catalogers noted in their written
comments that this did occur at times in
a particular unit.

Almost all (91%) catalogers felt that
library administration support of catalog-
ers was important. However, catalogers
were more divided in their rating of
satisfaction of administrative support.
Thirty-three percent rated their satis-
faction as high, 41 percent rated it low,
and 27 percent indicated neutral (Q44).
Dissatisfaction with library administra-
tion was also reflected in several of the
open-ended comments. Administrations
were characterized as “weak” or “largely
invisible” and “hav(ing) little understand-
ing of the practical concerns of catalogers
today.” Other catalogers mentioned that
too much emphasis was being placed
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on quantity and that administrators
still thought catalogers spent too much
time agonizing over records. Another
respondent commented that support
was provided “only to those involved in
digital activities.” One cataloger’s com-
ments neatly summarized the apparent
views of several others: “What we do
as catalogers and metadata specialists
is not well understood, nor appreciated
by the library administration.” Another
cataloger reflected on library administra-
tion resistance to change both nationally
and locally.

Most catalogers (83%) felt it was impor-
tant to have their work valued outside the
department; but only 39 percent were sat-
isfied with the value placed on their work,
24 percent were not satisfied, 36 percent
marked neutral, and 1 percent indicated
not applicable (Q38). One cataloger noted
that since catalogers lack “a visible public
presence (and service) we have no oppor-
tunity to advertise our skills. We are un-
dervalued and uniformly here feel library
administration does not advocate, nor
recognize our value.” Another cataloger
reported that working at the reference
desk allowed “non-catalogers to see and
appreciate what we do.”

Communication is an important factor
especially in the continually changing
library environment. Not surprisingly,
most of the catalogers (85%) felt it was
important to receive adequate informa-
tion about changes occurring librarywide.
Again, catalogers were more divided in
their rating of satisfaction, with 38 percent
satisfied, 33 percent not satisfied, and 30
percent neutral (Q45). Catalogers also
assigned high levels of importance to
being informed about activities and is-
sues in their department (89%) and being
consulted about issues directly related to
their work (94%). Yet only 51 percent of
the catalogers reported satisfaction on
these two questions (Q48, Q37).

Over half (53%) of the catalogers in
this study agreed that the leadership in
cataloging is effective, with 31 percent
disagreeing and 16 percent designating
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neutral (Q20). Leadership in cataloging
was not defined, and so respondents may
have interpreted the question to include
leadership at the state or national level
as well.

When asked specifically about their
supervisors, responses were more favor-
able. Sixty-three percent of the catalogers
agreed that their supervisors were com-
petent managers (Q21). Eighty percent of
the catalogers felt that their supervisors
had confidence in their abilities and judg-
ment (Q24) and approximately the same
number (82%) did not feel they had too
much responsibility and authority del-
egated to them by their supervisors (Q25).
However, supervisors were also faulted
for “not representing us catalogers well
or strongly to library administration. They
also do not follow through on issues that
concern catalogers.”

In some libraries, catalogers have more
than one supervisor. Catalogers were
asked to respond to the statement “I can-
not satisfy the conflicting demands of
various supervisors” (Q26). Eliminating
the nonapplicable responses (17%), only
15 percent of the catalogers agreed that
conflicting demands of multiple supervi-
sors was a problem.

Performance Evaluation

As mentioned above, research has shown
no clear correlation between job satis-
faction and job performance. However,
aspects of the evaluation process can
contribute to overall job satisfaction.
The evaluation of staff is a necessary
process in any organization, benefiting
the employee as well as the employer. De-
pending on the outcome, evaluations can
promote the development of new ideas
and initiatives or can result in resent-
ment and continued poor performance.
There are numerous methods used in the
evaluation process, and no one process
fits every organization.

This survey examined the basis of
the evaluation, the time devoted to the
evaluation process, and the reward for
good performance. Seventy-three percent

of the catalogers agreed they had an an-
nual evaluation process based on their job
position responsibilities (Q22). Written
comments indicated that some catalog-
ers had evaluations at different intervals
such as every three years. This variation in
time could account for the disagree (9%),
neutral (11%), and not applicable (6%)
responses to this question. Fifty-three
percent of the catalogers agreed that the
time devoted to their evaluation process
was appropriate, 18 percent disagreed,
29 percent marked neutral, and 1 percent
indicated not applicable (Q23).

