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Introduction 

Francis Inganji 
Training Programme Co-ordinator 

Pan African Documentation and Information System (PADIS) 

Background 

1. Human Resources development and utilization is a major concern 
of many African countries. Various sectors of the African economies 
lack adequate highly qualified personnel, either because those well 
trained leave their countries for "greener pastures" or some sectors first 
have not been able to train adequate numbers of staff. 

2. In the Information and Documentation Sector, lack of highly 
qualified staff with skills to handle information using modern techniques 
is a stumbling block to the development of the African member states. 
The African member states, realizing the poor situation in regard to 
information and documentation infrastructure in many African countries, 
created the Pan African Documentation and Information System (P ADIS), 
under the aegis ofthe United Nations Economic Commission for Africa 
(UNECA). The overall objective of PADIS is to assist African member 
stclfes in the development or strengthening of their information and 
documentation infrastructures. , 

3. In order for the existing information and documentation centres in 
Africa to run properly, trained manpower in the management of such 

-centres and the ones planned for the future is crucial. It is therefore within 
the context ofthe lack of adequate trained manpower in the information 
and documentation sector that PADIS organized the Harare workshop 
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with the theme ~Strategies for human resources development for 
information management in Africa". 

4. This particular workshop falls under Sub-programme 8.1 NetwOrk 
of National. Sub-regional and Institutional Participating Centres. 

Objectives of Workshop 

5. The main objective of the workshop was to bring "together 
experienced people from various institutions in Africa, dealing with the 
management of information and documentation centres, to discuss the 
problem of human resources development in the sector. The workshop 
brought together at least twenty-five participants drawn from university 
libraries, national library services, documentation centres and statistical 
centres. (see the list of participants). 

Workshop Content 

6. Papers were presented on the following topics: 
(a) How to retain trained staff in the information and documentation 

sector. 
(b) Marginalization of personnel in the information and documentation 

sector. 
( c) The role of appropriate labour market information to manpower 

planning in the information and documentation sector. 
(d) Improving strategies for employment and human resources 

utilization in the information arid documentation sector . 
(e) Experiences of the University of Lesotho in the development and 

retention of trained personnel in the information and documentation 
sector. . 

(f) Staff training and retraining in library and documentation services, 
the experience of the Nigerian Institute of International Affairs. 

(g) Introduction to Management Information Systems (MIS). 
(h) Experience of the University of Ghana and the Ghana Institute of 

Management and Public Administr~tion(GIMPA) in the 
development and retention of trained staff in the documentation 
and information sector. 

(i) Experiences of the Sudan in the development and retention of 
trained personnel in the information and documentation sector. 

(j)- Experiences of Zimbabwe in the development and retention of 
trained staff in the information and documentation sector. 
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(k) Introduction to PADIS, its training programme and objectives . . 

7. The outlined papers were presented and discussed. Out of the 
discussions the following issues were identified and various strategies 
suggested on how these issues may be tackled. 

Training 

Training Objectives 

8. These should be clearly laid out to allow for proper planning of the 
required manpower. Training should be geared at achieving the following: 

Training 

addressing the status of librarians (documentalists) information 
workers vis-a-vis other professionals. 
Institutions should impart right attitudes to trainees in order to 
prepare them to handle various jobs in the library and 
information fields. 
Instil in the trainees an awareness of the importance of their 
roles in the provision of information to the community and the 
nation at large. 
Prepare trainees to cope with inadequate resource tools and 
develop innovative approaches where appropriate. 

9. Recruitment of starr into the profession should consider training 
needs, as: basic admission criteria into various training programmes. 
The Manpower Survey should include immediate requirements as well 
as future needs. The following areas of training were identified as 
needing special attention in the planning of manpower resources 
development programmes, formal training, continuing training and 
retraining. It was also felt that appropriate tools such as labour market 
information for example, manpower surveys should be used by planners 
and trainers to determine skills and levels of training required as-well as 
various market needs. 
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Curriculum 

1 o. With the help of such organizations as PADIS, an instrument for 
gathering data and determining acceptable elements of training should 
be designed for the region. These should include the following: 

Standardization of course, content and terminology of 
qualifications to be issued should be worked out at national 
and then regional level. 
Emerging new trends relevant to the profession, such as 
Information Technology, Informat~on Marketing, Public 
Relations etc . should be incorporated into the curriculum. 
Research and quantitative methods should form a basic 
component of training programmes as appropriate. 
Personnel management and communication skills should be 
given a prominent role in the training programmes. 
A need to evaluate the app ropriateness of the modules 
developed by COMLA in 1979. At the same time, a course on 
rural information services should be considered for inclusion. 
A code of practice of information personnel should also be 
considered for inclusion. 

Continuing Education 

11. It was felt that there is need for a well structured programme totake 
care of all levels of staff. Relevant training resources should be developed 
for the purpose: 

PADIS should identify training institutions and resource 
personnel to carry out the training and should compile and 
publish a directory. 
There is need for active development of personnel through 
research and publications in order to avoid marginalization of 
information and documentation personnel, and to enhance 
their status. 
Professional associations should take a role in identifying 
areas of intellectual stimulation and professional development, 
in liaison with training institutions develop appropriate courses 
accordingly. 



Introducti~ 

Terminology and Standardization 

12. There iSJ1eed to establish a regional clearing house for information 
I -

and to harmonize curricula. There is also need to standardize terminology 
for positions in the library and information sector, Le. 9<>cumentalists, 
information managers, librarians etc. as well as the terms "library 
assistant" and" assistant librarian". -

Retention of Staff 

-D. It was observechhat -some institutions have not been able to retain 
trained staff due to a number ef-factors such as unsatisfactory working 
conditions'r poor terms of service and lack of job satisfaction. It was ' 
therefore recommended that the following points be carefully considered 
to improve the situation, thereby retaining trained staff. 

Conduct performance appraisal/evaluation periodically, for 
rewCl:tding the job holder for results achieved. 
Offer adequate salaries, conditions of work and incentive 
systems and provide procedures for their perjodic review to 
ensure that they remain equitably comparable with those of 
~t}ler workers having equivalent experience and qualifications. 
,Introduce a more remunerative and flexible -structure of job 
promotion. 
Establish job classification schemes for libr~rians and 
documentalists stipulating the type~ and levels of 
responsibilities, the necessary qualification~ and salary ranges 
for each category. 
Utilize staff experiences in a more effective and efficient way 
by providing them with opportunities for creating and taking 
initiative. , 
Secure the growth and tQtal development of both the 
organization and the individual. I 

Motivate for development through reading and keeping up
to-date -by encouraging meetings w_here participants take 
turns in presenting and discussing seie.f:ted topics, professional· 
encouragement to secure as much as possible the positive 

. .-- .~ 

response of staff in continuing_~eguc-ation programmes and 
the a pplicat io,Jl I of newly acquired skills. 
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Provide training opportunities, exchange visits and study 
tours to foster linkages between1nstitutions and programmes. 
Adequate moral and financial support should be given by 
employers, donors and governments concerned, to staff to 
attend seminars, workshops, conferences, and to undertake 
research. In-house training through seminars should also be 
organized by institutions. 
Institutions should encourage research and writing articles in 
journals. 
Create awards to honour those who have rendered 
distinguished service to the information profession. 

Conclusion of Workshop 

14. At the end of the workshop, participants were given evaluation 
questionnaires to complete. An analysis ofthe answers given shows that 
85% of the participants felt that the workshop had been a great success 
and quite useful. The participants at the end of the workshop expressed 
the ir a pprec iation regarding the work being done by P ADIS in fac ilitating 
training of librarians and other information workers, as well as providing 
channels for intellectual stimulation for professionals in this field. 
Participants urged PADIS to continue with the good work it was carrying 
out in Africa., 



How to Retain Staff in the 
Information and Documentation 
Sector: An Archivist's Personal 
Perspective 

T. M. Lekaukau 

Introduction 

The time given between the invitation and the date of this conference did 
not allow the author ofthis paper to consult colleagues, in order to come 
up with a paper that takes their ideas and thoughts into consideration. 
This paper should therefore be seen more as a personal view/experience, 
rather than as a biblical sort of document containing all the truths and 
answers. Attempts will be made where possible to give examples from 
countries other than Botswana, but these will be limited to Southern 
Africa, as this is the region that the author is most familiar with. Africa 
is a large continent, apart from the geographical distances, there are 
problems even with working languages, there are the French, Spanish, 
Portuguese, etc. worlds, that cannot be reached because of inadequate 
or in most cases lack of communication skills in these languages. One 
hopes therefore that participants from other parts of the continent will 
fill in the gaps when they comment on the paper. 

This is not the first time that the issue of staff is being discussed, 
not necessarily in the same context. One of the recommendations 
emerging at the end of a 1960 UNESCO symposium on national 
libraries in Europe, was that the status of librarians should be considered 
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equivalent to that of other professions, Le. salaries, working hours etc., 
, should be the same.1 Here we are thirty yea!s later talkIng-about the 
same thing. If this is not th~ fIrst time, what action was taken to ensure 
that the resolutions were implemented? Gatherings of this nature 
unfortunately have a tendency of producing resolutions which only go 
as far as increasing the library collections. The people who shopld 
implement and in fact have the power to implemen~ these well thought 
out resolutions may not know, or have forgotten that such resolutions 
exist. The question of whether or not we direct our ideas and problems 

r , 

to the right people will be touched upon later in the paper. If on the other 
hand, the problem of staff retention is-being discussed for the fIrst time, 
let us'-promise--Qurselv~s that each one of us, will do everrthing in their 
power to ensure that the resolutions are implemented. 

General Staffing Situations 

It appears that staffIng problem~ confronting the li~rarian, the archivist 
and the documentalist are generally the same, it i~ only the frequency 
and the magnitude that are different. The librarian seems to be in a much 
better position than the archivist and the documentalist who are still 
struggling to strengthen themselves in numerical terms. Jacques 
d'Orieans writing in 1985, observed that generally in ,Africa there is a 
documentalist for every two archivists and every six librarians, in other ' 
words the ratio of the documentalists, the archi~ists and the librarians 
is 1 :2:6.2 Whatever percentage---growth one allocates to the lU;>rarians, 
they are bound to be still in the majotity. If some librarians r-esign 
therefore, it may not be such ~ big problem for the--head ·of a library as 
there will be quite a numbet to recruit from. One must hasten t9 c¢d, 
however, th~t the situation is different depending on which country 'one 
comes from. Moreover, it does not necessarily me'an that if the li~rarians 
are more numerous than the other information scientists, then the 
numbers satisfy the demand. In Botswana for instance, the librarians 
outnumber the archivists and the documentalists by far, but nevertheless, 
those numbers do not come anywhere near what the service requires. 
To permit a thorough analysis of the problem, the paper will separately 

UNESCO Manuals for Ubraries No. 11. (Paris) 1960,-p.ll1. 
2 Jacques D' Orleans, The Status of Archivists in Relation to Other Infoqnation 

Professionals in the Public S~rvice in Africa: A RAMP Study. UnfE~CO (Pari,s) 
1985, p. 3. 
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~mine staff training and recruitment, caree(pro~pects, status, the role 
oj information in national development. Lastly-the paper-will attempt to 
postulat~ as=to how the problems as articulated under recruitment and 
training etc. , can be minimized if not completely eliminated. 

Recruitment 

Ideally, pepple should only take a job if they like it and hope to build a 
career out of it. Unfortunately, the diminishing job opportunities are now 
forcing people to take whatever job they are offered, just so that they can 
earn a living. People who are forced to join not only the infortnation field, 
but other professions as well, in this way, do not las~-1hey \!lsually leave 
at the first available opportunity. There -is therefore need for the 
employing authori!y or tfie managelnent of an informat\jon and 
documentatIon service, if the recruitment is done dire~tly, to be aware 
of this important element. If it is not just the money, but a conviction that 
one is providing a good and needed service, people tend to-persevere 
and try to rectify the situation from within. Needless-to say-that this is 
why some of us are gathered here today, to-d-iscuss~how -we-can solve 
problems, some of which have been dodging Qqr:grofession, for years. 

Training 

Once recruited there should be a training prQgr-amm_e to impart skills to 
those who enter the profession without any trainiI:l'g or to ypgrade the 
skills of those who already have training. This ttaihlng should be seen 
as an ongoing exercise for all levels of the profession. Workshops and 
seminars not only refresh those who participate in them, but also keep 
the -profession alive: Are there enough training facilities? Well, for the 
librarians, it seems that training is well established in countries like 
Ghan~, Nigeria, Cameroon, Seneg.al, Ivory Coast, Uganda and Botswana. 
There are schools for Documentation and Information Science in 
Senegal and Zambia, some of the library schools inG:lude information 
science in their curriculum. Training for archivists has been in place 
since the mid-1970s in countries like Senegal and ,Ghana. Since the 
b~ginning of the 1980s more facilities for archivists have been developed 
in Kenya, Zimbabwe and Tanzania. Some of these facilities offer both 
professional and para-professional training while others concentrate 
,either on the professional (graduate) training or para-professional (non
graduate) training, can therefore be said to be on the adequate side. 
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Botswana and Zimbabwe are looking into possibilities of bringing 
graduate training of archivists to the southern African region. If their 
plans_succeed, then training facilities 'o/ill be adequate. 

The list of training facilities is by nomeans exhaustive, there may 
well be others that the author is not aware of due to problems as 
expressed in the opening paragraphs of the paper. We should observe, 
however, that the number of training institutions does not necessarily 
mean that t~e training is adequate, at least not on the quality side. 
Foreign currency problems in a number of countries have affected the 
procurement of teaching materials. The situation is so bad that in some 
cases training exists only in name, the teachers/lecturers also abandon 
teaching to look for greener pastures in countries where their salaries 
wm be able to procure them luxury goods, usually absent or scarce in 
countries with foreign currency problems. The problem then, if assessed 
in this wider context, becomes very daunting to the information sc ientist, 
as he/she is still struggling to fight for basic things like recognition. 

Career Prospects 

It is not enough to only recruit and train, the head of an information 
service should ensure that there are good career prospects for the staff. 
Granted that even the most committed and patriotic officers also have 
an eye on personal advancement, then the information scientist must 
see a better future unfolding, not only in terms oftraining but also in the 
financial sense. This future must not only exist on paper in the form of 
elaborate and sophisticated organizational structures, such structures 
must be implemented. For as long as future prospects are better 
elsewhere, the librarian and his colleagues jn the sister professions will 
continue to lose efficient staff, as only those who cannot make it 
elsewhere will be the ones remaining. It takes in most cases the same 
number of years to train an economist, a lawyer etc., as it takes to train 
an archivist or a librarian, why then should their prospects be better than 
those of the information scientist. Inganji observes that there were 
problems regarding professionals in the library, archive and 
documentation service$,\Vhereby- professionals are in most cases 
regarded as mere clerks who make books and other information 
available. Th~f complicated techniques which go into the processing of 
such information being unknown, or at best ignored. 3 Without seeming 

3 Francis Inganji, Status of Infonnation and Documentation Services in Eastern 
and Southern Africa and Future Prospects. DSE (Bonn) 1983 'po 120 
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to side with the other professions, it can be observed that for as long as 
the services provided by the information scientist seem to be removed 
from the life of the common man, then it becomes difficult to convince 
other people, especially fiscal authorities why he/she should get equal 
treatment with professionals like doctors etc., whose services are 
immediately available to the rank and file. 

In Africa most people falling within the category of the common 
man are the illiterates and the semi-literates, who are excluded from 
information service institutions by the nature of their education or lack 
of it. They are struggling daily with the problems of hunger, ignorance, 
disease etc, the information scientist should therefore be seen to be 
providing answers on how to alleviate these problems. Unfortunately so 
far there are no obvious signs that this is being done. For instance, right 
now, the whole world is gripped with fear concerning the killer disease, 
AIDS, and as far as people are concerned, it is the doctor, the nurse, the 
social worker etc. , who are spreading information on how people can 
protect themselves. Uttle do they know that research fmdings and other 
information relating to even the basic fabrics of life, are found in the 
library, the archives or the documentation centre. The use of computers~'~ -
in information centres has certainly led to easy and quick retrieval of 
information, but it is equally true that it has alienated even some of the 
educated people of long ago, who are so terrified of the new technology, 
what more about those who do not even feel part of the paper search
rooms. What one is trying to point out here is that once the majority of 
the populations is seen to be benefIting from the information seo/ices, 
this will improve not only the status, but will lead to better fmancial 
rewards that will attract and help retain staff in the profession. Let the 
information scientists continue to educate all members of their society 
on the services that they can provide for them all. 

Working Conditions 

Everybody likes to feel that their job is important, this importance must 
not only be felt by the individuals concerned, but also by people outside/ 
the profess1ion. This can be manifested in several ways, for instance, 
good remuneration, spacious and beautiful offices, large budgets etc. In 
most cases while the information scientist is made to work in cramped 
quarters, othevs-enjoy the comforts of spacious, well furnished and 
airconditioneo offices. A large part of working day is spent in the office, 
it should therefore be made to be as comfortable as possible. One must, 
however. has~en to add that there are institutions ' where office 
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accommodation is adequate and comfortable. In such cases, the 
authority must be lauded. The surroundings in which officers work 
contribute to and influences productivity. Management must therefore 
strive, and be-seen to be striving by the other members of staff for 
adequate or at least acceptable premises. 

Remuneration 

Obviously, the salaJ¥ attached to-a post indicates how important that 
post is and it further-determines the status of the post. It is therefore no 
solace!o officers tQ' high-sounding titles like "director" or "chief' ,if the 
sala-fY is not equiv~lent to that paid to officers who go by the same name 
in other professi9ns. -

As has -already been mentioned, this is not the first gathering that 
has discussed the question of staffing. The situation has improved 
somewfia! as evidenced by the springing up of tFaining institutions, 
however certain a~pec!s have lagged behind. One of the possible 
reasons-might be tha~ perhaps recommendations in such cases were not 
implemented. To solve this problem one would like to suggest that may 
be at the end of each conference there should perhaps -be an 
implementatk>n-t-a:sk force to ~nsure any necessary follow- up action is 
taken, otherwise conference proceedings and resolutions will remain 
reference tools, used to draw up even morE1 resolutions, that no one 
outside the profession ever looks at. The honourable Swazi minister of 
natural resources and energy, when officially opening the ninth general 
conference of the Eastern and Southern Africa Regional Branch of the 
International Council on Archives (~SARBICA), oqserved that he had 
learnt that the archivists felt neglected . and cautioned as follows: 
"Anyone who dwells in self pity will receive nothing but pity from the 
other people"4. I would hate to think that we are dwelling in self-pity, but 
would not hesitate to admit that probably our efforts to improve our lot 
is not always directed to the right~udience. 

The conclusion that emerges from the preceding paragraphs is that 
in order to retain staff in the information and aocumentation field 
working conditions must be improved -all round. This will include 
provision of adequate and pleasant working surroundings,good 
remuneration which is at par with other professions, training and clear 

R. J. Kukubo, Proceedings of the 9th General Conference of ESARBICA 
(Roma) 1988, p. 5. 
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career prospects, recognition of the contribution made to national 
development by the information profession, upliftment of status and job 
satisfaction. Officers must not only be told that they are as good and as 
important as others, they must actually see and feel the manifestation 
of this, it is therefore up to management in the information field to ensure 
that action is taken immediately. 

Lastly, but not least, management should help in the solution of 
officers' personal problems, wherever possible, without seeming to 
interfere in people's private lives. A happy officer at home will produce 
more work or will try to, if he/she knows that management cares about 
his total being, not only the quantity of work he/she produces. 
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The Experiences of the National 
University of Lesotho in the 
Development and Retention of' 
Trained Personnel 

Mampaila M. Lebotsa 
Deputy University Librarian 

Introduction 

For an efficient information system and service tJ e number and quality 
of the human resource supporting that system and service is crucial. Yet 
mostCoun~ries in Africa are ill prepared to support a large information 
system, in addition to their day to day information activities. 

Library personnel development at the National9niversity of Lesotho 
has been a painfully slow process for three reasons: Firs~, Lesotho has 
no library training faci.lities of her own. We depend upon the availability 
of places in other universities for' the -placement of our trainees. 
Secondl}L, we lack financial resources which are controlled by the 
university for the development of its staff. Training funds are vested in 
the government's National Manpower Development Secretariat. The 
university has tried in vain to obtain directly its own funds for the training 
of its staff. Thirdly, Librarianship as a career does not seem to attract a 
lot of Basotho men and women. It lacks the charisma that law and 
medicine and other professions seem to have. Very little is known about 
the Library profession and the image of libraries being manned by old; 
and old-fashioned ladies with funny glasses hanging over their noses 
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and looking menacingly over them at their clients, will beset the 
profession for a long time to come. Although the former college library 
graduated into a university library in 1964, there was no local to take 
command. Its two or three professional staff were expatriates, and it was 
only in 1971 that the first Mosotho qualified as a librarian, having trained 
at the University of Ahmadu-Bello in Nigeria. 

A clear indication of lack of commitment in staff development in 
the Jibrary in those days is evidenced by the fact that when three local 
graduates joined the library in ] 970., there were no plans at all to send 
them anywhere for training, but they were expected to use their own 
financial resources to do correspondence courses in librarianship with 
the University of South Africa. Only one of the three graduates completed 
the UNISA programme; one left the library and the library profession as 
a whole, and the other was to qualify much later in 1978, at a different 
university. 

In 1976 the leadership of the-library fell in the hands of a local, who 
was appointed University Librarian. When she took over, the University 
Librarian was faced with the mammoth task of training local staff. 
Training opportunities became a'vailable only in overseas universities, 
principally because of the scholarships. It was during this time that the 
first Mosotho was sent to Aberystwyth to do a post-graduate diploma in 
librarianship. From that time on, every year the university librarian was 

, able to recommend and succeed in training one Mosothoin universities 
overseas, principally in the UK. Only one librarian was trained in Ghana. 

By the mid-1980s, ten librarians had acquired their library 
qualifications, with almost half that number holding Mast~rs degrees. I 
wish to point out here that the NUL is experiencing two sets of Masters 
degrees, which causes great confusion in remunerations and promotions. 
SOgle Masters degrees are first post-gr~duate diploma. This problem is 

,pr6bably experienced in other parts of Africa. 
" Because of the financial constraints experienced by the university, 
increase -of the library staff at all levels is not possible for the next couple 
of years. It-is a-sad situation because student numbers are increasing, 
and the activities of the university library are expanding. The university 
library has acquired three major international responsibilities---- it serves 
as PADIS Focal Point; it is the national agency for ISBN; it is a member 
of SABINET. These additional responsibilities have come at a time when 
training extra staff seems impossible. ' 
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Types of Training Offered to Personnel 

(a) Formal training at universities is the most common method of 
training. Candidates for training must have at least a junior degree 
for professional training. Our junior staff of desk assistants are 
very keen to further their knowledge in library work. Two so far 
have been trained atthe University ofBQtswana for Certificate and 
Diploma in Ubrarianship, respectively. I do not think that I am 
exaggerating when I say that 99.9% of qualified librarians in 
Lesotho have been trained in traditional librarianship. One only 
has spent a full year studying in detail the application of computers 
in libraries. We are lucky therefore that we have someone on the 
staff who approaches computers with reasonable understanding. 

(b) A great effort has been made to offer staff continuing education 
programmes. 

Short Courses 

(i) A number of short courses financed by DSE and its 
predecessor CRIT and also the British Government have 
been attended by professional staff as top-up courses in 
Kenya, Tanzania and the UK. No advanced short courses 
have been held locally, principally due to lack of funding . 
A number of short courses have al.so been attended at the 
Centre for Scientific and Industrial Research (CSIR), in 
Pretoria. PADIS-related training has also been given to 
documentalists and librarians at NUL. 

Attachments 

(ii) Not many attachments to other libraries have taken place._ 
Most of the professional librarians have not had the 
opportunity of practical, on-the-job training in libraries 
more advanced than their own. 

Conferences and Seminars 

(iii) Whenever conferences and workshops have taken place. 
Particularly in the region, every effort has been made to 
request funding in order to enable staff to attend. The staff 
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Visits 

of the Institutes have greater opportunity to participate in 
short courses and workshops, because documentation 
centres command a lot of support among donor agencies. 
However, in a small way in the university library the staff get 
the opportunity of exposure to professional gatherings in 
conferences, seminars and workshops and sometimes 
themselves read papers. Our newly trained staff get the 
opportunity to rub shoulders with giants in the profession 
and exchange professional ideas with them for their own 
professional growth. 

(iv) Visits are another form of education. Impressions gained 
during visits inspire visitors to make improvements or 
avoid mistakes in their own setting. Because visiting 
demands fmance, we have not been able to send our staff 
for visits. 

It is important to mention that we have always been greatly assisted by 
the British Government and the DSE where substantial financing is 
required for certain types of training. 

Retention of Staff 

Except for expatriate staff, the local staff is fairly stable. Oory one 
_professional librarian has been lost to the South African Bantustans. 

The university offers better conditions for its Rrofessional staff, than 
is the case at the National Library which is directly under a government 
ministry. Salaries are equated with those of the te~ching staff. There is 
an ample leave of three months after every 21 months service, and in 
every four years a professional librarian can take normal, vacation of 
three months plus another three months study leave which can be spent 
in research, attachment, visiting, or studying. Turnover of expatriate 
staff is high, and at the time of writing this paper there are only 2 
expal!iate libtatians in the university; one in the University Library and 
one in the Institute of Southern African Studies.The university offers car 
advances; education allowance-and housing loan in addition to training. 
Altbough professional librarians enjoy the same salaries as academic 
staff, the situ~tron -is very fluid. During the · 1985 Salaries Review, 
equation of salaries among Academic Library and administrative staff 

\ 
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was considered unfair. Ubrarians and administrators, with the exception 
of the vice-chancellor, were mercilessly victimized and stripped of the 
academic status that they had enjoyed since 1964 when the university 
was started. A tedious court case ensued, and before the judgement was 
announced, a new vice-chancellor offered back our original status. 

And so it may come to pass one day in the future, that sOI1'l;e crazy 
people decide to strike us out yet again, and we shall have to retreat once 
more. It was during this time that we lost a local librarian to the 
Bantustans. 

Conclusion 

In order to prepare member countries to participate intelligently, 
efficiently and effectively· in the PADIS network, PADIS could do well by 
offering scholarships for information science training, and not simply 
confine themselves to th~ mechanical traini"ng oLPADIS input sheets. 
We need people who are educated and trained in information science 
techniques in Africa. 
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Staff Training and Re-training in 
Library and Documentation 
Services - The NIIA Experience 

A.D. BaTijo 

The library of the Nigerian Institute of International Affairs (NIIA) is a 
special, research library operating in an African social milieu. 
Consequently, I would like to preface this paper by commenting briefly 
on the challenges posed to training and retraining of African librarians 
by the current debate on the performance of library and information 
service institutions in Africa. I would also like to make a general opening 
comment on the training needs and expectations of research and 
special libraries. 

AfricaI! Librarianship: Future Needs and 
Training Implications 

The verdict from much of the current stock-taking on the performance 
of modern libraries and information services since their introduction to 
Africa is that their impact has been largely marginal, since they have 
neglected the needs of the rural masses for information, entertainment 
and education. 1 Underscoring this debate is the crisis of confidence 
resulting from the book famine of the past decade or so in Africa and the 
shift in the developmental philosophy of most African governments to 
a rural and mass-oriented one in the context of the now familiar 
structural adjustment programmes.2 
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It is now generally agreed that for libraries to be seen as relevant 
s0ciaI institutions in the new dispensation, they must re-order their 
'philosophical goals and service orientation and broaden their range of 
information packages-and resources to enable them cater for the needs 
ofthe vast majorities of their population who are largely new literates or 
illiterates and who live in the rural · areas. 

As is usually the case when past neglect is being addressed, 
however, there is a danger of over-concentrating on the single problem 
and thus ignoring others which may be just as crucial. In the process, 
there is a danger of over-simplifying the solution to the problem.3 For 
although it is true that the past neglect of the information needs of the 
non-literate masses is one that needs urgent attention, there is at 
another level the problem of the wid~ning gap between libraries in the 
industrialized societies and those in the Third World countries resulting 
from the adoption of the products of recent advances In 
telecommunications and computerization in library and information 
services.4 \Vhatever may be the ultimate outcome of the on-going 
revolution, it is already leading to the use of a variety of new electronic 
techniques for packaging and transmitting information and opening 
new vistas in the nature and scope of library and inform ation services. 
G!v~en the inter-dependence in the production and use of information 
resoUrces throughout the world, no society can afford to be indifferent 
to these changes arid their future repercussions. 

Thus the changes for which African librarianship must be prepared 
in the last decade of this century is multi-faceted. It must be equipped 
for the pre-modern terrain of the village at the same time as it mas,ters 

. the intricacies of the new information technologies which are needed by 
its academic and research libraries and which are capable of providing 
the wherewithal for more cost-effective information systems at national, 
sub-regional,And regional levels. 

The linchpin of these de$irable changes in African librarianship is 
the provision of the right calibre of library an-d information manpower for 
these contrasting ' needs of the community-oriented mu~t'i-media 
information -centres and the computerized national, sub-regional and 
regional information systems. 

This would in turn require desirable changes in the entry 
requirernents and curricula of training institutions and the provision of 
a range of supplemental formal and continuing education programmes. 
In the case of the training for the community information centres in 
particular, entry requirements should emphasize , first degrees in the 
Social Sciences and the Communication Arts while the course contents 
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should emphasize verbal and non-verbal communication and the role 
of libraries in society. 5 

Special/Research Libraries: Training Needs 
and Expectations 

It is generally agreed that the first or basic professional training in 
librarianship at whatever level usually succeeds at best in providing the 
student with a broad range of concepts and skills needed to start a career 
in various types of libraries, even though provision is made for some 
introductory courses in the specialist areas. The products of the basic 
professional training are therefore expected to build on this initial 
training once they have decided on their future careers. 

Special research librarians usually stress their service orientation 
and their emphasis on information delivery over and above document 
delivery.6 Much oftheir activities therefore revolve around the systematic 
identification, collection, organization, retrieval and dissemination of 
information in the special area of their institutions and those of their 
communities of scholars, researchers and professionals. Prominent 
among such activities are current awareness or alerting services in the 
forms of bulletins, abstracts, indexes, literature searching and translations. 

To meet these challenges, the special librarian must ideally have 
the relevant subject background apart from his professional training so 
as to have the necessary familiarity with the literature and command the 
respect and confidence of his highly critical specialist clientele. And 
because tasks in the special library are usually carried out on the basis 
of team involvement in a less hierarchical setting than obtains in other 
types of libraries, the special librarian is expected to be 'versatile, 
adaptable and highly imaginative. Since special libraries now increasingly 
employ the computer technology in their tasks; the need for versatility 
and adaptability is further underscored. 

All this means that for the raw product of the library training 
institutions to fit into a career in speciallibrarianship, he has to be put 
through a variety of formal and informal post-qualification training 
(programmes where he can then acquire relevant professional or subject 
specialization. 

.A. 
• I 
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The NIIA Library 

The Nigerian Institvte of International Affairs was established in December 
1961 as a private non-official and non-political organization by a group 
of influential Nigerians who thought that a newly independent Nigeria 
needed an authoritative body within the country which would 
systematically collate, interpret and disseminate information on 
contemporary world affairs.7 In April 1971 the Institute was established 
as a .corporate body by an Act of government which, however, preserved 
its autonomous status and retained its existing objectives, namely: 

(a) To encourage and facilitate the understanding of international 
affairs and of the circumstances, conditions and attitudes of 
foreign countries and their peoples. 