Rewards (Salaries/Benefits)

In the workplace environment, rewards
can take many different forms. Financial
rewards, special assignments, recogni-
tion by peers, and promotions are only a
few of the possibilities. The respondents
were asked if their efforts were being
rewarded appropriately (Q50). The ques-
tion was deliberately vague to encompass
all types of rewards. Eighty-eight percent
of the respondents felt this was of high
importance, but only 34 percent—a con-
siderable gap—indicated a high level of
satisfaction. No respondents gave a low
importance rating to this statement, but 25
percent of the catalogers indicated a low
level of satisfaction. Ten percent marked
neutral for importance, and 39 percent
chose neutral for satisfaction.

Catalogers were also asked whether
they agreed or disagreed with the state-
ment “Catalogers who do a good job are
assigned additional work” (Q27). This
statement was based on an observation
of the authors that the reward for good
performance is sometimes the assignment
of additional work. Awarding additional
work can be viewed as positive if it results
in a new assignment, position, or chal-
lenge. However, if the new assignment is
added on top of existing responsibilities
and increases the workload, it can have
a negative effect. About half (54%) of the
catalogers agreed with this statement, but
15 percent disagreed and 24 percent gave
aneutral or not applicable (8%) response.



284 College & Research Libraries

Two of the most important aspects
of any position are the salary and the
benefits package. Increasingly, however,
libraries are facing the double bind of
static or decreasing budgets and rising
costs of resources. In this environment,
significant raises may not always be pos-
sible. When comparing the importance
of salary with the satisfaction of salary
received, 73 percent of the respondents
rated salary of high importance, 22 per-
cent marked neutral, and 4 percent rated
it low. However, only 39 percent were
satisfied with their salaries, 33 percent
indicated neutral, and 27 percent were
not satisfied (Q35). Only 25 percent of the
respondents agreed that their raises ad-
equately covered the cost of living (Q34).
Forty-four percent disagreed, 26 percent
selected neutral, and 5 percent marked
not applicable. This is not surprising: low
salaries have always been an issue in the
library profession.

Respondents were also queried on
the importance versus satisfaction with
the benefits package from their libraries
(Q36). Ninety-four percent of the re-
spondents rated the benefits package as
being of high importance; only 6 percent
rated it otherwise. In terms of satisfaction
with the benefits package, the neutral
category rose sharply, with 20 percent of
the respondents indicating that choice.
Seventy-four percent of the respondents
were satisfied, and 4 percent had lower
satisfaction ratings. It is interesting that
most respondents rated the benefits
package more important than salary.
The benefits package may cover a broad
range of issues including paid vacation
and sick leave, health and life insurance.
Considering the high cost of health care,
general living expenses, and the uncertain
economy, perhaps it’s not surprising that
94 percent of the respondents rated this
high in importance.

Professional Development

Professional development is integral
to any professional position. It is abso-
lutely essential considering the amount
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of change witnessed in the library
profession in recent years. Professional
development may cover a wide spectrum
of activities ranging from reading profes-
sional journals, attending conferences,
mentoring, receiving specialized train-
ing or attending continuing education
classes. While most respondents (68%)
agreed that their library supported the
continuing education and training of its
cataloger librarians (Q33), only 44 percent
said that sufficient training was provided
for new technologies or new products
that affected their specific job (Q28).
The response gap between these two
seems puzzling. Perhaps the day-to-day
training received for new technologies
is viewed as different from continuing
education. Another possibility is that
the library administration supports con-
tinuing education in theory, but limited
budgets often make its reality difficult. Or
perhaps the library administration views
some types of continuing education as
a personal responsibility rather than a
library-sponsored activity.

All the respondents taking part in
this survey were cataloger librarians, yet
there was a wide range in their current
position status (Q5). Almost half of the
respondents (49%) had a continuing ap-
pointment status, while 38 percent were
either tenured or tenure track. Thirteen
percent indicated “other,” and these
respondents were omitted from the analy-
sis of questions that addressed tenure,
tenure track, or continuing appointment
issues. Since the requirements for tenure
or continuing appointment vary among
institutions, respondents were given the
option of indicating “not applicable” as
aresponse to these questions. These “not
applicable” responses were not included
in the analysis.