(b) To provide and maintain means of information upon 
international questions and promote the study and 
investigation of international questions by means of 
conferenc-es, lect.ures and discussions, and by the preparation 
and publication of books, records, or otherwise as may seem 
desirable so as to develop a body of informed opinion on 
world affairs. 

( c) - To establish contacts with other organizations with similar 
objectives. 

The Institute carries out its mandate through a programme 'of research, 
publication, lectures, conferences, round tables, dialogues wjth foreign 
counterparts, and the provision of library and documentation services. 
It also acts generally as a thinktank on foreign and world affairs. 

Not surprisingly one of the first tasks of the Institute's founders was 
the establishment of a research library of the highest standing for the 
institute's purposes. From the Institute's inception, it -was realized that 
the library was central to its raison d'etre as well as the work of its 
researchers. qver the years therefore, the library has been generously 
supported and its human and material resources have grown steadily to 
such a point that it is now- regarded as the major Social Science library 
in Nigeria and a leading source of International Affairs literature in 
Africa. The library is currently being computerized. 

Its collection in the broad field of the Social Sciences with special 
emphasis on International Politics, International Economics, International 

. Law and Organizations, now consists of 57,000 volumes and over i AOO 
- current periodical titles. One of its unique features is its Press Clippings 
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Collection dating back to 1963, drawn mainly, but not exclusively, from 
Nigerian newspapers. This collection, which is the largest of its type in 
Nigeria now consists of over 146,000 clippings, 16,500 pamphlets as 
well as conference papers and other epnemera. The library is a 
depository for the OAU, ECOWAS, ECA, the UN Committee Against 
Apartheid and SIPRI. It is also a national depository for the Treaties and 
Agreements entered into by Nigeria. . 

The Ubrary's user community can be categorized in a series of 
concentric circles. In the innermost core are the Institute's in-house 
researchers and specialists now numbering 15, whose research profiles 
are maintained by the library. Next to them are the 1,300 registered 
members of the Institute drawn from all over the country: The outer 
circle consists of the library's occasional users: civil servants, university 
academic staff and students, members ofthe print and electronic medip, 
the military and the diplomatic community. The average number of 
such occasional users are 700 per annum and the main criterion for 
admitting them for specified periods is that they are other specialists in 
the field of International Relations or have bonafide reasons for desiring 
access to the library's specialized literature. 

The main thrust of the library's activities is information work and 
the interpretation of the collection to the user community through the 
provision of various types of information, bibliographical and 
documentation services. These activities take place in the Press Ubrary 
with its press clippings services, the Readers and Bibliographic Services 
which provides referral services and reading lists, and the Documentation 
Division which compiles and publishes INFOOOC (a current awareness 
bulletin), Nigeria; Bulletin on Foreign Affairs (a documentation service) 
and Index to Nigerian Treaties. The library has also established a 
Bibliographic Series under which it publishes topical bibliographies on 
various themes in international relations. One recent dimension of the 
library's documentation service is its Oral Documentation Project which 
was estpblished in 1980 with the objective of documenting on tape the 
memoirs of select~d retired public officers who played significant roles 
in the formulation or impl~entation of Nigeria's foreign policy. The 
memoirs are preserved in the original taped and transcribed formats. 

The on-going computerization ofthe library is a logical development 
in the library's emphasis of its information activities and the efforts that 
have been made over the years to improve its effectiveness in this 
regard. In the on-going first phase of the programme, the library has 
installed a Local Area Network comprising an IBM PS/2-80 as the server 
and six other IBM PS/2 30-001 as terminals together with other 
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peripherals such as printers (Laser and dot ,matrix) and CD-ROM drives. 
The operating system is IBM 30S 3.3 and the Network operating system 
is NOVEL 386 version 3.1. The library application software is the 
complete llNUB Library System. 

The objective of computerizing is to radically improve the existing 
manual system of storing and retrieving information on the library's 
resources by way of the public catalogues and indexes. As a by-product, 
the library's acquisition and circulation processes and report generation 
are also expected to be computerized. 

The above forms the backdrop against which the activities of the 
library personnel and their training and re-training needs have to be 
viewed. 

Library Staff Profile and Training Needs 

The library of the Nigerian Institute of International Affairs currently has 
ten professional staff (including one computer scienti~t _who is the 
Computer Manager and a history graduate in the Oral Documentation 
Product Office), six paraprofessional staff and some forty clerical and 
subordinate staff. The professional staffhave a minimum of first degrees 
in the Social Sciences and post graduate library qualifications while the 

. para-professional staff have the Diploma in Library Studies of the 
University of lbadan. 

The pattern of deployment ofthe professional and paraprofessional 
staff reflects the library's major preoccupation with information services: 
Six of the professional staff (Le. 75%) are deployed in the Readers and 
Bibliographical Services Division, the Documentation Division and the 
Press Library where their activities include reference work, compilation 
of bibliographies and reading lists, indexing and abstracting, translation 
and documentation services. On the other hand most of the para
professional staff (six out of eight) work in the area of Technical 
Services: Acquisition, Serials and Cataloguing. 

The library's training and re-training needs emerging from the 
above profile include subject specialization, skills in indexing and 
abstracting and la~guage, documentation and editorial skills. More 
recently, with the dec ision to computerize the library, additional training 
and more . daunting needs have emerged · in areas such as basic 
computer literacy, (including hands-on experience) on-line searching 
techniques, word processing, informatics, systems analysis, hardware 
and software selection etc. 
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Need for a Staff Training Policy 

As a matter of procedure, it is useful to develop and maintain a written 
staff training policy containing measures for the progressive and 
systematic training of various categories of staff over the years of their 
employment. Such a document is a guide for library staff and it allows 
the library to follow a coherent and well-focused training programme 
from year to year. It is also a useful tool for the institutional bargaining 
that usually. attends the allocation of scarce training funds. It is even 
more valuable when it comes to planning aspects of the programme for 
which foreign technical assistance has to be secured. Since training 
needs are dynamic, it is important that the staff training policy shoutd 
be reviewed from time to time to evalu~te its implementation and to add 
new areas of needs. The policy should also-cover the broad objectives 
of the training programme and identify programme types desired for 
various categories of staff. 

The following training policy was frrst drawn up for the Institute's, 
library in 1979, revised in 1987 and is currently under further revision 
to provide for various levels of training and re-training needs required to 
support our computerization programme. 

NIIA Staff Training Policy 

1. Objectives 

1.1 To provide avenues for continuous self-improvement for all 
categories of library staff. 

1.2 To enable professional library staff to specialize in various areas 
relevant to the needs and activities of a research library in 
International Affairs. 

1.3 To enable graduate library staff without professional qualification 
acquire training in library and information science and 
documentation. 

1 .4 To eOnabl e long -serving library supportive staff acquire training for 
a career as para-professional library staff. 
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1.5 To provide opportunities for senior library staff to acquire needed 
training in management. . 

1.6 To equip various categories of staff with the knowledge and skill 
required for operating a computerized library. 

2. Categories of Training 

2. 1 Post-professional Training 

2.1.1 Internship in other libraries both locally and overseas to acquire 
practical experience in specific library operations. 

2.1:2 Conferences, Courses, Workshops and Seminars in Library and 
Information Science and Documentation. 

2.1.3 Formal courses leading to the award of higher degrees in Library 
.arid Information Science, Documentation, Political Science and 
International Relations etc. 

2.1.4 Management courses for certain categories of senior professional 
. staff . 

. 2.1.5 Language courses. 

2.1.6 Continuing education courses in systems analysis, informatics, 
computer application in libraries and on-line searching techniques. 

2.2 Professional Training 

2.2.1 Formal Courses leading to the award of postgraduate degrees in 
Library and'Information Science and Documentation, for officers 
recruited with only first degrees in a , language or subject area. 

2.3 Para and Non-professional Training 

2.3.1 Internal training for imparting 'basic skills in library procedures. 

2.3.2 Courses and training programmes organized by l~braries, library 
association and other institutions for non-professional staff. 

2.3.3 Formal cou'rses leading to the award of diplomas for para
professional staff. 
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3. Summary of Staff Categories and Recommended- Training 
Programme 

Staff Category 

3.1 Secretarial Staff 

3.2 Library Clerks 

3.3 Senior Library Clerks 

3.4 Library Officers 

3.5 Assistant Librarian 
to 
Senior Librarian 

\ 

3.6 Deputy Director and 
Director of Library and 
Documentation Services 

Training programme 

Usual training at FTC etc. Training 
Computer word processing. 

Int~l and external training 
in Library procedures. 

Short skill improvement courses 
para -professional training. 

Short skill improvement courses. 

Internships, short courses, 
workshops, conferences and 
seminars, language courses, 
higher degree courses leading 
to professional and subject 
spdc ialization. 

Short courses, conferences 
and seminars, management 
courses. 

Review of Implementation Experience 

The basic aim of stafftraining~d re-training programmes is to provide 
avenues for continuous self-impr-o~ment for all categories of ,library 
staff ranging from the Director of Library and other professional staff to 
the various level of supporting staff. Opportunities for such training and 
re-training range from the in-house orientation and training for new 
recruits, professional conferences, seminars and workshops on specific 
issues, to the more formal programmes o~ varying duration in training 
institutions both at home and abroad. Professional staff are sponsored 
to conferences, seminars and workshops offered mainly by the Nigerian 
Library Association arrc? its special interest sections, particularly the 
Cataloguing and Classification Section. The University of Benin Library 
has also been running an annual five-day Library Management Seminar. 
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There is however a shortage of University level continuing education 
courses offering diplomas or certificates. For the para-profes§-ional and 
clerical staff there is a greater emphasis on in-house training aimed at 
imparting basic skills in library procedures supplemented by training 
programmes in library procedures offered by outside bodies such as the 
National Library of Nigeria and University Continuing Education C..~ntres. 

A more specific objective of our training policy is to provide 
opportunities for our professional staff who come to us with their basic 
training in librarianship to specialize in areas relevant to our needs as a 
research library. Such areas include abstracting and indexing techniques, 
bibliographical skills, press library techniques, subject specialization, 
editorial skills and oral history procedures. The implementation of this 
objective calls for staff placements on tailor-made workshops and 
courses which as we have seen above are grossly inadequate. Other 
training strategies include attachments and study visits. We have used 
a mixture of these strategies to achieve part of our objectives. For 
instance our Press Librarians have in the past undergone attachments 
at the libraries of the Swedish Institute of International Affairs, Stockholm 
and the Royal Institute of International Affairs, London. Also relevant 
staff in the Press Library and in the Documentation Division have 
attended workshops and seminars on indexing and abstracting while 
one of our staff in the Readers Services Division whose professional 

. qualification was a Bachelors Degree in Library Science has just 
returned from a period of study leave during which he studied for a 
Masters Degree in International Law. 

One of the difficulties which we, like other special libraries, have 
faced in our staff development effort is the lack of suitable candidates 
who combine certain required subject or language background with the 
library professional qualification. On two occasions we have therefore 
had to resort to recruiting-candidates with first degrees in the required 
subject (International Relations) and language (French) and subsequently 
sponsored them to the University of Ibadan Library School for their 
Masters in Library Science Degree. It is realized that this is a very 
expensive and risky way of achieving this objective but it has worked out 
in our case and the two employees are giving very good returns on our 
investment. 

Because much of the work in our Technical Services, Division is 
performed by our paraprofessional staff, our objective is to recruit into 
this cadre, competent, experienced and long serving members of our 
senior clerical staff after suitable training. Two of such staff have been
sponsored for the Diploma in Library Studies course of the University of 

1--
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Ibadan Library School and the third is currently undergoing the course. 
On their successful completion of the course such staff are eligible for 
promotion to the para-professional cadre of library officer. This particular 
experiment has worked very well as the officers combine the best of the 
in-service training received in our- library with a period of formal 
instruction in theory and practice in the library school to good effect. 

One other identified training need is in the area of management for 
the top echelon of our library staff: Heads of Division, Deputy Director 
and Director of Library. While some training in library management 
forms part of the regular basic Library Science course and we are also 
able to send our staff to the Management Seminars offered by the 
University of Benin library, we have found it useful to patronize the 
services of the Administrative Staff College of Nigeria for the purely 
administrative training wh~ch they offer for senior civil servants. Thus 
both the Deputy Director of Library and the Press Librarian have at 
various times attended that Senior Management Course. The course 
content includes personnel and fmancial management, among others. 

The latest addition to our training objectives and by far our greatest 
challenge, is the equipping of various categories of our staff -with the 
knowledge and skill required for operating a computerized library, 
following the decision to computerize the library. 8 The implementation 
of this objective started with an in-house computer literacy programme 
for all professional and para-professional staff. This was designed to 
impart basic computing knowledge and a limited amount of hands-on 
experience. At the same time, all the typists in the various library 
divisions were taught word-processing to make it possible to deploy 
them to data entry operation work if necessary. A variety of other 
training approaches are also being employed in this drive. The Press 
Librarian had a British Council Fellowship to attend a computer 
application course in Britain and our Computer Manager is, at the time 
of writing this paper about to proceed on a British Council Visitors 
Programme consisting oftr~ining, attachments and visits. Similarly the 
head of our Documentation Division had a six-week programme of 
attachments and visits under the technical assistance programme of the 
Malaysian Government. The Director of Library had himself spent a year 
of sabbatical leave in 1988 with the support of UNDP and Ford 
Foundation Fellowships on a varied programme of Summer Course, 
visits and attachments on library computerization. Furthermore, the 
head of our Readers Services Division is currently spending her sabbatical 
leave at the British Council Library where she is being exposed to the use 
of modern information technology in Readers Services. Other members 
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of staff have in the last three years attended seminars and workshops on 
computer applications locally. There are, however, major gaps in local 
facilities for meeting our requirements of short courses at theuniversity 
level. We are therefore eagerly awaiting the proposed continuing 
education programme of the African Regional Centre for Information 
Science (ARCIS) which has just been established at Ibadan, which we 
nope would offer more varied training opportunities in this area for our 
staff who wish to pursue further the foundation training which tney are 
now receiving. 

Conclusion 

It must be admitted that we have been rather fortunate at the NIIA library 
with the quantity, and to a certain extent, the variety of training 
opportunities which our staff have enjoyed. This has been due in a large 
measure to the positive attitude and commitment of the Institute's 
authorities to training and consequently their willingness to make 
fina ncial provision for the purpose. The Institute has also enjoyed a 
satisfactory level of technical assistance from various aid agencies in 
Nigeria. 

On our part we have tried to establish a strong case for the long
term benefit to be derived from investing in our staff through a sound 
policy of training and re-training, since "skilled personnel are able not 
only to devise appropriate and original solutions to difficult problems but 
also to traih other specialists, thus producing a very valuable multiplier 
effect." S~condly, as we pointed out earlier; such training is a standard 
requirement in special libraries which need to train their new entrants in 
various specialist skills required for their operations. Besides, -opportunities for training· and continuous self- improvement are a vital 
part of the strategy for motivating Staff and-increasing their productivity. 

The greatest problem faced by library administration in designing 
and implementing training, and re-training programmes, however, is 
(unding, since the 'cost of participating in both local and foreign training 
programmes has escalated as a result of the phenomenal increases in 
course fees, as well as transportation and accommodation costs at a 
time when resources available to libraries are diminishing. Also, even 

. tlJough the number of traini.ng programmes in Nigeria has increased in 
- recent years, there are still gaps in areas such as indexing and 

abstractin.g-.! ,editing and informati9S and there ,are not enough of the 
short cours.es/workshops variety involving the use of experts. Part of the 
reason for this is that the library schools in Nigeria have not shown any . 
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appreciable interest in running continuing education and long vacation 
courses. This is largely due to the acute shortage of teaching staff in all 
the existing schools. However, University of Ibadan Library School has 
recently inaugurated a serfes of "training and enrichment programmes. " 
But -they are overstretched and the courses are relatively short and 
expensive. The establishment of ARCIS to which reference has already 
been made would hopefully now increase the number and variety of 
training programmes available locally. 