Often, scholarly research and publica-
tion are required for tenure or continu-
ing appointment. The opportunity to do
research and publishing was rated highly
(43%) by the respondents (Q61), and an
almost equal percentage indicated a high
level of satisfaction with this opportunity
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TABLE 4
Opportunities
(NOTE: Percentages may not equal 100% due to rounding)

Satisfaction
High | Low | Neutral

142 | 40%
141 | 38%
141 | 56%
140 | 44%
141 | 42%
141 | 54%
141 | 38%
142 | 61%
140 | 61%

NA
7%

5%

3%
11%
16%
5%

2%

1%

0%

39%
40%

32%

31%
33%

29%

37%
22%
28%

15%
18%
8%
14%

10%
12%
24%

15%
10%

Importance
High | Low | Neutral

NA | N
1%
1%
1%
2%
4%
1%
1%
1%
0%

32%

27%
35%

28%

24%

31%
28%

14%
10%

19%
22%
19%
42%

43%

21%
9%
9%
2%

N
142 | 48%

142 | 51%
142 | 45%
142 | 27%
142 | 30%
142 | 48%
142 | 61%
142 | 7%
140 | 88%

Q57 | Opportunity for leadership

Q58 | Opportunity to develop leadership skills

Q55 | Opportunity for library committee service

Q56 | Opportunity for university committee service

Q53 | Opportunity to supervise others
Q54 | Opportunity to train others

Q51 | Opportunity to participate in library planning and decision making

Q60 | Opportunity for variety in responsibilities

Q59 | Opportunity to learn new skills

(42%). However, 30 percent rated
it of low importance, and 27
percent were neutral. Forty-four
percent were neutral in their
degree of satisfaction with this
opportunity. The ability to do
research on work time (Q62) was
important to 61 percent of the
respondents, but only 41 percent
were satisfied with their ability
to do so. Twenty-three percent
of the respondents indicated a
low importance for this issue,
and 25 percent indicated low
satisfaction. Sixteen percent of
the respondents were neutral
on importance, and 34 percent
were neutral in terms of satis-
faction. The respondents were
asked if the emphasis placed on
research and publication was
appropriately balanced with
daily cataloging responsibilities
(Q15). Forty-four percent agreed
with this statement; however, a
sizable group disagreed (34%),
and 21 percent gave a neutral
response. Yet, when asked if the
requirements for tenure and/
or advancement are reasonable
(Q14), 55 percent agreed, while
only 21 percent disagreed. The
remaining 24 percent felt neutral
on the issue.

Sabbaticals (paid or partially
paid leaves) and research grants
are opportunities provided in
academia. The respondents were
asked to rate these two fac-
ets in terms of importance and
satisfaction (Q40, Q41). Most
respondents agreed (40%) that
sabbaticals are important, and
43 percent gave this facet a high
level of satisfaction. Research
grants were accorded less im-
portance, with only 24 percent of
the respondents agreeing to their
importance. Forty-seven percent
marked neutral on satisfaction
with research grants.
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Opportunities

Catalogers also rated the importance of
and satisfaction with opportunities for
training and supervising others, commit-
tee service, and leadership (Q53-58). Job
variety and opportunities to participate in
library planning and decision making and
to learn new skills were also included (Q51,
Q60, Q59). The responses to these oppor-
tunities are shown in table 4. A significant
number of neutral responses to some of
these questions made the drawing of infer-
ences difficult. Cataloger librarians rated
“opportunity to learn new skills” (88%),
“opportunity for variety in job responsibili-
ties” (77%), and “opportunity to participate
in library planning and decision making”
(61%) highest in importance among the
various categories of opportunities. How-
ever, only 61 percent were satisfied with the
“opportunity for variety in job responsibili-
ties” and “opportunity to learn new skills,”
and only 38 percent of the catalogers were
satisfied with “opportunity to participate
in library planning and decision making.”

Future Concerns
Another series of questions focused on
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what catalogers thought about their
future and the future of their positions.
Catalogers were asked: if you left your
current position, what do you expect
would happen to it (Q63)? Almost half
(49%) of the catalogers felt the position
would be filled as a full-time profes-
sional position; 31 percent thought it
would be reorganized or combined with
another position. Only 1 percent thought
the position would be filled by a part-time
professional, and only 4 percent thought
it would be filled by a paraprofessional.
Nine percent thought the position would
be eliminated. Written comments from
the six percent of catalogers who selected
“other” indicate they felt the position
would be retained but redefined.

The four questions reproduced in table
5 (Q17, Q29-31) were designed to assess
catalogers’ views on the current status
and future of the cataloging profession.
At the 2006 Taiga Forum, provocative
statements about the future of libraries
were presented for discussion. One state-
ment of particular interest was “Within
the next five years traditional library
organizational structures will no longer

TABLE 5
Future Concerns of Cataloger Librarians
(NOTE: Percentages may not equal 100% due to rounding)
Concerns Strongly | Agree | Neutral | Disagree | Strongly | NA
agree disagree
Q17 | | feel that | have market- 27% 46% 14% 10% 3% 1%
able skills
Q31 | Cataloger librarians as 8% 20% 24% 28% 20% 0%
we know them today will
no longer exist within the
next five years
Q29 | I would recommend that 22% 32% 25% 11% 10% 0%
recent MLS graduates
pursue a career in cata-
loging
Q30 | If I knew what | know 43% 24% 17% 8% 7% 1%
now about the catalog-
ing profession, | would
make the same choice to
become a cataloger
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be functional. Reference and catalog li-
brarians as we know them today will no
longer exist...”¥ Intrigued by this state-
ment, the authors modified it for inclusion
in the current survey (Q31). Forty-eight
percent of the catalogers disagreed with
this statement, including 20 percent
who strongly disagreed, indicating that
many catalogers feel there is a place for
catalogers, at least in the next five years.
However, with 28 percent agreeing with
the statement and 24 percent marking
neutral, there still is concern about the
future by about half of the catalogers sur-
veyed. Most catalogers (73%) agree that
they have marketable skills (Q17), and
two-thirds (67%) would make the same
choice to become a cataloger knowing
what they know now (Q30). There was no
correlation between these opinions and
the respondents’ age or years of service
as a cataloger. In addition, over half of the
catalogers (54%) agreed that MLS gradu-
ates should pursue a career in cataloging;
yet 21 percent disagreed and 25 percent
chose neutral (Q29).

Discussion

Overall, cataloger librarians are satisfied
with their jobs, feel their jobs are impor-
tant, and feel positive about working in
the library. This finding mirrors other
studies of librarians as a whole. In 1998,
Murray found that 81 percent of librarians
were either very or moderately satisfied
with their jobs.®® Hider found the same
percentages in 2004.* A Library Journal
2007 study found a slight decline in the
satisfaction level of academic librarians,
with only 70 percent reporting that they
were satisfied or very satisfied.*” Low
pay and a rapidly changing environment
may play into this decline; however,
based upon the information garnered in
the Library Journal survey, these are only
speculations. For the future, most respon-
dents to the present survey planned to
remain employed in their current posi-
tions. Unlike Berry’s results, the present
study found no correlation between age
and job satisfaction.*

Technological advancements, vendor-
provided records, budget constraints, and
the shift of routine cataloging activities
away from cataloger librarians have led
some to contemplate whether catalog-
ing activities have become “deprofes-
sionalized.”# In a study of professional
development activities, catalogers gave
“devaluation/deprofessionalization of
metadata jobs” as one of the reasons for
leaving the metadata field.* Over half
of the catalogers in this study agreed
that cataloging activities have become
deprofessionalized. Yet most catalogers
are comfortable with their changing roles
and are satisfied that their duties and
responsibilities are clearly defined.

Only a small percentage of cataloger
librarians are dissatisfied with the dis-
tribution of responsibilities between
themselves and paraprofessionals. These
findings may be an indication that, at least
in some libraries, the concern over the
blurring of responsibilities is starting to
diminish. Some libraries may also have
redefined the roles of cataloger librar-
ians. While cataloger librarians may be
assuming new roles in management,
policy development, digitization, and
systems/automation activities in indi-
vidual libraries, a clear defining role
for the cataloger librarian is still being
developed in the cataloging community.*
Paraprofessional catalogers’ responses to
these survey questions would provide a
more complete picture, since much of the
literature indicates that paraprofessional
workers in libraries are less satisfied than
professionals.®s

Some of the most important aspects of
work life for cataloger librarians revolve
around the workplace environment, such
as personal respect and relations with
coworkers. Other job satisfaction studies
have found that relations with coworkers
were rated highly by librarians in both the
United States and Canada.* A recent Spec
Kit on Recruitment and Retention notes that
the work environment and relationship
with colleagues are also very important
in the retention of librarians as a whole.”
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The gap between the high importance
and the low satisfaction scores for being
treated fairly regardless of gender, race,
or ethnicity is reflected in other studies of
librarians as a whole. A 1994 study noted
that 15 percent of librarians reported
discrimination on the bases of sex, ethnic
background, or religion.* A more recent
survey conducted for Library Journal
reports that 30 percent of all librarians
have experienced discrimination. This
discrimination is usually based on gen-
der or age.” However, among librarians
under the age of thirty, age bias was the
predominant form of discrimination.™
Thornton found that 60 percent of ARL
librarians of African descent felt that
diversity programs were inadequate.”