The problem of funding is an intractable one because of the general 
drop in the level of funding enjoyed by publicly funded institutions. What 
is, however, certain is that once the value of training and re-training is 
accepted, efforts could always be made to draw up and implement a 
programme for the progressive training over time and within available 
resources, of the various categories of library staff. 

Overseas training is now virtually only possible in the context of 
technical assistance programmes. Yet attachments and overseas training 
are still a necessity, particularly in the vital area of information technology. 
Bodies such as the British Council, USIS, UNESCO, IDRC, PADIS and 
a number of fore ign countries have been making very valuable 
contributions in this regard. However, there is a need for wide and 
regv1ar dissemination of information about grants, fellowships and 
assistantships which are available in the area of library and information 
science. Also in order to increase the value offoreign technical assistance, 
more training programmes should be implemented within the region so 
that more people could benefit from such programmes. This approach 
has been adopted by UNESCO and IFLA in the past and is expected to 
feature more in the implementation ofIFLA' s Programme: Advancement 
of Ubrarianship in the Third World, 10 which is expected come on stream 
in 1991 and it is commended to other technical aid and donor agencies. 

Finally, there is a need to take stock generally of the availability, 
standard and efficiency of the facilities for meeting the training and 
retraining needs of various libraries at the national, sub-regional and 
regional levels in Africa. Much of what is now available is ad-hoc and the 
product of inspired amateurs. Given the urgent needs of African 
librarianship in the 90s and beyond, this task should now be undertaken 
by experts. This is a challenge for PADI$' working with regional and 
national training institutions in Africa with the assistance of international 
organizations such as UNESCO and the Africa Section of IFLA. 
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Human Resource Development: 
Zimbabwe's Experience 

S.R. Dupe 

In this paper attention will be focused on human resource development 
in Library and Information, Se'rvices in the Public Sector. The reason for 
selecting this area for analysis is that it is one sector where government 
policy on human resource development in library and information 
services is spelt out. Mention of what other sectors qre doing will , 
however, be made. 

Focus will also be on the post-1980 period. It will be noticed that 
there is a great of emphasis in the paper on the activities of the National 
Library and Documentation Service. The reason is that this is the agency 
which is tasked with the responsibility of developing library and 
information services in the country. 

\ 

The National Library and Documentation 
Service 

The National Library and Documentation Service was established by an 
Act of Parliament, the National Library and Documentation Service Act, 
1985. The purpose ofthe service is to: (in terms of section 4 of the Act) . 

(i) Promote the wlPespread enjoyment in Zimbabwe of . 
publications of an educational, scientific, cultural, recreational 
or sporting value; 

(ii) Ensure , maintain and develop a high standard of library 
facilities; 
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(iii) To operate a documentation facility and an inter-library loan 
facility; and 

(iv) train librarians and to ensure, maintain, co-ordinate and 
develop a high standard of librarianship. 

Training of Library and Information Service 
Personnel in Zimbabwe 

This topic will be looked at within the context of the fourth objective of 
the NLDS as outlined above. 

Before 1980 there was no government policy on the training of 
librarians in the country. All librarians who were trained during the pre-
1980 period either used their own resources, or were sponsored 
privately, or went through a special programme of staff development 
administered by' institutions such as the University of Zimbabwe. 
According to available,statistics of human resource development in this 
sector, by 1980 there were not more than 100 Professionals in Zimbabwe. 

Survey of Manpower Needs in the Field of 
Library and Information Services in Zimbabwe, 
1981/82 / 

The above survey was conducted by a sub-committee of the then 
National Library Advisory Committee with the objective of assessing the 
training needs, and on the basis of the assessment to plan a training 
programme for librarians. In the survey the following data was considered: 

(i) the number of libraries in the ~ountry; 
(ii) the number of existing posts in the libraries; 
(iii) the number of personnel in these posts; 
(iv) the level of training of the personnel; 
(v) the expected expansion of posts by the year 1990. 

The survey's total estimates of librarians needed in the libraries 
surveyed was estimated to be 900 by the year 1 §90. One major 
statistical flaw_in the survey was that it did not give a breakdown of the 
level of personnel in terms of: ProfessionaJs, semi-professionals. etc. It 
did 'not also give any indicat~on_ of areas of specialization that will be 

- / 
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required in the human resource development that ultimately may be 
required in this sector. 

Training Programmes Developed After the 0 

1981/82 Survey 

One of the recommendations made by the NLDS Advisory Committee 
to Government was that there was a need for the establishment of a 
Library School in Zimbabwe. This recommendation was accepted an j 
as a follow-up, the first training school started as, and still is, a 
Department of Library and Information Science in 1985 at Harare 
Polytechnic offering the following courses: a 3-year Diplo,ma in Library 
and Information Science, and a I-year Certificate Course in Library and 
Information Science. The diploma course is a full-time course, but the 
certificate is both full-time and part-time. The entry qualifications for the 
diploma and certificate is 5 G.C .E. '0' levels. The entry qualifications for 
the diploma course have now gone up to 2 GCE 'A' Level since 1988. 
This raising of the entry .qualifications is in line with the trend in most 
tertiary institutions in the country whereby because of the increase in the 
number of applicants with '0' Level certificates, it has become necessary 
to give preference to 'A' Level applicants. 

The first intake into the diploma course had 16 students and of this 
12 successfully completed the course. Subsequent annual intakes 
averaged about 20 students. The courses are monitored and accredited 
by the Further Education Board in the Ministry of Higher EducC;ltion. 

Other Training Programmes 

The other training programme which is not offered in Zimbabwe is the 
graduate-level training. Most of the librarians who have been trained at 
this level have either done their training with the University of South 
Africa (by correspondence) , or have gone to library schools in the USA; 
UK and University of Botswana. Those who have gone to the USA h~ve 
gone under the auspices of the Institute of International Educ ation (liE), 
and those who have trained in the UK and the University of Botswana 
were, and are still, sppnsored by the Overseas Development 
Administration (ODA) whose grants are administered by the British 
Council. In the last 5 years an average of 3 students per year from 
government libraries have been funded under this programme. 
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Job Opportunities for Trained Librarians 

It ha,s been mentioned earlier on that in the survey conducted in 1981/ 
82 it was estimated that about 900 librarians would be required in 
Zimbabwe by 1990. The job market for librarians has, however, been 
characterized by a high turnover of personnel. An average of 10 
librarians leave the service every year. The reasons for the high turnover 
appear to be: 

{ 1 } Poor or low salaries. Some librarians, particularly graduates, 
have left the profession for other greener pastures because 
of poor remuneration. 

{2} Lack of job satisfaction. A number of librarians, particularly 
in government departments have left the profession because 
they find the work too routine and not challenging. 

{3} Lack of career prospects. A number of librarians have found 
no. career prospects in their respective places of employment 
because of the way library posts are graded vis-a-vis other 
posts in government service. 

Government's Response to the High Turnover 
' of Library Staff 

Government has become aware of the high turnover oftrained librarians. 
In response to this it has adopted the principle of equating salary scales 
with other professional posts in government. That is to say, where there 
was a disparity between say, a graduate teacher or graduate social 
worker, and graduate librarian, the disparity has been removed. Secondly, 
the career prospects for librarians in goy.ernment service have . also 
improved through the use of accelerated. advancement within, and 
beyond, a grade after a'stipulated periodrof.service. 

Fmally, in summing this~per it is pertinent to point out that much 
. as there are encouraging trenrls-in the couhtry, particularly in the Public 
Sector, in the remuneration and career prospects for librarians the 
image of the profession still leaves mue-Irto be desired. That old profile 
of a 'book stamper, clerk', etc is still preval~nt among both employers 
and library users. One wonders whether oR~/cahnot quote justifiably 
Shakespeare in Julius Caesar to expla;ih ~tt.l¢ plight of professional 
librarians when Cassius says to Brutus.:' ; " ! ' ~~1l:le fault dear Brutus, is not 
in our stars, that we are underlings, bupft1;;~rselves .. . ' 

~ ..;-

'I '. '. -



What is MIS 

Goal-oriented 
(single purpose) 

Social Systems 
(working in 

groups) 

I Organiz~tions l 
-m~ 

O.M. Mandishona 

Technical Systems 
(Use of knowledge 
and machines) 

Organizations differ as a result oi interactions of 
the factors: 

People 
- Ta-sks 

'kchrlology , 
- Organizational structure 

Environment 



MIS Human Resources Development 

Management ' Technical! 
Professional 

Oral communication 75% 40% 

Reading and writing 20% 26% 

"Real" work 5% 35% 

Total 100% 100% 

Time expenditure in Information Processing 

Top management 80% 

Administration 80-100% 

Production 60% 

--
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". 

effort to satisfy these needs., yr·'" 

Still on the issue of motivatjon and a conducive working environment 
the psychology of the employer towards the employee plays an 
important role in the ultimate performance of the employee. This brings 
us to Douglas McGregor's Theory X and Theory Y fIrst published in 
1957. Each theory is a set of assumption about humah behaviours and 
how we manage human resources depends on which set of assumptions 
we apply. The two theories are asfollows: 

Theory X 

- The typical person dislikes 
work and will avoid it if 
possible. 

- The typical person lacks 
responsibility, has little 
ambition and seeks security 
above all . 

- Most people must be coerced, 
controlled, and threatened 
with punishment to get them 
to work. 

- With these assumptions the 
management role is to coerce 
and control employees. 

Theory Y 

Work is as natural as play or 
rest. 

People are not inherently lazy. 
They have become that way as 
a result of experience. 

People will exercise self
direction and self-control in 
the service of objectives to 
which they are committed. 

People have potential. Under 
proper conditions they learn 
to accept and seek 
responsibility. 
They have imagination, 
ingenuity, and creativity that 
can be applied to work. 

With these assumptions the 
management role is to 
develop the potential in 
employees and help them 
release that potential 
towards common objectives. 
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As library and information workers we owe a great deal to industrial 
psychologists when it comes to human resources management and 
management theory and practice in general. 

This paper would not be complete without looking at our history as 
a profession. We started as librarians. In 1811 the flfst plan to establish 
a public library was published in Brazil. Castelo Branco, the author of 
that plan, stated "the librarian should be an individual of very good 
conduct, capable of reading, writing and counting very well, and it would 
be very desirable if he had some knowledge of languages, principally, 
Latin, French and English" (Halroyd 1977: 13) 

Those were the requirements of the time which may seem to us 
rather rudimentary. In 1952 Dr Alice Bryan had this to say: "Personnel 
in public libraries is inadequately organized and supervised in terms of 
modern, scientific personnel management". 

We have travelled a long way since the above two statements were 
made. We have learnt quite a fot from managers of commerce and 
industry but we still need to learn more and to incorporate management 
techniques in our profession. As information services, it may not be 
possible to find room in our establishments to hire personnel managers. 
What we need is to expose our information executives to general 
management principles. We therefore need to include in the curricula of 
library and information schools strong elements of personnel 
management. It has been suggested that at least 2% of man hours 
should be spent on personnel matters in an information, service. In other 
words 2 full time persons per 100 employees should be devoted to 
personnel management. 

What we have to bear in mind is that we cannot manage information 
resources effectively without first being ableto manage human resources 
effectively. Management of any kind must aim at achieving results 
through people. 

Thank you for your kind attention. 
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Numeric data 
(population, production, accounts) 

Problems 
irregular, delays 

What is MIS 

incorrect definition of problems 
(misconception) 
incomplete coverage 
subjectiveness 
inappropriate analytical techniques 
poor presentation of results 

What can be accessed from eso 

Data from census and surveys 
Regular statistics on employment, education, 
health, tourism, housing etc 
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Cost of living indices 
Inflation rates 
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Access to pl!blic ·utilifies 
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production (Bosiness Tendency S"urvey) 
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Impact of Information Technology. Basis 
of modern powerful computers: 

"von Neumann" logic: 

J.nput 
Data 
(device) 

Memory 

Output 
Data 
(device) 

Data organization 

- sequential (tapes) 
- random/direct (disks) 

CPU 
"' arithmetic 

logic 
data conversion 

1 

I 

- indexed/s~quential (random and 
sequential; large files) 
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Improved Strategies for 
Employment and Human 
'Resources Utilization in the 
Information and Documentation 
Sector 

P.K. Birungi 
c 

In this paper I will attempt to deal with modern personnel manet.gement 
strategies and put them in the social context and relate them to 
information services. I will also try to show that clear organizational 
objectives_help us to get the right people into the right jobs. An attempt 
will also be made to highlight the importance of job analysis, manpower 
planning, selection, placement, performance appraisal and motivation. 
I will also briefly look at past practices in our profession with regard to 
personnel management. 

o The topic before us is of vital importance to us as information 
professionals in many respects. In the first instance we are mainly 
trained to manage information resources, and in the process of training 
and orientation tend to neglect human resources management. Secondly 
the neglect of personnel management and management principles' in 
general tends to reduce our effectiveness as information managers 
because managing anything in modern times demands a sound 
knowledge of scientific management principles, which in most cases 
are barely covered in our professional literature. In preparation for this 
paper.l found I had to turn to literature outside our profession to deal 
adequately with the topic assigned to me. 
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The topic before us contains a number of dynamic terms and has 
a number of implications and assumptions. "Employment" can refer to 
hiring a person in return for wages. In the context of this paper I prefer 
the meaning of the term which deals with putting to use advantageously 
or to apply for a purpose. To borrow a military term, deployment should 
be seen as part of employment. "Improved strategies" implies that 
strategies do exist but that our attention should be focused on improved 
ones. It also implies that this is a dynamic and continuous process of 
looking at past and present practices so that we can chart a course for 
future action and practices. 

Employment and utilization, as will be seen later, imply deliberate 
actions based on scientific management principles and practices. 
These activities, it must be stressed on the outset, should be carried out 
in our context preferably by someone who, in addition to being an 
information specialist, has been introduced to aspects of personnel 
management. 

Again when we talk of employees as "human resources" we regard 
employees as a valuable asset rather than functionaries hired to get a 
job done; no matter how and no matter the circumstances under which 
they function. 

Employment and utilization of workers do not exist in a vacuum. 
Th(ey take place in a social context. In this paper, because of time 
constraints, we shall assume that there are national or organizational 
information policies and objectives, employment policies, training 
policies and suitably trained manpower. ' 

As already stated above and given the above assumptions let us 
illustrate the point that employment takes ,place in social context. In 
1976 the Government of Uganda published Circular Standing Instruction 
No.2 of 1976. This circular revised salaries and conditions of service for 
public servants. The salient feature of this circular for our purpose was 
that for the fIrst time in the public service a cadre of librarians, archivists, 
documentalists and public records personnel was created with a specifIed 
hierarchy ' and qualifications in each fIeld. Hitherto it was common to 
come across advertisements for public service jobs mixing up terms like 
"librarian", "assistant librarian", "library ass-istant" and "librarian 
assistant" as ifthey meant the same thing. The creation of this cadre of 
information workers came after Uganda Library Association had made 
several representations to the government about the confusion. However 
when in 1989, Government of Uganda published Circular Standing 
Instruction No.6 of 1989 on Revised Terms and Conditions of Servfce 
of Uganda Public Service, which among other things established a 
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category of professionals who were to be eligible for special professional 
allowance, information workers were not classified as professionals. We 
now have to fight another battle so that we can have a good social milieu 
in which to attract and employ information workers. 