Most cataloger librarians were able to
balance professional and personal com-
mitments regardless of age or gender.
This was surprising, considering the fact
that at least some of the respondents were
probably in the “sandwich” generation
charged with caring for both dependent
children and elderly parents. These find-
ings mirror those of Zemon and Bahr,
who studied the effect of motherhood
on female academic librarians. They
concluded that “...career advancement
was possible without the price of moth-
erhood. Although this does not imply
that raising children and maintaining a
successful full-time career is easy, it does
indicate that ... the choice is possible in
many academic libraries ”** One pos-
sible explanation for the lack of conflict
between professional and personal roles
may be the increased flexibility of work
schedules found in technical services.
Another explanation may be the recent
“family friendly” policies adopted by
many universities.®

Support for catalogers and cataloging
by the library administration was of high
importance to cataloger librarians in this
study but something to which they ac-
corded a significantly lower satisfaction
rating. Based on survey responses and
open-ended comments, many cataloger
librarians do not feel their work is under-

May 2009

stood or appreciated. Hider reported that
38 percent of catalogers perceived their
expertise was not being recognized by
the profession at large, and 25 percent be-
lieved it was not being recognized by col-
leagues in other departments.* In another
study of ARL library heads of cataloging
departments, 58 percent of these catalog-
ing leaders made no effort to publicize the
abilities and skills of catalogers within
the library or university.® As catalogers
assume new roles and responsibilities in
the library organization, more recognition
and acknowledgement of their skills and
contributions might aid in the job satisfac-
tion of the cataloger librarian and entice
new recruits to the field.

A recent library staff job satisfaction
study reported much dissatisfaction with
managerial competence.® Administrative
management style can also be a predictor
of librarian satisfaction in an academic
library.”” Most catalogers in this study
agreed that their supervisors were compe-
tent managers and that their supervisors,
in turn, have confidence in their abilities
and judgment. Slightly over half of the
catalogers agreed that the leadership in
cataloging was effective. According to an
ARL SPEC Kit, the relationship with the
supervisor is especially important for job
satisfaction and retention of entry-level
librarians.>®

Based on the findings of this study,
improving channels of communication
can also contribute to increased job sat-
isfaction among cataloger librarians. The
catalogers” high ratings of the importance
of communication were in sharp contrast
to the lower satisfaction scores in this
area. Dissatisfaction was over 50 percent
when the communication issues related
to activities within their department or to
their being consulted about issues directly
related to their work.

Most catalogers felt their library sup-
ports professional development, but not
all catalogers agreed that sufficient train-
ing was provided for new technologies or
products. Keeping up with technological
change was listed as the biggest on-the-
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job challenge for academic librarians, ac-
cording to a recent study.” Another study,
however, notes that not a lot of training is
offered in management, leadership, and
business.® These are exactly the new roles
that many cataloger librarians are expe-
riencing. The changing roles of cataloger
librarians plus the accelerated rate of
technological change make it imperative
that cataloger librarians receive adequate
training for those changing roles.

Most of the cataloger librarians in
this study had either continuing ap-
pointments or tenured or tenure-track
positions. This study, however, did not
mirror Horenstein’s findings of a positive
correlation between faculty status or rank
and job satisfaction." A slight majority of
the respondents rated the opportunity
to do research and publishing as high in
importance, and most indicated a high
level of satisfaction with it. Even more re-
spondents felt the ability to do research on
work time was important, but again only
a small percentage was satisfied with the
ability to do so. Most of the respondents
in this survey felt the requirements for
tenure or continuing appointment were
reasonable. However, sabbaticals and re-
search grants were not seen as important
by most respondents.