Employment of personnel is meant to meet specific objectives of 
an organization; be it commercial, industrial or an information service. 
The starting point therefore in considering the employment ana utilization 
of manpower resources is the formulation of a clear statement of the 
objectives and roles of an information service. This done, manpower 
would be recruited and developed to meet the objectives of the 

• • I 

orgamzatIon. 
Having defined the roles and objectives of the organization the next 

step in the employment and utilization of manpower is to decide what 
tasks are to be performed to meet these objectives and roles. This in turn 
calls for job analysis. For each job thiS is a statemertt d'ealing with: 

(a) work activities performed on the job and involves what is to be 
accomplished, how, when and why; 

(b) machines, tools, equipment and other physical aids which 
facilitate the carrying out of the work involved in a particular 
job; 

(c) job-related tangibles (materials, processes, and services 
rendered) and intangibles (knowledge and skills); 

(d) work performance interms of standards or qoality of work 
required; 

(e) job context; embracing working conditions, social and 
organizational context of the job including material and non
material incentives; 

(f) personnel requirements to do with knowledge and skills, 
education and training and individual personal attributes and 
temperament. 

This analysis, Ghiselli and BJ;own (1955: 17) , contend is crucial to 
personnel management: 

"A knowledge of the nature and requirements of jobs is a 
fundamental pre-requisite for an intelligent attach upon all 
personnel proble(!1s in any organization - Unless a 
personnel officer has adequate knowledge of the nature 
and requirements of the job for which he is interviewing an 
applicant, he is not in position to obtain the personal data 
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from him. WithoUt the information concerning the inter
relationship and interchangeability of jobs, it is impossible 
to make satisfactory transfers and promotion of workers". 

Job analysis goes hand in hand with manpower planning. The purpose 
of manpower planning is to ensure that the organization has the right 
number of people, of the right calibre, in the right place, at the right time, 
doing the right things and at the right price to meet the objectives and 
roles of the organization. In turn the above involves: 

(a) knowing such characteristics as recruitment potential, 
education, training, job designations, levels of operation, 
wastage, promotion, career hierarchies, skills, tasks and 
functions; 

(b) knowing manpower needs under changing circumstances 
and technologies and being able to develop necessary activities 
to meet these ne.eds; 

(c) forecasting numbers, types and characteristics of existing 
and future personnel. It must be emphasized that to forecast 
future needs, we need a sound knowledge of existing personnel, 
their potential for meeting future changes and challenges; 

(d) job analysis, recruitment" selection, placement, retention 
appraisal, remuneration, training, development, transfer, 
promotion and retirement; , 

( e) reconc iling the needs and aspirations of the individual with 
those of the organization; 

(f) examining the organization's objectives as they relate to 
future activities, services and technologies so as to generate 
data that can g~ve us an idea of the demand for labour which 
can be related to the internal and external labour supply; 

(g) employment trends analysis/based on the organization's past 
employment patterns over a period of say 5 years, to determine 
likely future trends in each job category. 

Another important strategy has to do with selection policies-. 
Personnel selection has been defined by Blunt and-Popoola (1985:52) 
as: 

"a process whereby the most suitable candidates in terms 
of adjudged job-performance potential. are picked from the 
available pool of applicants. This implies that those selected 
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are deemed more likely to be effective workers than those 
rejected. " 

This process should be followed by placement. This is an effort to 
put individuals with known characteristics in appropriate jobs. 

In effect this means that the personnel manager or the executive 
performing that function matches what he thinks the new employee can 
do with what the job demands. It also means offering career prospects 
to a new employee. 

Sometimes the management function ends with placement and 
this is most unfortunate. Placement can only have meaning if it is 
followed by performance appraisal. This performance appraisal is a 
continuous process of reviewing the individual'so perfbrmance and 
deployment. This assessment helps the personnel executive to: 

(a) assess the employee's potential and provides information on 
which to base training, transfer and promotion; 

(b) improve the perfor!'l1ance of those who are not doing well; 
(c) recognize and reward those who are doing well; 
(d) improve employer/employee relationship and mutual 

understanding and appreciation; 

For this exercise to succeed a number of conditions must obtain: 

(a) clear performance standards based on a thorough job analysis 
must be established; 

(b) the right combination of techniques must be applied; 
(c) above all the manager must be sure the subordinates view the 

appraisal as fair and that it serves a useful purpose to the 
organization and to him as an individual. 

Mention must also be made of other management concepts that would 
!:ontribute towards an effective information services. These are that: 

(a) Management has a constant responsibility towards the workers. 
(b) Staff m'ust operate as a team devoted to a common purpose 

and objectives. 
(c) Stress must be placed not only on the initial selection and 

placement, but also on planning the growth and development 
of the worker. 
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(d) People responsiblefor achieving results have enough authority 
to get the results. 

( e) Those in position of respo·nsibility must recognize the 
importance of human relations and communication. 

With the above strategies in mind, let us now turn our attention to some 
aspects of motivating workers to perform optimally. We have already 
dealt with the process of getting the right worker in the right place and 
developing that employee. We cannot ignore the right working 
environment and the attitude of the employer to the employee that 
contribute to the morale of the worker. Here we are talking about the 
attitude and responsibility of management to the worker. The 
responsibility of personnel management has been defined as to achieve 
maximum contribution from workers and to recognize their rights and 
needs as individual human beings" (Stebbins 1958:9). This is a dual 
responsibility. In the first place it is to secure, retain, utilize and develop 
adequate manpower for carrying out the work. Secondly, it is to assist 
the individual to realize his/her aspirations and capabilities by creating 
a working environment in which these achievements can become a 
reality. Workers cannot be motivated by good salaries alone. A.H. 
Maslow formulated a hierarchy of human needs, the satisfaction of 
which is a motivating factor. The five levels of human needs are: 

1. Basic physiological needs (food, water, sleep etc.) necessary 
for human existence. 

2. Safety and security. 
3. Belonging and social needs. 
4. Esteem and status. 
5. Self-actualization and fulfilment. 

These needs are personal and internal. On the other hand incentives 
given by the employer are external to the employee and are made part 
of the work environment by the employer to encourage the worker to 
realize his needs and enable him to accomplish given tasks effectively. 
As more basic needs are satisfied they cease to motivate the worker as 
he/she seeks to fulfill higher needs, which are more difficult to satisfy 
because they are less tangible. 

While lower needs are largely satisfied through economic rewards, 
higher needs tend to be satisfied through social and psychological 
rewards. In the deployme~t and utilization of human resources it is 
important to keep the needs of the worker in mind and to make every 
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MIS 

A system that converts data into useful information to assist management 
to make timely and effective decisions for planning, directing and 
controlling activities for which they are responsible. 
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Human Resource Development 
and Retention of Trained 
Personnel in the Information and 
Documentation Sector: 
Experienc.es of Sudan 

Cecile Wesley 

Introduction 

The level of development of any society is directly correlated with the 
level of development of its human resources. In an era of st1finking 
resources, it is imperative to increase the effectiveness of available 
resources through creating opportunities for their training, and taking 
measures to retain such resources. 

Human resource development is a joint responsibility between the 
individual and organization, aiming at increasing the effectiveness and 
efficiency of such organization through developing its human resources. 

The Case of Sudan 

Sudan, like other developing countries, did not seriously consider the 
question of manpower development and planning until the seventies. 
The deficiencies in manpower planning could be attributed to two 
things: first , the absence, in all phases of comprehensive planning, of a 
central organ for manpower planning on the national level , and second, 
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the scarcity of statistics and information necessary for manpower 
planning.1 

Documentation and information centres lack clearly set 
programmes for effective training. There are no positions for training 
officers in all libraries and documentation centres in Sudan . Moreover, 
there is no provision for continuing education through local inst~tutions 
offering formal education in the information field or through professional 
association responsible for supervising the profession and the 
professionals. Problems pertaining to the low level of performance and 
low productivity of qualified manpower may be overcome through 
orientation of training towards work productivity and the development 
of work norms and work organization. 

Devising a training programme for staff development, when it 
takes into account the present situation ofthe documentation/information 
centre and what it intends to achieve, could realize the main objective 
of such training, i.e. enabling staff to achieve the development of their 
institution. It is most important that staff realize the importance of 
acquiring new knowledge in order to undertak~ new responsibilities 
effectively, and of transferring knowledge gained to other colleagues. 

Opportunities for training as offered by a variety of international 
and regional organizations up-grade skills in a general way but not 
specifically in the context ofthe needs of a specific institution or trainee. 

-In most cases such training does not match the specific needs of several 
institutions in several countries that participate in those training 'courses. 

In the National Documentation Centre, the most rewarding and 
cost effective training has been conducted in-house by a resource 
person coming from PADIS or IDRC ... etc. Whereas as many as four to 
five staff members are trained in a specific needed area such as CDS/ 
ISIS, searching literature ~n CD-ROM ... etc. 

Training and further education is considered a right which the 
organization owes to its employees and is used by them as an 
opportunity which would facilitate finding a more rewarding position in 
another institution. There is always the risk that the organization loses 
its trained staff. It isvery common in Sudan that as soon as staff obtain 
qualifications, or training or experience that they seek and find a more 

-rewarding position. 

EI-Tahir Mohamed EI-Tahir. "Demographic features of labour force 
and manpower planning in the Sudan." In: Some aspects of manpower 
and development in the Sudan, edited by Mohamed Adham An and 
Abd-Elrahim _ Elrayah. Khartoum, Economic and Social Research 
Council , 1986. p.5.6. 
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Emigration of High-level Manpower 

Sudan 'is one of the two largest exporters of potential labour in the Arab 
region. The emigration of high level manpower was practically non
existent in the Sudan prior to the seventies. In the late seventies the 
emigration curve took a definite sharp forward turn as the percentage 
of emigrant medical doctors was 45.1 %, of engineers and architects 
46.5 %, of surveyors 101.2 % and of university teachers 58.0%2 

The governrr:ent's reaction to this phenomenon emerged in 
October 1976 in the form of a ministerial decision which aimed at 
regulating the outflow. The 93rd decision of the Council of Ministers 
attempted to do this by: (a) making it illegal for government employees 
to leave the country without their employer's consent, and (b) enlisting 
the (financial) co-operation of those governments benefitting from the 
outflow in helping Sudan to produce high level manpower which would 
satisfy its own needs as well as theirs. 

The major reason for concern for the migration of high "level 
manpower is the crucial role they are presumed to play in development. 
The emigration of scarce and skilled manpower-is a drainage of the most 
valuable resource of the country and a setback to development. 
Although the Sudan has less than 3% of its labour force as professional 
and technical workers, it is estimated that 31 % of the emigrants/ belong 
to this occupational group. 

Moreover ;-the emigration of Sudan's highly qualified manpower 
wastes Sudan's investment in its human resources and deprives the 
country of the more educated, the more skilled and the more healthy 
workers. Galaleldin argues that if Sudan is not able to accumulate a 
body of trained and highly skilled people, who will have an impact on 
the economy and on the educational and intellectual infrastructure, the 
ensuing loss cannot be compensated for by any amount of aid from the 
Arab countries.3 

Although no study of the impact of migration on the information 
I sector was made, EI-Tom points out that" ... it appears that there is 
hardly any profession in the country which has not been more or less 

2 

3 

Mohamed el-Awad Galaleldin. Some aspects of Sudanese migration to the oil
producing Arab countries during the 19705. Khartoum, Development Studies 
and Research Centre, 1965. p.22. 
Ibid. pAD. 

\ .,. 



MIS Human Resources Development-

markedly affected by the drain"4. 
A survey of library/information manpower5 was carried out: 

UNESCO and ECA Concern 

UNESCO, together with other UN agencies have been concerned with 
the problem of emigration oftalent commonly referred to as brain drain. 
In pursuance of resolution 1.243 (1970) adopted by the General 
Conference of UNESCO, the director-general presented in 1977 a 
report on the migration of talent, mainly scientists.6 According to the 
report the factors influencing motivation to migrate include: 

net wage levels. 
frustration because of inadequate facilities. 
lack of stimulation of professional colleagues. 
irrelevance of previous studies and training. 
social and political factors, such as reliance on "contacts" to 
obtain posts. 

The report gives also measures already adopted by some countries for 
attracting and retaining their high level manpo)Ver. Some of these 
measures are: 

4 

5 

6 

increased salaries and improve'd working conditions. 
an atmosphere of respect and esteem for scientists. 

M.E.A. EI-Tom. "Sudan: the role of the educational system in the 
migration of high level manpower." In: The Arab brain drain: 
proceedings of a seminar organized by J!1e NaturaL Resources, Science 
and TechnoLogy Division of the United Nations Economic Commission 
for Western Asia. Edited by A.B. Zahlan. London, Ithaca Press, 1981. 
p. 23. ' 
Cecile Wesley. "Ubrary /information manpower survey in the Sudan. 
In: Lutz Huttemann, ed. Ubrarianship and documentation studies: a 
handbook of teaching and Learning materials. v.2. Bonn, German 
Foundation for Intemational1 985 and in response to a question on the 
number of staff who have left the service in the last twelve months, the 
following , response was tabulated: professionals 40 %, para
professionals 13.33 %, clerical 23.33 %, non-library B.A./B.SC. 11 ,_67 
%, others (library attendants, binders) 11.67 %. The high percentage 
of loss of professionals is noted. 

Report by the director-general on the answers of member states 
concerning the anxiety caused them, by \ the migration of talent 
(UNESCO document 17C/35). Paris. Oct. 1972. 
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bringing the educational system more in line with the 
educational needs. 
establishment of weB equipped scientific institutions.7 

Conscious of the central role of human resources as both an object and 
agent of socio-economic development the Second Meeting of the ECA 
Conference of Ministers'8 appealed to member states to: . 

(a) formulate appropriate poliCies and adopt incentive systems 
to stimulate the dev~opment of high quality human resources. 

(b) enhance the productivity of African human resources. 
(c) develop appropriate indicators for continuous surveillance to 

ensure the effectiveness of the aforesaid strategic programmes. 

To combat the drain, ECA and the Intergovernmental Committee for 
Migration had begun a joint project to return willing African manpower 
to the region for which EEC had provided $ 3.3 million. Out of this 
amount $ 134,000 would be used by ECA to identify opportunities in 
African countries for those willing to return. It would be useful to get 
further details on what these projects have achieved. 

Reasons Behind Migration 

To find solutions to retaining staff, it would be beneficial to study the 
.. reasons behind migration. The flight of professional and skilled personnel 

from the public sector to private sector, or to regional and international 
organizations may be attributed to the differential wage-salary level, 
limited opportunities for promotion, and lack of incentives for good 
performance. 
, There is also a temporary kind of migration (not to settle) the main 
objective of which is realizing the biggest material gain. Galaleldin9 

observes that purely economic forces seem to dominate all o~ 
Moreover, a certain obsession with housing also emerges. Indeed, all 

1 Osman Abayazid. "A case study of some UNESCO projects related to 
the Arab brain drain". In: A.B. Zahlan ed. op. elt. p. 117. 

8 E.C.A. Human resources in African development· proceedings of the 
Second Meeting of the ECA Conference of Ministers Responsible for 
Human Resources Planning. Development and Utilization and its 
Subsidiary Organs. Addis Ababa. ECA. 1984. (EJECA/HRP/Mc/64/ 

/ 1/Rev.2). p. 24. 
9 ' Mohamed E1-Awad Galaleldin. op. elt p. 26. 
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Jinancial gains are viewed as a means to one end: building a "decent" 
house on (or before) returning home. 

Yet anot.her serious type of migration is the emigration of talent 
commonly referred to as brain drain. Although the perceived motivation 
for going abroad is financial, many intellectuals do not return, even after 
having accurTiulated sufficient sums of money, because they do not find 
intellectual stimulation in the country.10 EL-Tom further points out that 
individualism, competition and consumerism increasingly become 
essential traits of intellectuals. It is not difficult to predict the reaction of 
those in question when-this right (to more power, wealth and prestige) 
is denied, threatened or when the likelihood of achieving it becomes less 
probable. Indeed there are only three possible reactions: to wage an 
essentially political fight; to submit to the status quo; or, to emigrate." 

Proposals for Minimizing the Outflow of 
Professionals and Skilled Manpower 

1. Issuing economic sanctions law which imposes penalty on illegal 
migration (unauthorized departure, absentees from work, etc.) and 
on those who do not return to their work after completing 
scholarships for studying abroad. 

2. Restricting privileges and incentives which the government gives 
to those working outside the country especially if their migration 
was illegal. 

3. Similar to the scheme known as "land for emigrants" which was 
initiated by the Sudan Government in 1975, a scheme to be known 
as "land for long meritorious service" should be initiated to reward 
those who work productively in public service for twenty years. 

4. A system of rotation may be used whereby as many personnel can 
take turn in working abroad for some limited time. 

5. A system of incentives may be established to encourage the return 
of employees on secondment. 

6. Initiating measures and policy measures for the return of trained 
nationals resident and working abroad. 

10 M.E.A. EI-Tom. op. elt p.4D. 
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Proposed Action for Realizing the Full Potential 
of Professionals and Skilled Manpower and for 
Retaining Them 

1. Provide adequate career development prospects where job 
descriptions would indicate how long an employee will be in one
position, after how many years he/she will be considered for 
promotion or moved to other departments. 

2. Conduct performance appraisal/evaluation, periodically , for 
rewarding the job holder for results achieved. . 

3. Offer adequate salaries, conditions of work and incentive systems, 
providing procedures for their periodic review to ensure that they 
remain equitably comparable with those of other workers having 
equ'ivalent experience and qualifications. 

4. Introduce a more remunerative and flexible structure of job 
promotion. 

5. Establish job classification schemes for librarians and 
documentalists stipulating the ranges and levels of responsibilities, 
the necessary qualifications and salary ranges for each category~ 

6. Utilize staff experiences in a more effective and efficient way, 
providing them with opportunities for creativity and taking initiative. 

7. Secure the growth and total development of both the organization 
and the individual. 

8. Motivate for development through reading and keeping up-to-date 
by encouraging meetings where participants take turn in presenting 
and discussing selected recently published articles. 

9. Provide opportunit ies for continuing education, as well as financial 
and professional encouragem ent to secure as much as possible the 
positive response of staff to continuing education programmes, 
and to the application of what they have learnt. 

10. Provide tra ining opportunities, exchange visits and study tours to 
foster linkages between institutions and programmes. ( 

11. Encourage conducting research and writing articles to jouJnals . 
12. Create awards to honour those who have rendered distinguished 

service to the information profession. 
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National Institutional Machineries 

Obviously, measures for minimizing the outflow of professionals and 
skilled manpower as well as proposals for realizing their full potential 
and for retaining them must depend on national action. Such action 
cannot be implemented without gradually setting up at the national level 
institutional and advisory machineries and bgdies with specific 
responsibilities, appropriate staffing and sound policy on all aspects 
related to the planning, development and utilization of human 
resources\."ll 

On the micro level a unit or task force for human resource 
development should appear in the organization chart of each library, 
documentation and information centre. Such units would liaise with the 
national machinery and would be-r.esP9nsible for studies, planning and 
management of human resources, collecting and preparing learning 
packages in a variety of media and constantly up-grading skills in order 
to enable the work force to respond with flexibility to changes and 
challenges. 

Summary 

Human resource development is a joint responsibility of the individual 
and the organization. Efforts for manpower development must be 
undertaken keeping in view the needs of the organization and what it 
intends to achieve. The realization that the main purpose of acquiring 
new knowledge is to undertake new responsibilities effectively, and that 
knowledge gained is to be transferred to colleagues, is essential. 

Emigration of high .level manpower, a recent phenomenon in 
Sudan, wastes the country's investment in human resources and 
deprives the country of its most valuable resource. Proposals for 
minimizingthe outflow of professionals and skilled manpower are given. 
Such proposals will be ineffective unless national action, implemented 
through setting up national institutional machineries, is taken to provide 
adequate career development prospects, to establish job classification 
schemes, to implement a flexible structure of job promotion and to 
secure the total development of both the individual and the organiz,ation. 

11 E.C.A. op. cit p. 32 
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Preamble 

The importance of information as one of the major tools in research and 
development is increasingly becoming appreciated by planners and 
decision makers in Africa. Some African countries have taken positive 
steps to support the development of information infrastructures capable 
of serving their national needs while others have not bothered to make 
any positive changes. As a result of this phenomenon, Africa on the 
whole has remained poor in information while the industrialized nations 
of the west have made big strides and are very rich with information. In 
the developed world , especially those of Western Europe and North 
America , appropriate technologies have been developed to harness 
information. This was done through invesJing huge substantial funds in 
computers and the development of software. While in the developed 
countries there is an abundance of skilled manpower to handle information 
processes, in Africa, the situation leaves something to be desired. There 
is still a shortage of not only individuals who are capable of generating 
appropriate information in . all sectors but also information workers 
themselves. The main challenges which the African governments are 
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confronted with is to increase their capacities to undertake sound 
employment planning by bringing manpower issues into the main 
stream as an integral part of the overall development planning process. 
Appropriate labour market information is such major issue which must 

- be addressed by African governments. This paper will examirre the role 
of appropriate labour market information in manpower planning with 
special reference to the information sector in Africa. 

Human Resources 

To run a successful information service anywhere, one must invest 
heavily both in the human and material resources. The human factor 
plays a significant role as it is staff who will transform the information 
resources into usable products. For that matter, information services 
usually tend to be labour intensive institutions. Usually the personnel 
that are found in information service units are categorized as follows: 

1. Library /Documentation/Information/ Archives/Assistants 
2. Assistant Librarians/Documentalists/Information Specialist/ 

Archives 
3. Technicians/etc. 
4. Librarian/Documentalists/lnformation Scientists/Archivist 

-The personnel in the above mentioned categories working together 
as a team are responsible for the present and future development of 
information systems and sources in Africa. As such, each category and 
all of them put together ought to be planned, developed and utilised in 
a systematic manner. The following attributes: knowledge, skill, attitude, 
fitness and efficiency of the personnel are very important. A number of 
African countries have taken steps to set up training institutions as a way 
of provicijng the personnel with the right attributes in the sector. Only a 
few countries in Eastern and Southern region have taken steps to set up 
training institutions to produce high level personnel. For example: 

1. E.A.S.L. ---", Uganda 
2. S.I.S.A. - Ethiopia 
3. MOl - Kenya _ , 
4. Botswana Library School-- Botswana 
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Labour Market Information (LMI) 

The term Labour Market Information (LMJ) which is sometimes referred 
to as Employment and Manpower Information (LMI) or Employment 
Market Information denotes the concept of a comprehensive system of 
collecting, analyzing and , disseminating quantitative and qualitative 
information on situations and trends of labour supply and demand and 
on the factors causing imbalances in all economic sectors, occupations 
and areas of a country. 

Labour Market Information (LMI) Programmes in independent 
Africa are of rather recent origin. African countries at independence 
inherited poor and very inadequate statisti<;al systems and their priorities 
in the beginning were obviously for collection of basic data on population, 
agricultural and industrial production, national accounts, import and 
export statistics etc . Labour Market Information did not receive, much 
importance because of low priority and it was accorded limited funds . 
In addition there was not enough awareness about the crucial role it 
plays in manpower planning and development process. It is only after 
it was realized in the late 1960s that development and fuller utilization 
of human resources had to be the cardinal objective and, goal of 
economic development that the importance of Labour Market Information 
began to be appreciated. Although muc,h remains to be done, 
'Commendable efforts have been made in several African countries in 
recent years to build up effective Labour Market Inforrriation Programmes. 
Unfortunately , the adverse economic situation since the-1970s seems 
to have given a setback to these efforts for want of adequate funds. A 
survey of the state of Labour Market Information arrangements in 12 
African countries done by Jobs and Skills Programme for Africa 
(JASPA) in 1983 revealed among other things that considerable 
awareness inlhe ministries oflabour, planning; employers' and workers 
organization had been created in those countries. Steps also had been 
,taken to "set up comprehensive Labour Market Information Programmes. 
The subjects that most countries consider important for LMI are: 
Population, Labour Force, Employment Status, Working Time, Training, 

\ Education, Migration, Job Vacancies, Job Creation, Wages, Prices, 
,Production Statistics and Labour Market Organisations. The main 
sources of LMI in the countries covered by the survey are: Pqpulation 
and Housing censuses, Labour Force Surveys. Surveys of Education 
and "Fraining Facilities, Employment Exch~nge Records. Establishment 
Surveys. Industrial froduction Surveys. Migration Department's Records. 
Collective Agreements. C¢nsuses. Price Surveys, various administrative 
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records, bank reports, records of employers' and workers organization. / 
An assessment of the progress made by Ethiopia, Kenya, Somalia and 
Zimbabwe in the field of l..MI was carried out in 1986 and revealed that: 

\ 
I 

The four countries had a need to upgrade further their l..MI 
systems; 
There were still some gaps in their l..MI systems and a need for 
co-ordination of various units concerned with l..Jv1.I to avoid 
duplication and waste of efforts. 

Another assessment of the progress made by Zambia, Tanzania 
and Sudan in the same field revealed almost the same trend as in the 
other four. 

Deficiencies and ,-Constraints in African LMI 
Programmes 

The assessment of the present state of LMI Programmes in Africa shows 
that in no country are these as comprehensive as they ought to be. There 
are several deficiencies and short-comings. The most common of which 
are: 

/ 
In most countries LMI Programmes ate incomplete in coverage 
both with regard to the types of information as well as sectors 
of the economy covered at various levels. 
Data collected by different National Agencies are not 
comparable and hence cause confusion and their utility is 
minimized . 

. Employment Exchanges which are supposed to be the main \ 
provider of Labour Market Information in many African 
countries do not generally provide adequate and reliable 
information because most of them have not developed 
elaborate mechanisms to obtain the required information. 
Information collected under l..MI is not normally made-available 
to users in good time. ( 
The presentation of the information in the form and manner 
in which it is needed by the users or which 'will enable them to 
utilise it for their purpose also leaves much to be desired. 
The information is not -widely disseminatecLf6r example to 
employers, unions etc. It therefore, does not reach those who 
are concerned with it. 
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Very few LMI Programmes provide non statistical information 
to the users of information. Often it is more important to know 
why a labour market is behaving in a particular manner and 
what is likely to be the situation in the near future than to have 
more statistical figures. 
In the organization, development, implementation and 
assessment of LMI programmes, important parties such as 
producers and users are not generally involved. 
There is absence of complementary information and failure to 
use market information. Some employment market 
information can be meaningfully used only if other 
complementary information is available. For example, 
formulation of employment generating policies requires 
information not only on the availability of human resources 
but also on the availability of land, capital, raw materials and 
effects of fiscal and monetary policies. 

The Role Labour Market Information Plays in 
Manpower Planning 

Appropriate Labour Market Information plays a significant and important 
role in employment and manpower planning. It provides the basic data 
and information required in matters of manpower planning. Data is ~ 
critical aspect of manpower planning. Manpower planners depend on 
the quality and reliable data without which the quality of the plans is 
greatly diminished. The assessment of manpower supply situation is 
usually based on data collected from LMI programmes. Comprehensive 
and appropriate LMI should also provide a basis to determine the 
demand for labour. Hence the examination of supply and demand for 
any category of personnel is very much dependent on LMI. The 
objectives of Manpower Planning are primarily two-fold. The first is to 
assess the needs for- skilled human resources within a specific time 
frame with a view to determining to what extent the production of skills 
will satisfy the anticipated demand including possible measures for 
reducing the supply and demand imbalances. The second is to provide 
an analytical framework which in human resources planning will serve 
as a guideline for educational planning and investment allocation to 
education, training and manpower development. Information obtained 
from Key Informant System in Uganda regarding the information sector, 
give an impression that there is no system in place to gather appropriate 
LMI in the sector. Issues such as levels of training, the numbers to be 
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trained at each level, skills to be imparted at different levels, and job 
opportunities -have not beenproperly addressed. . 

Possibly due to lack of appropriate LMI, we have certain tasks and 
jobs that remain undone or vacant because of manpower shortages. 
Collection of appropriate data in the field is very important especially 
when activities in information sector are changing rapidly because of 
new technologies. Information technology demands continuous 
upgrading of skills by information workers. 

Conclusion 

Given that human resource is the prime element in the transformation 
of any raw materials into usable products, sufficient attention must be 
given to that resource. Information workers are very important component 
in the process of information generation, delivery and consumption. 

From the literature consulted, it is evident that there is no adequate 
and reliable data in the Eastern and Southern African region for use in 
the planning processes. As long as no adequate and reliable LMI is 
available, plans on manpower in the sector will continue to be ad hoc 
and haphazard. It is recommended that immediate steps should be 

, _taken by each country in the region to start getting this essential data. 
It would be desirable if the format and elements constituting LMI could 
be agreed upon in the region to facilitate exchange of information. 
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Expe·riences of the University of 
Ghana and GIMPA in the 
Development and Retention of 
Trained Personnel in Information 
and Documentation Sector 

E. Cabutey-Adodoac{ji 

Introduction 

Today the impact of information is so critical and crucial to every socio
economic and technological development. Increasingly, information 
has become the life-blood and vital energy that propels every human 
endeavour to the extent that the human resources that go to make it 
thrive cannot be left to stagnate or go stale. This notion is given further 
dimension by Burch and GrudnitskP who affirm that in modern 
management "Information is a critical resource of organisations, as 
fundamental as energy or machines. It is the indispensable link that ties 
all organisations' components together for better operation and co
ordination for survival in an unfriendly competitive environment". 
Although the ethos of this assert'ion. has direct implications for 

I 

management information systems, its relevance is equally applicable to 
the academic and research environm.~nt such as the university, higher 
.edueational training institutions and all other tertiary levels of\training. -

,I 

Burch and Grudnitski : Management Information Systems (1986) 
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Specifically, in the Documentation and Information environment, 
information is data that have been put into meaningful and useful 
context in order to enhance rapid dissemination to the right user at the 
appropriate place and time. In other words the information needs to be 
communicated through the processes that include identification, 
generation, selecting, collection, organization, conservation, storage, 
retrieval, repackaging and publishing or publicizing. 

In this paper a combination of Library and primary research 
methods will be, followed. An attempt will be made to appraise the 
context of the topic with reference to some selected departments of the 
University of Ghana and GIMPA as a whole. The selection of areas is not 
deliberate but as a result of phenomenal demands that may be appropriate 
to the theme of this workshop. Tl)e term developmental would be used 
to describe those departmental fields that denote development. Indeed, 
one donor foreign country organisation which sponsors book presentation 
programmes classifies developmental subjects to mean social sciences, 
pure and applied sciences including the language of that country.2 
Whatever the rationality behind the use of the term developmental, the 
perception held here is that developmental disciplines should promote 
economic, scientific and technological growth. Consequently selected 
departments such as agriculture, medicine, pure and applied sciences, 
management and social sciences, just to mention a few , will suffice for 
this appraisal. 

Literature Review 

Literature search on Staff Development has not been wanting. JOIln 
Dean3 and E. Y. Amedekey4 have written on the general development 
of the University Library .with some management bias. Recently G.D. 
Asiagold5 and A. A. Alemma6 have written on staff development and 
Library Management in Ghana with reference to the University of Ghana. 