The future of cataloging and catalogers
is at the forefront of professional conver-
sations and in the literature. Wilder has
written of the declining numbers of new
hires to the cataloging profession and of
the projected reduction in numbers of
catalogers due to future retirements.® In
light of his findings and similar reports,
it is interesting that almost half (49%) of
the catalogers indicated that, if they left
their position, it would be replaced by a
full-time professional position and a mere
4 percent reported it would be filled by
a paraprofessional. A similar question
was asked in a survey of Colorado librar-
ians, where 64 percent of the incumbent
librarians thought their successors would
meet similar or higher educational re-
quirements and 7 percent thought their
positions would be filled by individuals

with lower educational requirements.®
Some of the respondents in the current
study may hold positions that require
special language or subject knowledge,
qualifications that might be higher priori-
ties for replacement especially in an aca-
demic library with specialized collections.
However, these positions could be filled
by non-MLS subject specialists who hold
unique language and subject knowledge
if cataloger librarians are not available.®*
Numbers of cataloger librarians may al-
ready be reduced to a minimum in some
of these libraries, so replacements might
be needed just to maintain the status quo.
These findings may also be an indication
that many of the cataloger librarians rec-
ognize that their duties are transitioning
from primarily cataloging activities to
including new skills and responsibilities.
They anticipate their replacements to
have a different set of competencies than
those they currently hold. Yet, based on
the number of paraprofessionals work-
ing in libraries, it seems likely that more
of these positions would be replaced
by paraprofessionals than what these
findings reveal.®® It is also likely that
the numbers of cataloger librarians will
remain small. Much will depend on the
future advancements in technology and
budgetary issues in individual libraries.

Some cataloger librarians are optimis-
tic about the future of the profession, at
least in the short term. Approximately
half of the catalogers believe that cata-
loger librarians as we know them today
will continue to exist at least within
the next five years. Cataloger librarians
believe that catalogers have marketable
skills, and they would encourage MLS
graduates to pursue a career in cataloging.
This response parallels that of librarians
in general. Gordon and Nesbeitt reported
that 70 percent of the librarians they sur-
veyed would recommend librarianship
as a career. However, 25 percent of these
librarians noted drawbacks such as low
salaries, poor job market, and overempha-
sis on technology.®® Knowing what they
know about the cataloging profession,
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two-thirds of the cataloger librarians
agreed they would make the same career
choice today, and, of these, 43 percent
strongly agreed. This also compares fa-
vorably with a 2007 study that reported
that 86 percent of academic librarians
surveyed would choose librarianship as
a career if they had to start over.”

Limitations

The limitations of any survey study be-
come all too obvious during the course
of the research. Even the most careful
examination of the survey questions
by both authors and their colleagues
failed to remove all ambiguity from the
survey. Parts of the importance/satisfac-
tion portion of the survey proved to be
very difficult to analyze. For example, a
respondent could rate a particular aspect
low in importance but high in satisfaction
if it was not emphasized in the current
position. However, another respondent
could rate the same item high in terms of
importance and satisfaction because the
opportunity was available.

The large number of “neutral” respons-
es to some questions made the analysis
difficult. In many cases, the numbers of
neutral responses were a significant part
of the total. The neutral response was
a legitimate option, so it could not be
removed from the analysis, but interpret-
ing them was a constant issue. Did the
respondents feel ambivalent about the
issue? Or were they simply apathetic?
Based on the information in the survey,
it was impossible to draw conclusions.

The expansion of the sample popula-
tion of cataloger librarians could poten-
tially validate or disprove the findings of
this survey. With a sample population of
only 143 respondents, it becomes almost
impossible to comment on the validity
of the conclusions for the academic cata-
loger librarian. Asking the same or similar
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questions of paraprofessional catalogers
would also add to a more complete pic-
ture of job satisfaction among catalogers.