2 

j 

4 

5 

\ 
\ 

Overseas Development Administration (ODA) British Council 
Dean John: The Balme Ubrary, University of Ghana: History, Structure and 
Development: 194~ -1965: Nigerian I.,ibrarles V.3 No.2 p. 79-99 
Amedekey, E.Y: Current problems of University Librarianship in Ghana: 
Ghana Library Journal: V.1 No.2: 1964 p. 36 -41 
Asiagodo, G.D: Staff Development for the professional staff of a University: 
The Case of the Balme Ubrary Ghana Library Journal:V. 1 No.2: 1964 p. 36-
41 
Alemma, A.A: Management of Ubraries in Ghana: Concepts, Practices and 
Constraints ASUB Proceedings 41 (6) 1989 p. 217-223 
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But none has specifically touched on Staff Development in 
Documentation and Information Sector. E. S. Asiedu 7 however, has 
written on the need for an effective management information service 
with special reference to GIMPA Library and Documentation Centre and 
this would thus provide a basis for the appraisal. 

Documentation and Information Model 

AtJhis stage it is pertinent for our understanding to ask this question 
"What is Documentation about". This is so because the University of 
Ghana Library christened Balme after its first principal is essentially 
general academic library, although its functions cut across the traditional 
library practices and, extends into some documentation work such as 
abstracting and indexing. Therefore a revisit to UNISIST plan as 
stipulated in the UNESCO guidelines under the direction of Harold 
Schutz8 in 1975 should give us an indication as to what standards they 
achieved in the practice of Documentation and Information dissemination. 

Essentially, the UNlSlST objective was to stimulate the establishment 
of National Documentation Centres in all developing countries. The 
plan was to establish a qualified and adequately funded national 
structure for scientific research and development. This was to be a 
prerequisite for the evolution of effective scientific library and 
Documentation Network in any country. It further suggested the setting 
of central scientific and technological information agency responsible 
for planning and co ordinating the information resources in order to 
promote world-wide standard in the proposed network. 

From the foregoing objectives, it could be seen that an integrated 
documentation and information systems should synchronize with the 
rate of development of science and economic advancement in the 
country concerned in order to contribute to a clear-cut and concentrated 
management and planning of the country's science, research and 
economy. 

7 Asiedu, E.S: The neeffifor an effective management information service for 
Business and indu~try in Ghana: Greenhill JournaL of Administration V.5 Nos. 
1 & 2: 1985 
UNESCO FlO/DC: Function and Organisation of National Documentation 
Centres in Developing countries. Paris, The UNESCO Press, 1975: p. 13-17 
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Training in Information and Documentation 

The UNISIST further recommended intensive training in documentation 
and information work because documentation and librarianship are two 
different areas that overlap and a Documentalist necessarily needs 
specialized skills. The main aspects of training are as follows:9 

1. Theoretical principles of documentation £, Information on an 
international scale. 

2. The role of documentation and information in the development 
of society and the national economy. 

3. Tasks development, function, structure of National 
Documentation and Information Systems. 

4. Methodology for determining information needs. 
5. Methodology for planning. 
6. Methodology for making sources of information accessible 

including the preparation of information media. 
7. Methodology for information arrangement including storage 

£, retrieval of information. 
8 . Methodology of information provision including microfilming 

and electronic data processing. 

The recommendation further suggested that the training should take the 
following forms: 

1. Studies in the science of information and Documentation a-t
the university and college level. 

2. Partial studies in science of information and studies in a 
different field at the university level. 

3. Subsequent training should be in the form of up-,grading 
courses, seminars and research geared at solving management 
problems in information and documentation. 

These training needs have been enumerated in order to find a common 
denominator to evaluate trained personnel as this paper attempts to do. 

9 Ibid 
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{]niversity of Ghana and GIMP A 

Briefly, the University of Ghana was established in 1948 to educate 
scholars of excellence in Arts, Humanities and the Sciences. But after 
Ghana's Independence in 1957, the need was felt to chart a progressive 
line of development for the university. The then University College 
achieved its autonomy from the London University with which it was 
affiliated in 1962. As a 'result, there was a departure from the original 
objective for the University to expand and include courses that would 
promote general economic development and technological advancement 
without necessarily sacrificing the academic excellence with which the 
university was associated. 

In the wake of these developments emerged the developmental 
disciplines at the Faculty of Agriculture with extension farms and 
research stations, the Medical School and allied research centre - the 
Noguchi Memorial Institute for Medical Research Regional Institute for 
Population Studies (RIPS), Institute of Social, Statistical and Economic 
Research (ISSER), Sch()QI of Administration, Faculty of Sciences with 
various specialized research units outside the campus. In fact-the 
Council for Scientific and Industrial Research ('ESIR) although not part 
of the university system is in close collaboration with the Universities of 
Ghana. These developm~ntal disciplines have all began with the 
esta blishment of Ubraries and Documentation 'Centres at an appreciable. 
levels with the Balme Ubrary as the mOther of all libraries in the 
academic environment. 

In many ways the Balme Ubrary like the Ibadan University Ubrary 
holds the major part of the country's literature as noted by C. Aguolu in 
the case of Nigeria. Currently the holdings of Balme is approaching 
340,000 volumes and the periodkal strength which stood at 5,000 has 
been reduced to a ridiculously small number under the "core journals 
concept". 

Around 1984, when all libraries had lost years of periodical 
subscription, the only option was to sacrifice the full academic flavpur 
of enjoying air-round reading in disciplines. All departments were asked 

/ 0 seleet/just core jO\;lrnals that would be functional to-their acadelTiic 
/ work. The rationale was purely a matter of lack of funding from 

government. However, the Medical School, School of Administr dtion 
and ISSER/RIPS managed to hold on to foreign contracts and individual 
arrangements between schools to survive this literature famine. 

With this position, what was the staffIng position like? The period 
1975-.1980 witnessed a steady staffing position. The staff turnover was 
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I I virtually nil. By 1980 when the economic constraints began to show in 
the country, Library and Documentation Centres started witnessing the 
proverbial brain-drain. The Balme Library had its most senior librarians 
with prospects of becoming deputies or head librarians leaving their 
jobs. The staff exchange programme which brought librarians with 
expertise from developed countries collapsed because the programme 
could not be reciprocated. Either the Ghanaian counterparts failed to 
returntopostsorthedevelopedcountrycouldnotsustaintheprogr.amme. 

The Ghana Medical School is the pride of most Ghanaians and its 
products have been accorded very high reputation in medical circles 
and the general public. Having started on a satisfactory note, especially 
with British standards, its Library with the present holdings 9f 25,000 
volumes and subscription to 500 journals has lived up to expectation. 

The Librarian published the first bibliography on Medical Sciences 
in West Africa and satisfied the current awareness services to the 
admiration of the faculty. 

However, the economic hardships of 1983 did not spare the 
Medical School of its share of the problems. Facilities like photocopiers, 
micro film readers and printers broke down without spare parts to repair 
them. Indeed journal subscription dwindled and the doctors in the field 
used other arrangements and personal contacts with their colleagues 
popularly known as the invisible college system to keep abreast with 
professional developments in the medical field. 

At the ISSER/RIPS, library facilities and opportunities abound for 
trained personnel to operate as professionals. In its formative years from 
1974 onwards, the staffing position was satisfactory and had a ratio of 
three professionals to four sub-professionals. It must be noted here that 
the work was highly specialized and indepth indexing and abstracting 
services were provided to the United Nations Economic Commjssion for 
Africa which funded its establishment. For example, the PIDSA 
(Population Information Documentation Systems for Africa) project 
provided the much needed tonic for them to operate at the level of 
professional documentation and information personnel as stipulated in 
the UNISIST standards. There was also enough funding for the institutes 
to engage graduate students and specialists in the field as part-timers 
to help in abstracting. They were initially trained before being assigned 
on the job. Consequently they were able to publish the PIDSA Abstracts. 
Similarly when the Institute was deSignated as the Sub-Regional 
Participation Centre for the POPIN -Africa project, bibliographies and 
abstracts were regularly published to support the work of the parent 
funding organisation and the university community at large. Their 
current awareness was a regular feature of the Institute. 



University of Gl1ana and GIMPA Experience in Pe."el'!'pment and Retention 

GIMPA 

The Ghana Institute of Management and Public Administration (GIMPA) 
was established in 1961 by N.L.C. decree Section 3(5). The main 
objects are the following: 

a. To mstitute programmes, and provide-facilities for 

(i) 

(ii) 

the education and training of management in the 
principles and practices of commerce, industry, and 
public administration. 
research into problems of management and 
administration and the exchange of rueas and experiences 
on management and administration. 

b. To provide management consultancy services. 
c. To encourage or sponsor the publication of the results of 

studies or of research into management and administration 
which in the institutes opinions are of academic or practical 
value. 

d. To award diplomas and certificates to persons who successfully 
complete any course of training of the institute. 

e . To assist and co-ordinate the activities of any organizations or 
institutions whose objects are similar to those of the institute. 

Currently, however, new courses like the Chief Executive Programme 
(CEP) and other courses designed to meet the demands of public sector 
management have been mounted. The methodology for training has 
changed, giving way to diagnostic approaches with the aid of multi
media learning equipment especially the video and camera operations 
that allow participants to see themselves and learn through simulation 

' exercises. The Library and Documentation Centre holds this equipment, 
and technicians operating these equipment are part of the library staff. 
In fact the Deputy Librarian has specialized at the Masters degree level 
in multi-media systems for learning. 

The GIMPA Library and Documentation Centre, in many ways, was 
well-conceived and started as a United Nations project to train cadets 
ofthe Civil Service Senior Personnel at the post-graduate and equivalent 
levels. The flrst Librarian was more of a documentalist than a librarian, 
apparently coming from France where documentation aspect of 
information training is emphasized. This is reflected in the Library's~ 
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organization from scratch. Early evidences showed a clear departure 
from traditional library where records in the form of files, papers, reports 
and government publication made up the bulk of library materials. 

E. S. Asiedu' S10 unpublished paper on the growth and development 
of the library gives a vivid picture of the library. He remarks that the 
library is well-equipped with stock holdings at 22,500 volumes excluding 
unbound volumes and periodical subscription to 500 titles. Today, the 
strength of the library lies in public administration, management and 
related fields especially the social sciences. The Documentation-Centre 
was started with a nucleus collection of the Gold Coast Gazette which 
runs back to 1891 .It also contains all government publications emanating 
from the departments and ministries. The centre has also built profiles 
on all State Enterprises organizations (SEOs) and parastatal organizations 
in pamphlet boxes and in addition holds country collections on the 
South-West Nrica Region. It is a depository for the World Bank 
publications, World Health Organization and collects other U.N. Agency 
publications. There is a press cutting index to local Newspapers. This is 
a mission-oriented project to track down all government policy statements 
at the embryonic stage. 

It is a depository for the World Bank publications, World Health 
Organization and collects other U.N. Agency publications. There is a 
press cutting index to local Newspapers. This is a mission-oriented 
project to track down all government policy statements at the embryonic 
stage. 

Experience has shown that military governments have the habit of 
pronouncing important government policy statements to the press 
before they are actually published. 

There is a current awareness service in the form of abstracting 
material from pertinent subject fields and routing of content pages of 
some core journals. Other publication(that match the profile of faculty 
members are readily copied for their attention. Bibliographies are 
compiled when the occasion demands to support training programmes, 
seminars, workshops etc. The Library's holding currently is over 32,000 
volumes and is f~cing accommodation problems. 

Professional staff are of very hi.gh caliber and there is a ratio of three 
professionals to three sub-professionals and other staff. Between 1975 
to date, staff turnover has been minimal which is an indication thaf 
conditions are generally better than other libraries. For further staff 

10 Asiedu, E.S: The growth and development of the GIMPA and Documentation 
Center (Unpublished report 1976) . 
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development, the African Network of Administrative Information(ANAI) 
project provided training in documentation and methodologies for 
completing its worksheets. Earliertraining programmes attended by the 
staff were held in Dakar, Senegal, Tangiers in Morocco and in GIMPA 
itself for the sub-region under the auspices of CAFRAD based in 
Tangiers, Morocco. The 1983 economic hardship in Ghana turned down 
the rather progressive stage for staff retention. The Librarian and some 
sub-professionals resigned from their positions to search for greener 
pastures in Nigeria . 

Staff Development 

The crux of this paper is development and retention of the personnel in 
the documentation and information sector. The UNISIST guidelines 
stipulated are a necessary guidance. However, on the managerial scene 
A. A. Alemma 11 notes that the objective of training schemes should 
include the strengthening of the individual's professional competence, . 
broadening his outlook beyond his area of specialization, and improving 
his analytical mind. Piper12 also buttresses this idea that staff development 
is systematic attempt to harmonize the individual's interests and wishes, 
his carefully assessed requirement for furthering his career and the 
forthcoming requirements ofthe organization within which he is expected 
to work. Anothe~reatise on Investment in human capital by an 
American Economist T. W. Schultz,13 affirms that such an investment 
should generate greater interest in staff development in the working 
environment. He says, inter alia, that staff development involves an 
improvement in the quality of the labour force through education and 
training for the benefit of the organization. In this respect, training and 
re-training should be oriented towards organizational objectives so that 
the organization as well as the individual would derive maximum 
benefit. With this premise, let us have a look at those programmes or 
arrangements that are undertaken by the university and GIMP A to 
achieve some of the goals identified in the staff development concept. 
In the University of Ghana and GIMPA there is staff development which 

11 Alemna, A. A. op. elt P. 222 
12 Piper, D.W: The role of Staff Development Unit: In: Issues of Staff Development: 

a collection of conference papers. 1975. 
13 Schultz , T.W: Investment in Human capital In Antwi, I.K. (, Nwali 0: Staff 

developmentofUbrarians: The case oftheAbubakarTafawa Balewa Technical 
University (unpublished research paper) 
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includes prO'grammes such as staff O'rientatiO'n, in-service training, 
faculty and library seminars, prO'fessiO'nal activities, user educatiO'n, 
Sabbatical leave, research and publicatiO'ns have tinges O'f usefulness 
that reflect the ideals prO'posed by Pifper and14 Schultz. IS 

Staff Orientation: This is a designed policy to' train newly recruited staff~ 
HO'wever prO'ficient a new member O'f staff is, he is new to' every 
envirO'nment and it is important that he learns the practices that are 

. peculiar to' that particular library envirO'nment. In fact this leads us intO' 
the cO'ncept O'f cO'rpO'rate culture. The library practices, thO'ugh 
internatiO'nal, have different O'rientatiO'ns. CO'rporate culture is simply 
defined as the ways and means, whether prO'gressive O'r retrO'gressive, 
by which an O'rganizatiO'n functiO'ns. FO'rtunately, in all the university 
departments and GIMPA, staff or-ientatiO'n is an important prO'gramme 
designed fO'r new entrants and cO'nseQ4ently a way O'f develO'ping \ 
persO'nnel already trained in the professiO'n. -

Professional Activities: PrO'fessiO'nal educatiO'nal prO'grammes are 
undertaken by the Ghana Library AssO'ciation thrO'ugh the EducatiO'n 
Sub-CO'mmittee. The GLA nO'rmally identifies certain areas in. which 
prO'fessiO'nal practice needs attentiO'n and nO'rmally prO'fessiO'nals frO'm 
all types O'f libraries and students cO'ngregate to' attend seminars, 
_ wO'rkshO'ps and talks O'rganised under the auspices O'f the GLA. In 
additiO'n, prO'fessiO'nal issues are tackled and it is O'nly thrO'ugh the 
AssO'ciatiO'n that prO'fessiO'nals learn abO'ut internatiO'nal affiliatiO'ns like 
the FlD, lFLA and COMLA. The prO'fessiO'nal interactiO'n is rewarding 

--~nd stimulating t6the prO'fessiO'nals. 

User Education: This is a prO'gramme designed fO'r the users O'f the 
library facilities. But in a · field like DO'cumentatiO'n where literature 
search is indepth, in O'ther wO'rds, synthesizing and repackaging fO'r the 
particular user, user educatiO'n may alsO' help the user to' identify the type 

/ 

of informatiqn they may want like the type O'f abstract whether infO'rmative, 
indicative or analytical. This is a twO'-way apprO'ach which helps the user 
as well as ,the professiO'nal. . 

14 Op. cit 
15 Op. cit 
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In-Service Training _ 

This is a professional task normally designed for trainee professionals 
and sub-professionals with a view to achieving greater productivity. The 
professionals accept teaching responsibilities and prepare elaborate 
manuals with which to teach sub-professionals. In-Service training 
provides the opportunitY for the staff to learn on the job. 

The area of documentation entails a lot of practicals and the 
demands are such that every process must be well understood by staff 
in order to complement the efforts of the professional staff. In all 
'libraries, a time-table is drawn and especially in Balme library, other 
smaller libraries send their personnel to attend such programmes. 
Notably, one professional is appointed as a trainer and he coordinates -;.
the activities of his colleagues in the training programme. 

Faculty Seminar: Significantly, faculty seminars-fall in line with the 
UNISIST guidelines for specialization in other subject fields apart from 
the professional's original studies. Because librarians and documentalists 
are aspiring to be academics, faculty seminars provide the necessary 

_ fora to discuss topical and academic issues. In Balme Ubrary, for 
instance, faculty seminars are a quarterly feature to which the whole 
professional community in and around the University including GlMPA 
staff meet to discuss professional issues. In fact it has~helped young 
profeSSionals tOr share ideas with senior colleagues and those from 
special libraries. Through faculty seminars, most professionals have 
had opportunity to refresh their previous learning at the university. It 

-certainly updates the individual. 

Sabbatical Leave of Absence and Research 

SabbaticaI-leave grant to the library profession is a recent phenomenon 
in the university. Th-e library has been accorded academic status with 
the full implications of "publish or perish". Although Sabbatical leave 
affords the professional to be exposed to techniques other than his own 
and in a developed environment, the opportunities go beyond mere 
exposure by broadening his outlook and sharing experiences with 
probably more experienced experts in the field. The Balme library has 
granted leave of absence to its head librarian. The programme that 
comes closer to Sabbatical though with different implications is the leave 
of absence to work in a sinilar envrormert. A professioncy may getthe desired 
exposure but -not in the kind of atmosphe!:e/ that would promote 

. development because he may have to work to the/rule as normal staff. 
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Research in the development of the professional cannot be 
overstated. For one thing the profession lends itself to research and 
guidance in research methods. John Barclay16 states that "library 
literature is repetitive and qualitatively varied" so that the pursuit is 
sometimes difficult. Barclay 17 again notes that students throughout the 
period largely come from non-scientific backgrounds and this factor 
arguably inhibits their research potential. Another inhibiting factor is 
also the low learning capacities of students from developing countries, 

\ I 

who enroll for higher degrees in librarianship and information science. 
Because they are older, their learning capacities are limited and much 
is not achieved when a student cannot comprehend a concept. 

Information Technology: In Ghana when one talks about information 
technology in library and information environment, it is essentially 
computer literacy although there is more to it. 

Currently some libraries have acquired computer hardwares and 
softwares which are becoming white elephants because they are not in 
use. Most professionals do not have the proficiency to stand in for the 
programmes in order to manipulate the computer to their wishes. Often, 
work gets stuck because nobody understands certain operations of the 
computer. Where there are computer experts joining the staff, they also 
fail to grasp the needs of the library prof~ssion or have egoistic 
tendencies that do not permit them to impart their knowledge to the 
uninitiated. Although the benefits of information technology in 
documentation and information are tremendous, the author cautions for 
a systematic approach to library automation. The author had a positive 
stand that for library automation to be\effective it should be preceded by 
streamlining of manual operations in/ the system so that one knows 
exactly what to expect from the computer. Even when automated, a 
parallel system must run concurrently with the manual system for a 
considerable period until one is satisfied that the cultural shock has been 
eliminated and proficiency has been achieved to enable sfaff cope with 
power failures that are characteristic with developing countries. 

16 Barclay, John: The place of research in the education of Ubrarians.lntemational 
Journal of Information & Ubrary Research: V. 1 No.1 1989: p. 60 

17 Alernna, A.A. Characteristics and careers of past postgraduate Diploma 
students of the Dept. of Ubrary & Archival Studies University of Ghana, Legon: 
1981/82-1987/88 V.9 No. 31990 
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Retention 

The retention of trained professionals depends on factors such as 
motivation, job satisfaction, and personal achievement ofthe individuals. 
Apart from Maslow's law of motivation which, simply put, implies that 
the individual must get shelter, food and clothing to survive; the field of 
documentation and information is rewarding to any indiv1dual who 
desires to know more. According to A.A. Alemma's survey on the 
choice of librarians hip as a career, 76% of the respondents said that they 
came to the profession as a result of opportunities for intellectual 
development and continuing formal education. 

This is an indication that individuals are motivated by the demands 
of the profession and not necessarily financial remunerations. On job 
satisfaction, it is expected that profession.als should feel satisfied that 
they are utilizing their ability. Again, according to A.A. Alemma 18 it does 
,appear most Ghanaians have sustainable job satisfaction and this 
accounts for the low mobility of librarians in Ghana. But it must be noted 
that library establishments are relatively fewer in Ghana as compared 
to Nigeria where large infrastructure demands copious information 
dissemination in management. 

In the University and GIMPA, staff turn-over is relatively low. Apart 
from the 1983 economic hardship period, where it was a question of 
survival, most professionals stayed at their posts. In GIMPA, staff have 
been motivated by opportunities for staff development. Currently the 
professionals have had opportunities to read for Masters programmes 

"-
overseas and had opportunities to attend workshops. both locally and 
overseas on Documentation. The ANAl project based in CAFRAD in 
Tangiers, Morocco have organized several workshops and training 
programmes to which GIMPA have been invited to participate. As noted 
above, GIMPA is the focal point for Ghana to which the nodal libraries 
complete worksheets that are lodged for storage in the database at 
CAFRAD. 

Similarly, the staffturnovet in the Medical School, lSSER/RIPS, the 
School of Administration are relatively low. Admittedly this is so 
because the salaries of the universities are in the highest range in the 
country; coupled with benefits from occasional travel opportunities for 
workshops, seminars etc. Another dimension to this may be a variable 

18 Ibid 
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factor in the sense that the interplay ofgooa opportunity associated with 
universities and the ability to utilise one's intellectual capability to the 
full may be a determining factor. Consequently where facilities for 
professional development andjob satisfaction are limited, professionals 
finding themselves in this kind of dilemma are bound to abandon good 
jobs because they are not exploited to the full. 

Summary 

In this paper attempts have been made to appraise the experiences in 
the development and retention of trained persons in the university of 
Ghana and GIMPA through sampling of some selected departments. 
These departments, as mentioned elsewhere in this paper, have 
developmental tendencies and propensity to achieve economic growth, 
and scientific and technological advancement. The basis forthe appraisal 
has been on the UNISIST model for the establishment of documentation 
centres in the developing world. 

Generally, the selected areas have staff development policies 
designed to re-train and upgrade the proficiency of professional staff in 
order to enhance their productivity and efficiency. Training prospects 
abroad have been very attractive and been the motivating factor fortheir 
retention. In other words, such personnel stay longer on the job to qualify 
for such training programmes. These training programmes, apart from 
"the exposure and broadening of professional outlook , raises the image 
and social status of the professionals. It was also revealed from 
Alemma's19 survey that most professionals have come in to derive the 
benefits of intellectual development which the profession itself promotes. 

Equally important is the prospects for promotion through research 
publications emanating from such staff trainrg programmes. With 
regard to earning capacity, although remunerations are generally low as 
compared to other countries, they are relatively satisfactory under local 
conditions. Job mobiHty within the sector is virtually non-existent 
because most professionals appear to have chosen their areas of 
specialization carefully before entry. 

With regard to job retention, apart from the 1983 economic 
hardship period when staff turnover was abnormally high the period 

::..------
1975-1981 has been moderate. The consequences of 1983 and, 
subsequent years until the launching of Economic Recovery Programme 

19 Ibid 
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(ERP) in 1985 were grave. The general lack of facilities like transport, 
stationery and broken down equipment was very frustrating and reduced 
productivity . The acquisitional capacity for books, periodicals and other 
equipment were affected. Periodical subscriptions ceased because of 
outstanding payments that remained unsettled. 

Conclusion 

The establishment of National Documentation Centre based on the 
UNISIST model has been on the drawing board for sometime. The 
Council for Scientific and Industrial Research (CSIR) although not part 
of tbe ~university system, has been designated as the National Co
ordinating Centre for Documentation of Scientific and Technological 
information and hence the formation of GHASTINET (Ghana National 
Scientific and Technological Information Network). It is noteworthy to 
mention here that PADIS has supported this project and organised a 
workshop in Ghana in April 1990 aimed at re-training and updating the 
professional competence of personnel in documentation and information 
work. 

Currently there is an on-going project for the compilation of a 
Union List of Serials held by the universities, the CSIR and GIMPA. This 
decision is in the right direction to promote the flow of information. 
Alongsidethese developments, the installation oftelex and fax equipment 
in the, universities , CSIR and GIMPA is rapidly improv ing the 
communication system thereby making information flow expedient. 
Another development of equal importance is the improved photo
copier facilities in the-selected areas appraised. These have improved 

\ 
access to and retention of information materials at the appropriate place 

I 

and time. 
From the foregoin,g,it is rewarding to adapt sound management 

practices with strategies for human resource developm ent. It is also 
envisaged that PADIS will play active leadersh ip role as agency for Co
ordinating activities from the focal centres and also monitoring systems 
to ensure that standards of practice are sustained. Above all, the 
networking mLJst have adequate funding to sustain progress in the 
development of -documentation and information sector. 
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M'arginalization of Personnel in 
Information and Documentation 
Sector in Africa 

James M. Nganga 

Introduction 

The problems facing information centres in Africa are so many and 
varied that it is not possible to discuss them comprehensively. These 
problems can, however, be grouped into two major problems namely 
inadequate material and human resources. 

With this -background, one cannot help but thank PADIS for 
organizing this seminar to enable us discuss the strategies for human 
resources development for Information Management in Africa. 

Human Resources 

A major problem associated with human resources stems from !he 
various categories of staff involved in the transfer of information: For 
most decision-makers and for many users, there is a serious lack of 
awareness of the importance of information for the country's development 
process. This has led to low status for librariansahd information workers 
whose salaries are also low. The lack of intereslof potential users results 
in an insufficient utilization of already existing information facilities. It is 
also true -that most employers have not realized the role libraries can 



MIS Human Resources Development 

play in their organizations and consequently where one is established 
the tendency is to employ the lowest cadre of staff to perform the duties 
of the librarian. This is also true in government and research Ubraries 
where one finds that library assistants are employed as heads of those 
libraries. 

Other problems include acute shortage of qualified manpower. 
There is also a lack of co-operation and co-ordination which leads to 
duplication of efforts and prevents development of resource sharing. 
The way of thinking of many information workers is not adapted to 
modern situation. To a large extent information workers are introverts 
which contributes to the low esteem of librarians in most countries. 
Most librarians still believe in static roles. 

Information Personnel 

It is fitting that we identify who the information personnel we are talking 
about are. In industrialized countries it has long been recognized that the 
proportion of the workers engaged in information related activities is 
very large. These consists of the people working in the generation, 
collection, codific,ation, storage, retrieval, manipulation, management, 
dissemination, packaging, evaluation, and marketing information. 

Aiyepuku quoting Porat (1977), notes that information workers 
who would interest us are Information Processors and Knowledge 
Distributors. The information processors include mainly information 
sc ientists while knowledge distributors include (a) educators, (b) public 
information disseminators and (c) communication workers. Sub
category (b) comprised of Ubrarians, archivists, curators and library 
assistants. Thus we can see the information professionals comprise far 
more than Ubrarianship, archival and information science. I have, 
however, assumed that in this meeting our concern is for the librarians, 
archivists and information scientists. 

Marginalization of Information Personnel 

That the status of information workers in Africa is generally low, is not 
debatable. However, one must quickly add that this situation varies 
considerably depending on the type of library in which one works. For 
instance, there is marked differences between librarians working in 
university libraries and those working either in public libraries or 
government libraries. It is also true that within the Eastern and Southern 
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African universities there is a variation between status of university 
libraries. In some universities, the Librarians enjoy academic terms of 
service whereas in others the librarians are even seen to be below the 
administrative staff while in others the salary of the university librarian 
is below the professional scale. 

What has led to this situation? We highlighted a number of reasons 
earlier. The concern we have in this meeting has also been expressed 
by IFLA who are currently undertaking research on the status and image 
of the profession. It is expected the results of this research will be 
presented at the IFLA Conference to be held in Moscow in Augustl991. 
I had the privilege of answering the questionnaire on this research and 
I find the areas chosen for comment represent the major reasons for the 
low status of the information professions. These include: 

(i) the marginal role libraries play in the development of the 
country . 

(ii) users of libraries cannot distinguish the Librarian from other 
employees. 

(iii) the general public has hardly any knowledge of the work 
librarians do. 

(iv) poor quality of service in some libraries. 
(v) Low salaries paid to librarians as compared to equivalent 

levels in other professionals. In Kenya the scheme of service 
for librarians in government is several scales lower than say 
the economists and planners. It is even lower than that of 
archivists. 

(v) generally funding for libraries 
(vi) users of Libraries have low expectations as to the quality of 

the services offered by libraries. 
(vii) more than half the tasks performed in libraries require no 

professional education. 

The professionals themselves have to blame. Most of them are inward 
looking and have created an image of a librarian as a person who is dull , 
quiet and in most cases not willing to meet the readers or find out their 
needs. The professional associations have not helped either. Most of . 
them have created a negative image to development of both the 
profession and general socio-economic development. This is true of a 

I number of professional associations in this region. In Kenya the 
Association of Professional Associations has refused to recognize the 
Kenya Library Association as a professional association. 
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If we are to get out ofthis situation, it seems to me, there are several 
things which must be done. The strategy should be seen as a way of 
impf oving information facilities. It will require many types of action, 
some of which will be long-term objectives while others will be short 
term. 

The main objective of long-term actions is to secure much higher 
financial support for information activities, such requirements of 
learning material, equipment, staff and other requirements. Most 
governments in Africa have now recognized the importance information 
plays in socio-economic development. It is my contention that if the 
information professionals play their cards well, money for future 
developments will be found. The information professionals will need to 
develop strategies to convince the decision-makers that their countr)? 
has a vital interest in acquiring an effic ient information system ahd 
where it is not yet , that such a system should be included in the national 
development plan. 

Inf6rmation users could assist a lot in convincing decision -makers 
about the need to invent informafion systems. But as we have indicated , 
most users do not use their informati9n centres ftilly . Most of them are 
unaware of the value of using information in furthering their jobs or 
professions. Information professionals should undertake user studies 

("; 

and mount user education programmes to ensure users appreciate and 
make maximum use of their information centres. User training should 
start at an early age and continue all through schools and colleges. This 
calls for developm,ent of good school libraries . 

Another long term action should involve the training of high quality 
manpower. Thishas been a major problem in Africa , but with introduction 
of Bachelor and Masters degree programmes in several universities, the 
situation should improve over the next five years. Indeed, the high level 
of library assistants working as librarians has been a major contributing 
factor in the low status we experience. The strategy for the future should 
aim at increasing the number of staff with good first degrees in different 
subjects who would be trained in Masters programmes. Secondly , 
professional courses, should include strong components of management, 
information technology)nformation marketingtechniques, user studies, 
record management, research methodology, among others. The 
professional education sholJld also incorporate a strong component of 
continuous education programmes. PADIS should be able to playa 
major role in this aspect. : 

In the short run, efforts should be concentrated on the improvement 
of existing informa~ion services through resource sharing , production of 
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the national bibliography, improving methods for dissemination of 
information and increasing information repackaging, dissemination 
activities and formation of a strong professional association that embraces 
all facets of information professionals. 
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