Conclusion

The findings of this study failed to sup-
port our hypothesis of a relatively high
level of dissatisfaction among cataloger
librarians. In fact, 88 percent of the cata-
loger librarians surveyed were very or
somewhat satisfied with their current
jobs. However, the responses elicited
from this survey raised many other ques-
tions for future research. Any part of the
survey could be used to study special
groups of catalogers within the library
profession. How do cataloger librarians
who are employed in smaller academic,
special, or public libraries feel about the
issues? Paraprofessional catalogers also
need to be surveyed to complete the
picture. The survey also raised questions
on specific issues. Most of the cataloger
librarians in this survey felt that their
positions would be filled once they left.
However, tight budgets and the increased
use of technology are forcing library
administrators to make difficult staffing
choices. Do the cataloger librarians feel
their positions are essential to the library,
or are they simply being overly optimis-
tic about the future? If these cataloger
librarians are replaced, what will those
replacements be doing? Another area
for future research revolves around the
potential conflict between personal and
professional responsibilities. Do para-
professional catalogers feel comfortable
balancing these two aspects of their lives?
It is also important to learn more about
the changing roles and responsibilities of
cataloger librarians in academic librar-
ians. Banush’s article describing new
roles for cataloger librarians in metadata
at Cornell University Library is one ex-
ample of what is needed.®
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1. In this article, cataloger librarians are defined as those staff who hold an MLS or equiva-
lent library degree and are currently employed in a cataloging position requiring this degree.
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used to indicate library workers whose positions do not require an MLS or equivalent degree.
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Appendix
A Survey of Cataloger Librarians

Please complete the following information about your background and current
employment as a cataloger.

For this study, a Cataloger librarian is defined as a person who:
has an MLS or equivalent library degree

AND

is currently employed in a cataloging position requiring this degree

1. Based on the definition above, are you currently employed as a cataloger?
1=yes
2=no=> Please return the survey

2. When did you receive your library degree?
1=1960s
2=1970s
3=1980s
4=1990s
5=2000s

3. How many years have you worked as a cataloger in your current position?
1=Less than 5 years
2=5-10 years
3=11-15 years
4=16-20 years
5=More than 20 years in current position

4a. Do you work part time or full time?

1=Part time
2=Full time=» 4b. Is your time split between cataloging and another area/department of
the library? 1=Yes 2=No

5. What is your current status?
1=Tenured
2=Tenure Track
3=Continuing Appointment
4=Other (Please specify)

6. Which of the following statements best describes your aspirations for the future?
1=I do not plan to look for another job
2= would like to work in a different position in my current academic library
3=l am actively looking for a position in another academic library
4=] am actively looking for a position in another field altogether
5=I am actively looking for a position in another type of library
6=Other

7. Do you plan to retire in the next 5 years?
1=yes
2=no
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Please indicate to what extent you disagree or agree with each | Strongly  Strongly Not
of the following statements. Circle number: 1=strongly disagree;| Disagree =~ Agree  Applicable
5=strongly agree; or Not Applicable (NA).

8. T have little work-related stress 1 2 3 4 5 NA
9.1am able to balance my work, family and personal life 1 2 3 4 5 NA
10. I am comfortable taking leave to care for my familyand | 1 2 3 4 5 NA
personal life

11. There is too much complaining and gossiping in this library | 1 2 3 4 5 NA
12. The physical environment is healthy 1 2 3 4 5 NA
13. I feel positive about working in this library 1 2 3 4 5 NA
14. Requirements for tenure and/or advancement are reasonable 1 2 3 4 5 NA
15. The emphasis placed on research and publicationisappropri- | 1 2 3 4 5 NA

ately balanced with daily cataloging responsibilities

16. I am comfortable with the changing roles/responsibilities | 1 2 3 4 5 NA
of my job

17. I feel that I have marketable skills 1 2 3 4 5 NA
18. There are sufficient numbers of catalogers to performthe | 1 2 3 4 5 NA
work to be done

19. There is too much micro-managing in the library 1 2 3 4 5 NA
20. The leadership in cataloging is effective 1 2 3 4 5 NA
21. My supervisor is a competent manager 1 2 3 4 5 NA
22.Tam evaluated annually based on the specificresponsibilities | 1 2 3 4 5 NA

of my position

23. The time my library devotes to performance evaluationsis | 1 2 3 4 5 NA
appropriate

24. My supervisor lacks confidence in my abilitiesand judgment | 1 2 3 4 5 NA

25. I have too much responsibility and authority delegated to 1 2 3 4 5 NA
me by my supervisor

26.1 cannot satisfy the conflicting demands of varioussupervisors | 1 2 3 4 5 NA

27. Catalogers who do a good job are assigned additional work 1 2 3 4 5 NA

28. When new technologies or new products are adapted that| 1 2 3 4 5 NA
affect my job, sufficient training is provided

29. I would recommend that recent MLS graduates pursuea | 1 2 3 4 5 NA
career in cataloging

30. If I knew what I know now about the cataloging profession, 1 2 3 4 5 NA
I would make the same choice to become a cataloger

31. Catalog librarians as we know them today will no longer exist 1 2 3 4 5 NA
within the next five years

32. Cataloging activities have become deprofessionalized 1 2 3 4 5 NA

33. My library supports the continuing education/training ofits | 1 2 3 4 5 NA
cataloger librarians

34. The raises I receive adequately cover my cost of living 1 2 3 4 5 NA
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Please rate each of the following factors according

to its importance to you or your job; then rate each Importance Satisfaction
according to your current lev el of satisfaction.

Circle number: 1=low importance/satisfaction; Low High Low High

5= high importance/satisfaction; or not applicable.

35. Salary 1 23 45 NA|1 23 4 5 NA
36. Benefits package 12345 NA[1 2 3 45 NA

37. Being consulted about issues directly related [1 2 3 4 5 NA|1 2 3 4 5 NA
to my work

38. My work is valued by individuals outsidethe |1 2 3 4 5 NA|1 2 3 4 5 NA
department

39. Being treated fairly, regardless of my gender, [1 2 3 4 5 NA|1 2 3 4 5 NA
race or ethnicity

40. Sabbaticals (paid or partly paid leaves) 123 45 NA[1 23 45 NA
41. Research grants 1 2345 NA(1 23 45 NA
42. Relationship with co-workers 12345 NA[1 23 45 NA
43. Work responsibilities clearly differentiated |1 2 3 4 5 NA|1 2 3 4 5 NA
between paraprofessionals and cataloger librarians

44. Library administration supports catalogers 12345 NA[1 2 3 45 NA

45. Receiving adequate information aboutchanges |1 2 3 4 5 NA|1 2 3 4 5 NA
occurring library-wide

46. Trust in the library administration 12345 NA[1 23 45 NA

47. My opinions are respected and considered. 123 45 NA[1 2 3 45 NA

48. Being informed about current activities/issues |1 2 3 4 5 NA|1 2 3 4 5 NA
in my department

49. My job duties are clearly defined 1 2345 NA[1 2 3 45 NA

50. My efforts are rewarded appropriately 12345 NA|1 23 45 NA

51. Opportunity to participate in library planning (1 2 3 4 5 NA|1 2 3 4 5 NA
and decision-making

52. Opportunity for promotion or advancement |1 2 3 4 5 NA|1 2 3 4 5 NA
within the library

53. Opportunity to supervise others 1 2345 NA[1 23 45 NA
54. Opportunity to train others 1 2345 NAI1 23 45 NA
55. Opportunity for library committee service 1 2345 NA[1 2 3 45 NA
56. Opportunity for university committee service |1 2 3 4 5 NA|1 2 3 4 5 NA
57. Opportunity for leadership 1 23 45 NA[1 2 3 45 NA
58. Opportunity to develop leadership skills 1 2345 NA[1 23 45 NA
59. Opportunity to learn new skills 1 2345 NA[1 23 45 NA
60. Opportunity for variety in responsibilities 1 23 45 NA|1 23 45 NA
61. Opportunity for research and publishing 1 23 45 NA[1 23 45 NA
62. Allows research on work time 1 23 45 NA|1 2 3 45 NA
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63. If you left your current position, what do you expect would happen to it. Select only one
response.

1=Reorganize or combine this position with another position

2=Would be filled as a full time professional position

3=Would be filled as a part-time professional position

4=Would be filled as a paraprofessional position

5=Would be eliminated

6=Other (Please specify)

64. Does your current position include managerial responsibilities?
(Managerial responsibilities include budget and hiring responsibilities, conducting performance
appraisals, supervising and training, etc.)

1=yes

2=no

65. What is your gender?
1=Male
2=Female

66. What is your race or ethnicity?
1= Caucasian
2= African American
3=Asian American
4=Native American
5=Hispanic/Latino
5=Other

67. What is your age?
1=under 25
2=25-29
3=30-39
4=40-49
5=50-59
6=60 and over

68. Is your salary?
1=$30,000 and under
2=$31,000-40,000
3=$41,000-50,000
4=$51,000 and higher

69. Aside from the salary and benefits, how important is your job in your life?
1=very
2=somewhat
3=little

70. Overall, how satisfied are you with your current job?
1=very
2=somewhat
3=little

Comments:





