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ABSTRACT 

ZHIXIAN YI 

TIIE MANAGHv1ENT OF CIIAN<iE IN Tl Ir: INFORMATION AGE: 
APPROACHES OF ACADEI\tHC LIBRARY DIRFCTORS 

IN TIIE UN ITFD STA l'ES 

lv·IAY 2010 

Rapid changes in information technology affect all areas of acaJcmic libraries. 

from acquisitions to cataloging. research, and online learning. l'o ensure that libraries run 

')monthly and meet the current needs of all students. fonilty. and start-: directors must 

learn to effectively manage constant and evolving change. 

Researchers Bolman and Deal studied numerous business and education directors 

and discovered that they used l<.mr distinct approaches when managing d1ange: structural. 

human resource, political, and symbolic. Structural leaders rely on fom1al rules. while 

human resource leaders strive to satisfy human needs. Political leaders use pmvcr and 

conlliet, while symbolic leaders create rituals and celebrate the future. When supen-ising 

change, leaders and managers used either one (single), two (dual), or three or more 

(multiple) of these approaches. The change was either planned or unexpected. 

Using Bolman and Dcal's research as a guideline, this studv examines how 
~ ~ . J 

academic library directors manage change. The study also examines the factors that may 

influence management approaches: ( 1) demographics (age, gender): (2) human capital 

(education, length of employment): and (3) library characteristics (size. type). 
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An email survey was sent to 1J)10 Jirectors randomly selected from various 

degree-granting colleges anJ universities within the United States: 596 (59°/t>) responded. 

The survey was baseJ on a review of library literature and on Bolman and Deal's change 

management model. l'vlultiple choice questions tr~1ekcJ the directors' experiences \Vith 

change management. the approaches used, and the factors that may have inl1ucnced these 

approaches. When applicable. Jirectors were also encouraged to write their own views 

anJ experiences. This allmved for any '"other" possible categories outside of the Bolman 

and Deal model. 

The collected quantitative and qualitative data were analyzed using descriptive 

statistics ( frequencies, percentages, means. standard deviations) anJ inferential statistics 

( bivariate crosstabulations, chi-square tests. correlations, binary anJ multinomial logistic 

regressions). Multinomial logistic regression was used to determine the relationships 

between a dependent variable with multiple categories and more than two predictors. The 

qualitative data from the open-ended questions were analyzed using content analysis. 

Initially 18 Jircctors, chosen by stratified random sampling, participated in a pilot 

study of the email survey via surveymonkey.com. Following their suggestions and 

comments, revisions \Vere made to the survey before it was applied to the large-scale 

study in a similar manner. 

This study has confim1cd that change is generally managed in academic lihrarics 

from structural. human resource, political, symbolic or multiple perspectives. f\tost 

directors manageJ both planned and unplanned change and used multiple approaches. 

IX 



lhc structural anJ human resource approaches \Ven.~ the most frequently used single 

appro:.H.:hcs, although dual approaclK·s \Vere also common. A correlation and regression 

analysis conlirms that <lemographics, human capital. and library variahlcs play signiticant 

roks in managing change. 

Regression results show that older directors \Vere more likdy to use multiple 

approaches during change management than younger ones. Directors who oversaw more 

subordinates were more likely to use multiple approaches to man~1ge change in 

information technology. an<l lo make change decisions than their counterparts. Those 

\vho worked for an institution offering a higher academic degree \.Vere nrnre likdy than 

their counterparts to use multiple approaches tn plan change. and to resolve conflicts 

during the change process. 

The results allow a better understanding of Jircctors· attitudes, behaviors. and 

approaches to managing change in academic libraries. Directors may use the results lo 

rcllcct on different options of management strategy and balance the weight of these 

influences. [ ,ibrarians may better understand Jiffcrcnt management techniques an<l 

approaches. Hopefully. this study will stimulate more research on the subject. 
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CI £APTER I 

INTRODUCTION 

With the rapid development of both infonnation technology and the global 

economy, and increasingly intense competition for scarce resources, academic libraries 

arc facing external and internal pressures for change. Ready infrmm1tion is now at 

everyone's fingertips: Internet information is so widespread, it has created an increased 

demand for prompt and responsive information service (Warnken 2004): patterns of 

scholarly and publication communication have changed: and many colleges and 

universities now offer long-distance education (Association of Research Libraries l 996). 

As a result. academic libraries are increasingly challenged to meet the demands of faculty 

and students (Parnell 200 l: Malhan 2006). Given this situation, it is important that 

academic library directors identify necessary changes and manage them effectively. 

Bolman and Deal ( l 984, 1991 a) consolidated major schools of organizational 

thought into tour relatively coherent perspectives: structural, human resource, political, 

and symbolic. These four "'frames" characterize difforcnt vantage points l<)r 

understanding managerial action. rhe researchers conducted empirical studies using 

interviews and surveys to conti1111 their modd ( Bolman and Deal 1991 b. 1992). When 

managing change, leaders may use one, two (dual), or three or more (multiple) frames. 



The reframing model was first introduced to the library and infi)rmation science 

licld by I lead and BrO\vn in 1995. Although there has hccn little research using this 

model within the library setting, its value ,vas recognized by other researchers as well. 

l'ravica ( 1999, 174) noted that change within a library setting parallels developments and 

trends that are experienced by other organizations including reorganization of \Vork, 

restructuring, and cultural changes. According to Fyffe and Kobulnicky ( 1999, 33t 

.. successful change management in research libraries and research universities is the 

I result ofl proper framing and resolution of choices.'· 

More than l O years later, howewr. little is known about how directors actually 

manage change and the factors that int1ucnce their approaches to managing change. 

Research Prohlem 

Change is a natural human experience that has been around since the beginning 

of time. ··Throughout our lives, each of us experiences many forms of change: we grow 

physically, from child. to adolescent, to adult: we experience new skills. new ideas. new 

responsibilities. new expectations along this physical path; we make decisions as to \vhat 

type of lifestyle, with its intrinsic moral and value systems~ we will devise or follovv" 

( I lcichhergcr 1974. 205 ). 

While many changes are naturaL inner-directed processes, most change is not 

inner-directed indefinitely. Outside influences. such as parental beliefs and societal 

customs. needs, and expectations. intervene ( Hcichhcrgcr 1974. 205 ). Mass media 
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incrcascs our awareness of what is happening around us an<l influences our actions or 

opinions concerning these changes. In the early 1970s, an era that no\v seems 

technologically antiquated. l Ieichberger ( 1974. 206) noted that •l,Change has become an 

emotionally charged, value-oriented issue which dominates much of human beings' time 

and consideration" ( l lcichberger 1974. 206 ). Today. however. humans arc bombarded 

with technological change that occurs so rapidly, it may be distressing for many. No 

wonder that throughout history. there have always been intrasocial groups promoting 

change and other groups resisting change ( Wallis 1970. l 07). But this tug of ideologies is 

an important part of social change. 

To cope with change, people must first detect change. Rcnsink (2002. 246) 

described the term ··change detection'' as primarily pertaining to ""the visual processes 

involved in first noticing a change," which can be as simple as observing traffic. At first 

the change ··appears unproblematic, but upon closer examination contains subtleties that 

may cause great confusion unless carefully handled'' (Rensink 2002. 24 7). Change 

generally requires a "transfom1ation or modification of something over time:· and thus. 

an action or motion is then required to handle the change (Rensink 2002. 248). Rensink 

(2002, 249) describes the next aspect of change detection as --seeing a change in 

progress·' and then --seeing that something has changed." And finally. it is important to 

distinguish between the change and the difference it has made. 

Rensink's assessment echoes Aristotle's ideas of change documented thousands 

of years ago. In Book Gmmna <?I' the Physics. Aristotle recounted the major role that 
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changi.: plays including the need to trigger action and then assess that action ( Van 

haassen 1970, 11-12). 

/\n academic library director. who readily observes when change is necessary. 

sds effective plans in motion to cope with the change, and understands that change 

affects staff members differently, is apt to successfully manage change. 

This study examines how academic library directors report the way they manage 

large-scale change and why they make related managerial decisions. rhe study also 

attempts to dctenninc any correlating factors that may influence the directors' approaches 

to managing change. 

The infonmllion age has enhanced the nature of change. With the rapid 

development of information technology, such as \vcb biogs, \Vikis, and podcasts, change 

in academic library settings now occurs more quickly and is more unpredictable. As 

Stueart and ivloran (2002, 4) stated, --Not only is the future not what one could imagine it 

to be even five years ago, but the speed of change is increasing in all sectors of society."' 

Stueart' s and Moran's views are echoed by other researchers. /\ccording to 

Nozero and Vaughan (2000. 416) ... The academic librarv of the 21 st centurv is an 
'- ,I ., 

institution facing numerous challenges, both from \Vithin and from \Vithout. Change is 

constant and everywhere:· Pugh (2000. l) adds that -~change in library and infonnation 

services is no\V di ffercnt in nature and greater in extent than ever before:· [ n addition. 

change is --not always amenable to the standard managerial responses·· and may --require 

new \vays of thinking about organizations·· including information scn,ices ( Pugh 2000. 3-



4 ). To achieve positive responses to change. a change leader needs to correctly 

understand the nature of change (Warnken 2004. 324) and how it varies (Cameron and 

Crrcen 2004. 46 ). 

Large-Scale Change: Change occurs on both a small-scale or individual level and 

on a larger scale such as a ·•wide-ranging, • frame-breaking· transfrmnational change'" 

(Osborne and Brown 2005. 90-91 ). Large-scale change. which is addressed in this study, 

is a complex but necessary process to continuously meet the demands of faculty, 

students. and staff Large-scale change simultaneously involves all library departments. 

resources, and services and transforms current resources and services to new or altered 

resources and services. ~Ianaging large-scale change is a complex process because it 

involves various tasks and aftects the library staff. This process requires thorough 

planning in order to take into account all areas of the library that might be affected. 

[t should also be noted that change can be triggered by either internal or external 

forces. ·•Different types of change can provoke different attitudes and different 

behaviors'' (Cameron and Green 2004, 46 ). 

Positive and Negative Influences: Warnken (2004. 324) stated that "Change by its 

nature is disruptive and upsetting. but it is a force that we reckon with constantly." As 

change occurs. •'"it can have either a good or a bad influence on the library'' (Curzon 2005, 

6). Curzon further describes this influence: 

Positive change is anything that will be either immediately or ultimately beneficial 
to the library-for example, the influx of new monies, the approval of building plans. 
or the addition of ne\V librarians. In these situations. most people \Vill see the 
benefit and anticipate change gladly. Negative change. of course, is anything that 
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will be harmful to the library. A 2.5 percent hudgd cut a lire or flood. or other 
structural damage arc all examples of negative change. When change is negative, 
the planning \Viii he not difforcnt. but intensified . .. 

It is important to note that change is often ambiguous, that is. neither clearly 
positive or absolutely negative. f<or example. a new automated system, \Vhich is 
good for libraries, olten has many negative aspects as the staff adjusts to changes. 
Building a new library is good. but the process is frequently traumatic. r:ven adding 
new statI which should be a source of joy, can raise conflicts about which units 
will get the additional positions. A skillful manager looks for the positive in the 
negative. and the negative in the positive ... ( Curzon 2005, 6). 

Large-scale change may include, but is not limited to, information technology, 

resources. services, budgeting. tasks. policy, facility, attitudes. behaviors, values, or 

personnel. Change involves the key elements of planning, decision-making, goal-setting. 

conflict approach. evaluation, and communication. Change management refers to the 

process of identifying the needs for change, planning and implementing the change, and 

evaluating both the proposed change and the results. Evaluation is necessary to reduce 

potential risk and unnecessary costs and to ensure that all goals have been met. 

This study is descriptive and explanatory because it attempts to describe or 

analyze how academic library directors manage change and tries to explain what factors 

influence the approaches they are more likely to use in managing change. This study is 

not prescriptive since it does not try to prescribe \Vhich management approach is best or 

most effective. 

Research Queslions 

In pursuit of the problem statement tvvo important questions emerge: 

1. How do directors of academic libraries report the \Vay they manage change'! 
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' What factors influence their approaches to managing change? 

SignUicance <?lthe Stw(v 

This study is significant for several reasons. First. the results are helpful to 

understand directors~ attitudes. behaviors. and approaches to managing change in 

di ITerent types of academic libraries. Secondly, the study reveals \Vhether some 

approaches to change management are more common than others and \,vhcther there is 

some consistency in change management among library directors. Thirdly. it is useful to 

see how the predictors play an important role in influencing directors~ varying 

approaches to change management. Fourthly~ the results of this study allow directors to 

reflect on their different options. balance the \veight of these influences. and better 

understand which factors are most significant in explaining their approaches. Fifthly, the 

value of knowing how change is being managed lies in providing people with new 

knowledge and enabling people to gain a greater appreciation of directors· approaches 

used, and to manage change better in the future. The value of this study exists in linking 

theory to action using the reframing change model to examine directors' approaches 

used, and confirming that the important change management tools are structural. human 

resource. political. symbolic, dual and multiple approaches. Finally, the results may also 

help librarians better understand different management techniques and approaches. 

Hopefully. this study will stimulate more research on the subject. 
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.-Jsswnptions and Limilctlions 

lnfnrmation for this study was obtained by written responses to an email survey. 

This study made the following assumptions: 

l. The respondents answered the survey questions honestly and accurately. 

2. Academic library directors might use various approaches to managing change 

in different types of libraries. 

This study had the following limitations: 

I. The study \Vas dependent upon the willingness and ability of academic 

library directors to respond accurately to the survey questions. 

' Academic library directors' views about how to manage change (as noted 

in the survey) might be different from the views of independent observers. 

3. Directors' approaches to managing change were given for only one point in 

time. 

4. Data in this study were collected from directors in libraries of doctoral-

granting, master-granting, and baccalaureate-only colleges and universities. 

Accordingly, the results of the study might not be generalized to college and 

university libraries outside this classification. 

5. l'vlisinterprctation of the survey questions and personal bias might result in 

inaccurate responses. 
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Dejinil ions 

Academic library: An academic library is directly affiliated with a college or university 

and addresses the infomrntion needs of faculty, students. and staff It varies in size 

depending on the scope of the academic institution. 

Academic library director: As applied to this study, an academic library director manages 

an academic library afliliated \Vith a college or university and holds a title such as 

director. dean, or university librarian. 

Change ( large-scale): Large-scale change is a complex yet necessary process that enables 

library resources and services to continuously meet the demands of faculty, students. 

and staff. Large-scale change requires extensive planning and transforms cmTent 

library resources and services to new or altered resources and services. Large-scale 

change simultaneously involves the entire library system including all departments, 

resources, and services-information technology, budgeting, tasks, policy, facility, 

and attitudes, behaviors, and values of personnel. 

Change management: ivlanaging change encompasses identifying the need tc.)r change, 

planning and implementing change, and evaluating both the proposed d1ange and the 

results of the change. Evaluation is necessary to reduce any unnecessary risk and cost 

and to determine if the change objectives are met. 

Dual (hvo-frame) approach: This frame involves integration of any t\vo of the Bolman 

and Deal approaches to change management: structural. human resource, political. 

symbolic. or other. 
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Human resource approach: Directors who follow this approach provide training and 

support for staff members who led incompetent, needy, and powerless because of the 

change (Bolman and Deal 1984. 1991a, 1991b. 1992, 1997, 1999, 2003). [n lihra,y 

Trend\·, Jones ( 1989) first reported on staff training and support provided during 

information technology changes. Ten years later. Jones ( 1999) revic\vcd how this 

support helped the staff during these changes. Jones determined that staff training ,,vas 

a continued need. 

]\.ilultiplc-framc approach: This frame integrates any three or more of Bolman and Deal's 

approaches to change management: structural. human resource, political. symbolic, or 

other. 

Political approach: Directors who use the political approach establish arenas to negotiate 

compromises, resolve conflicts, and fonn new coalitions during change (Bolman and 

Deal 1984, l99la, 199lb, 1992, 1997~ 1999,2003). Branin(l996,4)notesthat"The 

Ohio Information Network (Ohio LINK) and the Louisiana Academic Library 

Information Net\tvork Consortium ( LA LINC) provide fascinating case studies of how 

to manage change and complex political processes on a large scale.'' 

Reframing: The ten11 "·re framing" refers to directors who purposely alter their current 

change management approach in some manner. This is also known as ··use of 

multiple lenses'' {Bolman and Deal 1991 a~ xv). 

Structural approach: Directors who use the structural approach realign roles and 

relationships of staff to reduce confusion and unpredictability resulting from change 
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(Bolman and Deal 1984. 1991a. 1991b. 1992. 1997. 1999. 2003). The successful 

reorganization of the entire library system at the University of Minnesota (Bowers et 

al. 1996) and the reorganization of the University of Arizona libraries (Giesccke 

l 994) illustrate the use of this approach. The Association of Research Libraries 

( 1996) cites 34 libraries that realigned staff roles and relationships while specific 

units, such as reference, cataloging, acquisition. interlibrary loan, circulation, and 

reserves, were experiencing change. 

Symbolic approach: Directors vvho use the symbolic approach emphasize rituals. stories. 

and s_ymbols to lessen the feelings of loss. an unavoidable byproduct of change 

(Bolman and Deal 1984. 199 la, 199 I b, 1992. 1997. 1999. 2003 ). The Learning 

Services at Deakin University in Australia experienced successful cultural change 

through the identification of shared staff values ( McKnight 2002 ). 
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CHAPTER II 

REVIEW OF THE LITERATURE 

A comprehensive literature search. \Vhich included computerized bibliographic 

databases and manual searches of books and journals. revealed that many current books 

and articles arc concerned with change and change management. This chapter examines 

the following six areas of change: ( 1) definitions. (2) types of change, (3) re framing 

change model, (4) management of technological change. (5) management of change in 

academic library functions and other areas. and (6) management of change using 

structural, human resource. political_ symbolic. or multiple approaches. 

Definitions 

For the purposes of this study, change and change management are defined as 

given above, under Definitions (pages 9-1 l ). However, there arc many alternative 

definitions of change. According to McKean (2005, 284 ), change is ··the act or instance 

of making or becoming different: the substitution of one thing for another or an alteration 

or modification ... Change is also defined from internal and external environmental 

perspectives as a kind of response or process of an organization to internal and external 

driving forces (Dalziel an<l Schoonover 1988; Prentice 2005). 
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Change management is mainly a process of managing, irnplcmenting, planning, 

and coordinating organizational changes. lt can also he defined from the disciplinary 

perspective. As Worrcn ct al. ( 1999, 277) noted, change management is ··the discipline 

that ensures organizations and employees meet new and existing pcrfom1ance targets 

rapidly and effoctively." I3ecause change can be both positive and negative or disruptive. 

change management comprises both opportunities and risks. 

Researchers also differ on how to assess the effectiveness of change management 

in terms or goal setting, decision-making, planning, evaluating, and resolving conflict. 

For instance, Kirkpatrick ( 1985, xi) focused on decision making and implementation, 

while Fyffe and Kobulnicky (1999. 33) emphasized con-ect framing and strategies. 

Bolman and Deal's (1984, 1991a. 19916, 1992, 1997. 1999, 2003) research, however, 

emphasized a multi-frame approach. Effective change management views change as an 

event. factor, or force in all areas of management in order to attain the anticipated 

objective. meet the need for nc\v resources and services. and evaluate change as the basis 

for future effective changes. This study does not measure the effectiveness of change; 

rather the study focuses on how people report they manage change and the factors that 

are associated with academic library directors' approaches to managing change. 

Types <~/'( 'hange 

J\ review of the literature shows that researchers classify and interpret types of 

change in different ways: incremental and step (Thomas 2001 ); planned and unplanned 
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(Stucart and l\iloran 2002)~ tirst order anJ second order ( Mink l 993, Gilley 2001 ); 

structural. cost cutting. process, and cultural (Luecke 2003 ); or developmental, 

transitional, or transfrmm1tional (Anderson et al. 2001 ). Stuca11's and Moran's types of 

change might be useful because the researchers interpreted them from the vantage point 

of libraries and information centers. The other interpretations are not used in this study. 

Because different types of change may require different managerial approaches. it 

is important to first understand and di ffercntiate the types of change encountered in order 

to build successful managerial strategics (Luecke 2003, 8-9). Similarly. Thomas {200 l, 

25-26) advocated that an effective change process must successfully integrate change that 

occurs both incrementally and by steps. In his users· guide, Thomas describes 

incremental change as slowly occurring over time and eventually moving toward a 

specific outcome. Step change. however, first encompasses a planning stage, fr)llowed by 

all changes being made simultaneously. Incremental change may be more effective in 

different situations because it might avoid unanticipated risks. 

On a variation of Thomas· interpretation, Stueart and Moran (2002, 14-15) 

classified change as planned or unplanned. Planned change. also called proactive or 

incremental. allows full staff involvement resulting in '·renewal or recommitmcnt on the 

part of the organization and the people working on if' (Stueart and Moran 2002, 14-15). 

Lippitt et al. ( 1985, 119) further described planned organizational change as a logical and 

fixed pattern of ··recognizing a problem, gathering data, making a diagnosis, planning a 

change action, and evaluating the results." Unplanned or reactive change takes place 
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amidst uncontrolled pressun:s for change or a mismanaged process (Stucart and iVloran 

2002. 14-15). These types ot\:hange are the foci of this study. 

Change has also been dctined as first order :.md second order (Mink 1993 ). 

Gi llcy et al. ( 200 l. 23) described first-order change as ·•minor improvements and 

adjustments that occur naturally as an organization and its employees grow and develop.'~ 

Second-order or transformational change involves ·'a comprehensive examination of an 

organization· s culture, core processes, vision. mission, values. goals. and strategies" 

(Gilley et al. 200 l, 23 ). Luecke (2003. 8-9) classified organizational change programs as 

structural. cost cutting, process. and cultural. w-hilc structural change encompasses 

mergers or (1cquisitions as management attempts to achieve greater overall pcrfomiance 

(Luecke 2003. 8 ). Process change focuses on how to make processes more reliable. 

and/or less costly. cost-cutting focuses on elimination of nonessentials. and cultural 

change focuses on the human side of the organization (Luecke 2003, 9). 

Ackenrnm Anderson ( 1986) defined the three most prevalent types of organizational 

change as either developmental, transitionaL or transfo1111ational. Developmental change 

represents the improvement of an existing skill or perfonnance standard that does not 

measure up to current or future needs (Anderson ct al. 200 I, 34 ). Transitional change 

replaces a current method of standard with a new one, and transfomrntional change is a 

radical shift from one state to another (Anderson ct al. 2001, 35, 39). These types of 

change might he managed in the academic libraries. 
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Rt}i·wning ( '/wnge .Hodel 

The current literature indicates that there arc five approaches to managing change: 

( I ) upside-down thinking. (2) rational approach. (3) analysis-think-change approach, (4) 

see-fed-change approach, and (5) re framing approach. 

The upside-dO\vn thinking approach advocated by Handy ( 1990) and Peters ( 1987) 

requires radical new methods of administering and approaching work in the midst of 

disor(krly. unpredictable, and never-ending change (Branin 1996. 2). The rational 

approach. or how-to books for managing change, adopted more cautious and practical 

methods ( Branin 1996. 2). The representatives of this approach. Charles Kepner and 

Benjamin Trcgoe ( l 981 ). believed that although \VOrk situations certainly changed, ··the 

basic elements of rational problem solving and decision making remain.'' 

The analysis-think-change and see-feel-change approaches, introduced by Kotter 

and Cohen (2002, 11 ), suggest that ··changing behavior is less a matter of giving people 

analysis to influence their thoughts than it is helping them to see a truth that will 

influence their feelings·' (Cohen 2005, 6). These two approaches imply that efforts for 

cffoctive change management should be logically and emotionally made from the human 

resource pcrspccti vc. 

Head and Brmvn ( 1995, 7) introduced the rcframing approach. \Nhich was first 

established by Bolman and Deal ( 1984. 1991 ). for change management within the library 

setting. The re framing process helps managers make effective decisions \Vhen addressing 

library budget crises. Bolman and Dears reframing approach concerns the change that 
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can be viewed and managed from a variety of frames: structural. human resource. 

politicaL and symbolic in ad<lition to the integration of these four frames for effective 

practice. The reframing model helps change leaders and managers see and understand the 

problems in more comprehensive \.vays: view, diagnose, and manage change events from 

multiple ~mglcs: and implement changes with maximum acceptance. 

Bolman and Dcal's model is chosen because the literature describing empirical 

studies of managing change in academic libraries demonstrates that change is generally 

managed through structuraL human resource. politicaL and symbolic approaches. The 

thinking and practice coincide with Bolman and Dcal"s model. It has also been found that 

there has been no research on the factors that influence academic library director~s 

approaches to managing change. 

The Bolman and Deal model is a comprehensive and useful tool for 

understanding managerial action. Each of the four approaches is a distinct perspective 

with specific identified behaviors and both positive and negative aspects (Bolman and 

DeaL 1984. 255; l 99 lb, 1997. 1999. 2003 ). The value of this model has been recognized 

by many researchers in other fields. Rcframing is a powerful \vay to match change 

management approaches to the speci fie change situation. Reframing can be used to 

clarify a situation, generate options. and evaluate strategies by simply reviewing the 

frames that have been considered or ignored. Secondly, the rcframing model allows the 

researcher to examine approaches being used to manage change and also enhances the 
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understanding of approaches that might be used. Finally, presenting the re framing model 

will enable library directors to look at change management through new lenses. 

This study concentrates on Bolman and Dears ( l 984. 1991 a, 1991 b. 1992. 1997. 

1999. 2003) rcframing change modcL \vhich views change from structural, human 

resource. pol iticaL and symbol perspectives. Bolman and Deal developed their four­

frame moJel by tirst reviewing the literature, and then confim1ed their model through 

empirical studies. 

In their first publication. Alodern Approaches lo U,u/erstanding and Alanaging 

Organizations, Bolman and Deal ( 1984. 288) discussed organizational change and 

al ignmcnt in tem1s of these four approaches ··cotTesponding to a basic organizational 

domain.'' [n 1991, they confirmed the model through their empirical study of higher 

education administrators in the United States and Singapore and the various managerial 

approaches they used (Bolman and Deal 1991 h, I 992). 

The four approaches developed by Bolman and Deal ( 1984, 5) ··are based on 

major schools of organizational research and theory." According to the authors (1984. 4 ). 

the approaches function as: (I) tilters to examine issues in order to test suitability and 

pcnnit others to pass through easily, and ( 2) tools to help people ~-order the \Vo rid and 

<lecide what action to take." 

Bolman and Deal introduced the reframing change model in Re_j,'aming 

Organizations: Artis11y, Choice, and Leadership in 1991 and defined rcframing as ·"the 

use of multiple lenses'' ( Bolman and Deal 1991 a. xv). Each of these four approaches. as 
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detailed below, off~rs a distinct perspective with specific identified behaviors and 

positive and negative aspects. The resultant Bolman and Deal framework was designed as 

a comprehensive tool to understand managerial action. 

In 199 l, Bolman and Deal conducted empirical studies. including interviews and 

surveys, of higher education administrators. American and Singaporean school 

administrators, and international corporate senior managers (Bolman and Deal l 991 b, 

529: l 992). The detailed infom1ation on these empirical studies is presented under 

Reframing Change Model (page 56). They noted that various approaches \vcrc used to 

lead and manage. although gender did not appear to play a role in predicting respondents' 

approaches and effectiveness. The decisions, actions, and strategies of various change 

leaders depended on how change was framed and reframed (Bolman and Deal 1984. 

1991a. 1991b, 1992, 1997. 1999, 2003). 

Structural Approach 

While the literature \Vas limited regarding the structural approach. Bolman and 

Deal ( 1984. l 98) vverc able to ""make a tew brief and impressionistic observations." They 

determined that the structural approach was based on a broader tradition in the (ield of 

organizational research ( Bolman and Deal 1984. 191 ). The literature i<)cuscd on three 

major conceptual strands: 

• Organizational structure 

• r mpact of technology and environment on organizational structure and design 

• Information processing and decision making 
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These three different strands shared the lcJllowing common foundation (Holman 

and Deal 1984. 192 ): 

• Organizations are created and continue to exist in order to achieve common 

--goals set by legitimate authorities" ( Bolman and Deal 1984. 196). 

• Organizational structure and process are determined mainly by the organization's 

goals, technology. and environment. 

• Even though an organization does not always react rationally. it is generally 

governed by ··norms of rationality" and is intended to be rational. 

• Goals, tasks, technology, and structures arc the primary determinants of 

organizational behavior. lfa: needs. capacities. emotions. and self-inkrests of 

individuals or groups are less significant. 

The key limitation of this approach is that "'the frame has largely ignored the 

impact of organizations on people and the question of how to make organizations better 

places for people to live and work'' (Bolman and Deal 1984, 197). 

The structural approach \vas adopted from views. concepts. assumptions. and 

ideas of rational systems theorists who focused on ··organizational goals, roles~ and 

technology" (Bolman and Deal l 984, 2). Theorists Frederick W. Taylor ( l 9 l l) and Henri 

Fayol ( 1919, 1949) developed the scientific management approach. \vhile Geiman 

sociologist Max Weber ( I 947) advocated the bureaucratic model (Bolman and Deal 

1984. 30-3 l). Taylor's ( 191 l) method of scientific management mostly dealt \Vith the 

study of the tasks and the labor division bet\vccn managers and \Vorkcrs. Fayol's (1949) 
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main principles for managers focused on division of labor, authority, and responsibility. 

The major dimensions of Weber's ( l 94 7) model incluJcd labor division. rules, selection 

of personnel. and employment. Bolman and Deal ( 1984) consolidated these elements into 

the structural approach. 

In 2003, Bolman and Deal (44-45) commented on lhc structural frame: 

The assumptions of the structural frame are rellectcJ in CUITent approaches to 

social architecture and organizational design. These assumptions reflect a belief in 
rationality and a faith that the right fonnal arrangements minimize problems and 
maximize performance ... The structural perspective champions a pattern of \Vell­
thought-out roles and relationships. Properly designed. these formal arrangements 
can accommodate both collective goals and individual differences. 

Structural leaders sd directions, value analysis and data, and resolve change 

problems through the creation of new rules or restructuring (Bolman and Deal 199 la, 

1991 b). These leaders recognize that change may result in loss of clarity and stability and 

may also create confusion and chaos. To avoid confusion, it is necessary to communicate, 

realign. and renegotiate fomrnl patterns and policies (Bolman and Deal 2003, 372). 

Human Resource Approach 

'"The human resource literature has generated a substantial body of empirical 

research. It is safe to assert that the research is extensive, varied, and methodologically 

uneven·· (Bolman and Deal 1984, 208). From this literature. Bolman and Deal 

determined that the relationship between the individual and organization, human needs. 

emotions, and abilities arc central to the human resource theory (Bolman and Deal 1984, 

201 ). 
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This approach is based on six related research strands found in the literature (Bolman 

and Deal 1984, 20 l ): 

• The relationship between the organization and the people within it is important. 

• Individuals within organizations arc important. 

• I luman and technical processes \vithin an organization can be improved by using 

specific strategies and technologies. 

• Participation and organizational democracy that deals \Vi th alterations in 

organizational relations. 

• The interdependence between social and technical processes in \.vork settings. 

• Careers and career paths in organizations. 

Bolman and Deal (l 984, 202) dctennined that all the six research strands shared a 

world view that included the following four propositions: 

• Organizations exist ultimately to serve human needs rather than vice versa. 

• Organizations are critically dependent on their ability to make effective use 

of human energies and talents. Therefore~ people have a critical impact on 

organizational processes and outcomes. 

• People arc dependent on organizations lc.)r meaning and satisfaction in their 

lives. 

• If human and organizational needs arc poorly synchronized. the people \Vi II be 

exploited and/or the organization ,viii be ineffective. Conversely, if human and 



organizational nce<ls are well synchronizc<l, both benefit. l lumans are satisfied 

with their participation. an<l the organiz.ation eflcctively achieves its goals. 

The main limitations of this approach arc that human resource theorists sel<lom 

look closely at structural constraints and directly ad<lress the issues of pmver and scarce 

resources (Bolman and Deal 1984, 208). 

Bolman an<l Deal ( 1984, 2) adopted the human resource approach from several 

human resource theorists vvho concentrated on ··the interdependence between people and 

organization." Original concepts for this approach can be found in Abraham Maslow·s 

( l 970) theory of human needs and motivation. Douglas McGrcgor·s ( 1960) Theory X 

and Theory Y. and Chris Argyris' ( 1957. 1964) theory ( Bolman and Deal 1984. 63-75). 

Maslow ( 1970) classified human needs into five fundamental categories: 

physiological; safety; belongi_ngness and love; esteem; and self-actualization, which 

suggest that people are motivated by needs. McGregor's ( 1960) Theory X takes the 

stance that subordinates dislike work and resist change, and managers need to direct and 

control their work. His Theory Y proposes that ··the essential task of management is to 

arrange organizational conditions so that people can achieve their O\Vn goals best by 

directing their efforts toward organizational rewards'' (McGregor 1960, 61 ). Theory Y. 

which takes the opposite stance of the Theory X. implies that subordinates I ike work and 

can direct and control themselves. Argyris ( 1957. 51) proposed that people tend to 

develop ••from the infant tovvard the adult end of each continuum, barring unhealthy 

personality development.'" 



Bo) man and Deal ( 1984) consolidated the key elements of al I of the above 

theories into the human resource approach. They comment on the human resources 

approach ( Bolman and Deal 2003. l l 5 ): 

Is the \Vorkplace really this bleak across the world? Are individuals simply pawns. 
sacrificed to collective purposes and casually cast aside \Vhen no longer needed? 
Is there hope that work can ever fully engage people· s talent and energy? Such 
questions have intensified \vith globalization and the growth in size and power of 
modern institutions. How can people find freedom and dignity in a world 
dominated by economic fluctuations and an emphasis on short-tcm1 results? 
Answers are not easy. They require a sensitive understanding of people and their 
symbiotic rclationshi p vvi th organizations. 

The central idea of this approach is .. the interplay bct\vcen organizations and 

people'' (Bolman and Deal 1984. 64). Human resource leaders value feelings and 

relationships, and they lead through facilitation an<l empowerment ( Bolman and Deal 

1991 a. 1991 b). Change may result in people feeling needy, incompetent and uncertain. 

When change leaders handle this issue~ they need to consider the strategy of providing 

employees with training, participation. involvement. and psychological support (Bolman 

and Deal 1991 a, l 991 b, 1997. 1999. and 2003 ). 

Political Approach 

Related political literature comprised mostly case studies. Bolman and Deal 

( l 984. 217) detennined that scarce resources, power. conflict and coalitions arc central 

to political perspectives. In the 1980s, political literature fell into t\vo main categories 

(Bolman and Deal 1984, 211 ): 
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• An emerging body of research that f<Jcused on political processes in 

organizations 

• A neo-Marxian view that emphasized class stratification and power exercised by 

dites 

This political literature shared four basic assumptions (Bolman and Deal l 984. 21 l ): 

• ~Jany of the most important decisions in nrganizations involve the allocation of 

scarce resources. 

• Organizations arc basically coalitions that comprise a number of individuals and 

groups. 

• Individuals and groups differ in their values. preferences. beliefs, infrmnation. 

and perceptions of reality. Such differences arc enduring and difficult to alter. 

• Organizational goals and decisions emerge from an ongoing process of 

bargaining and negotiation among major ''players'' and reflect the relative pmver 

that each of the players is able to mobilize. 

This approach is limited by the fact that political perspectives ··can focus so 

strongly on politics as to underestimate the significance of both rationality and 

collaboration in organizations, .. overstate the inevitability of conflict, and understate the 

possibilities for effective decisions and meaningful \Vork~· (Bolman and Deal 1984, 216). 

Not surprisingly. political science serves as the foundation for the political 

approach (Bolman and Deal 1991a). Managers using the political approach need to 
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understand and manage povvcr. coalitions. bargaining. and conflict (Bolman and Deal 

1984). Bolman and Deal ( 1984, l 09) summarize the political approach as the following: 

From a structural perspective, organizations are designed to be rational systems. 
The central question is how to design a structure that is appropriate to achieving 
the organizational purposes. The political frame views organizations as "alive 
and screaming" political arenas that house a complex variety of individuals and 
interest groups. 

Political leaders advocate. negotiate. and value realism and pragmatism. They 

lead by networking. negotiating compromises, creating coalitions. and establishing a 

power base ( Bolman and Deal 199 la, 1991 b). It is inevitable. however. that change 

results in conflict between the winners and losers. To avoid conflicts, political leaders 

need to negotiate issues and establish new coalitions (Bolman and Deal 1991 b, 1997, 

1999. 2003). 

As an example of how to negotiate and establish new coalitions. Bolman and Deal 

( 1984, l 09-110) cited Baldridge's 1971 political analysis of the university, in which 

universities were seen as configurations of "social groups with basically different life-

styles and political interests" (Baldridge 1971, 23). Baldridge noted that each social 

group wants to have an impact on organizational decisions. This is accomplished by 

articulating interests, making an effort to translate interests into institutional policy, 

resolving conflicting forces into an accepted policy, and implementing decisions 

( Baldridge 1971 ). 
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Symbolic Approach 

In 1984, "very few extensive empirical investigations'" had used symbolic theories 

( Bolman and Deal 1984, 223 ), and even these scholars probably did ··not view 

themselves as exemplars of a definable symbolic approach" (Bolman and Deal 1984, 

217). However, "there is a body of related approaches that are compatible with the 

following set of premises about organizations" (Bolman and Deal 1984, 217-218): 

• The meaning of an event is more important than what happened during the event. 

• Events and meanings are loosely coupled. The same event may have different 

meanings depending on the interpretive framevvork through which it is vicvved. 

The same meaning can be expressed through a variety of events. 

• Symbols serve three major functions in organizations: ( l) economy- (symbols 

respond to the human need for economy in information processing); (2) 

elaboration-(resolve ambiguity and give meaning to events); and (3) evaluation 

and prophesy--suggcst how to feel and how to evaluate events and activities. 

Symbols provide purpose. faith. and positive myth. 

• Many organizational phenomena that appear dysfunctional when viewed in light 

of their ostensible purposes are logical and predictable in view of their symbolic 

functions. 

• The more ambiguous and uncertain an event or activity. the more it will attract 

symbolic elaboration. evaluation, and prophesy. 
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lhc problems \vith this approach arc that there arc two faces of symbols-­

camoutlagc and distortion versus embodiment and expression of meaning (Bolman and 

Deal 1984, 224). According to Bolman and Deal ( 1984, 224 ), --symbolic views suggest 

... that the · facts· of the social world arc the facts that humans have chosen to construct. 

That view can become a basis for optimism about the possibilities of organizational 

change ... " 

Bolman and Deal adopted ( 1984, 151) the symbolic approach from theorists in a 

,vide range of fields including sociology (March an<l Olsen 1976): political science 

( Edelman 1972): psychology (Freud and Strachcy 1952, Jung and Franz 1964): and 

anthropology (Ortner 1973 ). Freud and Jung relied heavily on symbolic concepts to 

understand human behavior, and anthropologists have traditionally focused on symbols 

and their place in the culture and lives of human beings. 

Symbolism cuts across disciplinary boundaries and creates a lens for vie\ving 

life in collective settings. '--The symbolic frame centers on the concepts of meaning, 

belie( and faith'' (Bolman and Deal 1984, 151 ). 

Change may result in a loss of meaning and purpose (Bolman and Deal 2003). 

Symbolic leaders impart a sense of enthusiasm and commitment. They need to utilize 

myth, ritual. ceremony, stories, and other symbols to provide a shared sense of mission 

and identity and to reduce stress and ambiguity (Bolman and Deal 1991a, 1991 b). A 

valued philosophy is to ""help people let go of old attachments and embrace new ways of 

doing things" (Bolman and Deal 2003. 393 ). 
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l'vlultiple Approaches 

Leaders may also integrate three or more approaches (Bolman and Deal 1984, 

278) when managing change. Bolman and Deal (1984, 4) advocated the multiple 

approach because ··Understanding organizations is nearly impossible when the manager 

is unconsciously wed to a single, narrow perspective:• 

The four frames distinguish the way one views change. Each lens has its strengths 

and weaknesses as a tool for action and as an approach i<)r framing change (Bolman and 

Deal 1984. l 99la). Bolman and Deal asserted that change leaders may integrate all four 

approaches and make ··the sequential application of each frame to the same event or 

issue.·· An ignored approach may very likely be the one that results in failure or success 

of the change (Bolman and Deal 1991 ). 

Bolman and Deal ( 1984, 292) described the following empirical studies by 

others who used or cited the multiple approach. Kotter ( 1982) conducted a longitudinal 

study of senior manager characteristics and found that they used the structural, human 

resource, and political approaches. In search of organizational excellence, Peters and 

Waterman ( l 982) interviewed and observed managers from 62 high-perfr)rming 

corporations. As cited in Bolman and Deal ( 1984, 280), Peters and Watcmian 

summarized the three main features of high-performing corporations as (1) simple fonn 

and lean staft: (2) productivity through people. and (3) hands on or value-driven. These 

three features coincide, respectively, \Vith three Bolman and Deal approaches: structural, 
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human resource, and symbolic ( Bolman and Deal 1984, 280). These two empirical 

studies confirm that people use multiple approaches under the various circumstances. 

Bolman and Deal detcm1ined several common strands during their literature 

review. In both their qualitative and quantitative empirical studies. the frame-related 

issues and actions obtained from participants coincided with and confirmed this schema. 

( l) The organization theory and research strands reviewed by Bolman and Deal 

reflect this kind of schema instead of some other. 

(2) [n the qualitative study, the frame-related issues and actions obtained from 

participants' descriptions of situations in critical incidents coinci<lcd with this kind of 

schema instead of some other. 

(3) Bolman and Deal's empirical studies combining the qualitative and 

quantitative methods confirmed this kind of schema instead of some other. 

The strengths of Bolman and Dears model arc that it is a relatively coherent 

model developed following an extensive literature review and empirical studies. The 

studies combined both qualitative and quantitative methods, \Vhich coincided with the 

literature. While most studies or models focus on only one or t\vo organizations' theory 

and research, Bolman and Deal's ( 1984, xii-xiii) model \Vas extensive and 

comprehensive. Explicit attention was paid "to both the similarities and differences 

between public and private organizations'' (Bolman and Deal 1984, xiii). Previously, the 

bulk of \Vork in organization theory ·•focused almost exclusively on either the private or 

lhe public sector. but not both." (Bolman and Deal 1984. xiii). The Bolman and Deal 

30 



model provides empirically confirmed approach-related managerial action classifications 

for the key clements of planning, approaching contlict. evaluation. and communication 

during the change process. The weaknesses are that Bolman and Deal did not clearly 

de tine change. nor did they address the types of changes. ln addition. they only examined 

how gender influenced leaders· frame use; they did not study other variables such as 

other demographic variable (age). 

Managing Technological ( '/wnge 

Information technology covers broad areas such as telecommunications and 

networking. infomrntion delivery. office systems. expert systems, digitization. speech 

recognition. hardware and soltware. data formats, and database systems ([ngersoll and 

Culshaw 2004, xiii). Evolving infom1ation technology, frequently described in the 

literature. is the driving force for change in academic libraries and leads to c01Tesponding 

changes in resources, services, and administration. 

The literature on technological change can be classified into four main categories: 

( l) opinions on information technology. (2) rapidity of changes and symptomatic techno­

stress, (3) empirical studies, and ( 4) management of technological change. 

The first category, opinions on infon11ation technology. serves as a driving force 

for change in academic libraries. Opinions involve historical developments, changing 

roles. and impacts of information technology (Bryson 1990. Hallman 1990, Prentice 

1990. I [earn 1996. Young and Peters 1996, Riggs 1997, Rubin 1998, Gallacher 2000. 
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Siddiqui. 2003. Ingersoll and Culshaw 2004. Warnken 2004 ). According to Rubin ( 1998, 

58). technological developments produce both positive and negative changes. \vhich 

suggests that information technology changes should be appropriately and effectively 

evaluated and managed. With advances and impacts of new technologies that bring about 

the changes in library collections. services, policies. resources. and staffing, ·•libraries 

tind themselves having to look at their systems and processes in a very different way" 

(Warnken 2004, 322). 

The second category is the rapidity of change in libraries and its symptomatic 

tcchno-strcss exhibited by library employees (Poole and Denny 200 l. 503 ). The 

application of information technology in libraries has spanned several rapid stages. In the 

1950s, IBM worked with libraries to solve circulation control problems. Throughout the 

1950s and 1960s, new information technologies were applied to the workflow and 

services, and in the 1960s, the machine readable cataloging (MARC) standard was 

developed. By the 1970s, library operations and services were greatly influenced by 

automation. In the late 1980s and the l 990s. academic libraries experienced rapid 

changes with the advent of personal computers and CD-ROMs ( Ingersoll and Culshavv 

2004, p. xiv). 

Numerous researchers have conducted empirical studies on the impact of 

infomiation technology on personnel, resources. services, and administration in the 

library workplace (Jones 1989, 1999; Klerk and Euster 1989; Marchant and England 
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1989: Pal mini 1994: Winstead 1994: and Young and Peters 1996 ). These studies are 

briefly described below. 

Jones ( 1989. 449) conducted a survey at three university libraries on support staff 

attitudes toward technological change. The results were exceedingly positive. although 

the collected demographic data were not used in analyzing other variables in this study. 

r en years later, Jones ( 1999) surveyed these libraries using the same 1989 questionnaire 

with minor word changes. The staffs opinions and reactions to technological change 

\Vere still positive. I lowever, the data from the second part of the questionnaire. such as 

personal background. were not fully used to analyze other variables through inferential 

regression techniques. 

Klerk and Euster ( 1989) surveyed 53 library directors regarding their vie\VS on 

technological changes in libraries. The main areas of change cited were the overlapping 

of social and technological services and the changing roles of library staff members. 

Because the inquiry was in the form of a letter to colleagues, it lacked validity and 

reliability. 

The results of Palmini's ( 1994, 119) survey on the effects of computerization on 

Wisconsin academic library support staff indicated that workers \Vere worried about new 

job duties as well as future changes in academic libraries. It takes time to adjust to 

technological changes in libraries, and participative management is the key to better 

adjustment (Marchant and England 1989, 469). However, Winstead ( 1998. 20) frrnnd that 

automation did not cause changes in the hierarchy of the library, and it did not have any 



effect on interpersonal communication. Young and Peters ( l 996) used a survey to 

examine the nature, features, and impact of the emerging electronic text on academic 

libraries. The response rate was very low. however, and the researchers did not perform a 

quantitative analysis of data. 

Finally, Poole and Denny (200 l) addressed how technological changes are 

managed in community college libraries and learning resource centers. The results from 

their limited survey indicated that the staff \Vere positive about technological change. 

Poole and Denny emphasized that in planning and imple1ncnting technical change, 

greater attention should be given to determining who vvould be directly affected by the 

change and vvho would benctit. The researchers noted that the staff should be included in 

making decisions, revising job descriptions, and experimenting \Vith alternative reward 

systems (Poole and Denny 2001, 503 ). 

As library patrons become increasingly dependent on the Internet as a research 

tooL libraries must keep abreast of technology changes (Ingersoll and Cul shaw 2004, 1 ). 

According to Johnson ( 1988. 43-44 ), strategics for technological change should address 

communication. purpose. leadership. incentives, consequences. time, incremental 

implementation. collaboration, Jesign, and training. 

Change resulting from evolving infim11ation technology, one of the external 

forces that drives change in academic libraries, may be managed from different 

perspectives: downsizing and decentralizing, developing employees· new skills, 

decentralizing po\vcr, and redefining the meaning of work in high-technology 
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environments (Bolman and Deal l 99 L 372). Information technology- enabled change 

may be managed theoretically and practically using a variety of change management 

model perspectives (Geyer 2002, 67). It should be noted, however. that CutTent literature 

does not address the factors that affect academic library directors' approaches to 

managing change that is triggered by infrmnation technology. 

Alanaging Change in Academic Lihrw:v Functions and Other Areas 

l\1lost of the I itcrature on change or change management centers on concrete 

academic I ibrary functions, ··Jesired organizational responses to certain environmental 

stimuli," and '·changes in library acquisitions. information services, and technology 

deployment to meet narrowly defined change imperatives" (Stephens and Russell 2004 ). 

This section summarizes research that describes change management within a library 

setting. 

171c literature on change management in acquisitions focuses on the impact of the 

Internet on the selection and ordering processes in academic libraries (Diedrichs 1996, 

Hollis l 998, Siddiqui 2003). In l 996, Dicdrichs noted that the functions of acquisitions 

managers and some acquisitions departments may be expanded to deal with new arenas 

such as ··document delivery, copy cataloging. outsourcing, and contract negotiation'' 

( Diedrichs l 996. 23 7). 

To better understand how the Internet and electronic publishing affected 

acquisitions. Hollis ( l 998) interviewed British acquisitions librarians from six academic 

libraries and from one publisher. At the time, Hollis found that participants did not use 
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the Internet frequently during times of change. Siddiqui (2003. 241) cautioned that to 

effectively manage change. acquisitions managers should improve their leading skills and 

qualities. When acquisitions managers arc given primary responsibility for the change 

process. they should control and implement change according to the proposed model of 

managing change: conceptualization~ department preparation, task force creation. 

planning. management of start: implementation, and evaluation ( Siddiqui 2003. 241 ). 

Kelly and Robbins (1996) discussed the main changes in the future of library 

reference services and the changing roles of rctercnce librarians. They determined that 

consumer analysis. library vvork standardization. and artificial intelligence may have 

some effective applications in reference services. Work by Kelly and Robbins was 

preceded and follO\vcd by several studies describing how to effectively manage change in 

academic lihrary reference services (Odini 1990, Gilles and Zlatos l 999, Rogers and 

Kenney 200 l ). 

Odini (1990. 9) summarized personal experiences and observations into four 

broad categories to consider ,Nhen introducing any aspect or change: psychological. 

communication, motivation, and administrative. Gilles and Zlatos ( 1999) described the 

reorganization of reference services at Washington State University libraries from a 

structural perspective. Changes included the merger of two separate divisional libraries 

and the redefining of roles and duties of the head positions. To maintain updated 

reference services. eight Illinois academic libraries successfully collaborated to offer real­

time, \Veb-based reference services (Rogers and Kenney 200 l ). 
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Changes in university reference services, inclu<ling online services for end-users 

and free Web service, have been grmving since 1991 and focus on reference collections 

and services. As a result ··change in reference is evolutionary'' ( Sowards 2003 ). C1ivcn 

the technology revolution, it is crucial that live online reference services be established 

and maintained to manage change in reference information ( Reiner and Smith 2003 ). 

Albanese (2005) noted that print in academic reference collections is stable, and digital 

service is preferred by stu<lcnts and faculty. 

Zuidema ( 1999) discussed the framework and mechanisms used to recngineer 

technical service processes at the Univ·crsity of Illinois at Chicago during evaluation and 

restructuring. Zuidema found that reengineering helped the staff prepare for technological 

changes, thereby making the library part of the new flexibility (Zuidema 1999, 51 ). In 

this study. the traditional interlibrary loan department was effectively restructured to also 

include information delivery. The department was eventually moved to collection 

development services at the Auraria Library of the University of Colorado at Denver 

(Schafer and Thornton 1999, 25). 

Warnken (2004) reviewed the literature related to technology and change 

management and provided many guidelines on effective implementation of change in 

academic library services. Warnken suggested that academic library resources and 

services should be examined from strategic, functional, and tactical perspectives. He also 

concluded that everything must be taken into consideration in order for change to be 

effective. 
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rvtosenkis (2002) conducted an informal survey on how to deal \vith change in the 

workplace. The survey was limited to specific areas. and the guidelines formulated for 

coping with change were based on personal experiences of management and human 

resource consultants. The report mentions the inkrview method used, but there are no 

explanations about the study procedure. 

Molaudi and Toit (2003) studied the extent to which change was being managed 

in academic services through a mail survey in South Africa. The researchers discussed 

types of change and change processes in addition to factors at the organizational level 

that are measured and observed in the planned change: size, performance. structure. 

policies, procedures. culture. and management style. The researchers found that 

communication is the most effective tool to use in managing change. In addition, it is 

very important for the heads of information services to develop the right vision to guide 

and direct all activities during the change progress. However. the survey sample size used 

in this study was very small, thereby affecting the study ' s validity and reliability. 

Demographic data was not collected, and it is not known vvhcthcr this affected the study 

results. 

Harer (200 l) conducted a Delphi study to examine quality pcrfomrnnce of 

academic libraries and to predict the change trends in services and programs. Not 

suqxisingly, Harer determined that the Internet \Vas the most significant driving force for 

change in academic libraries. 
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Related literature explores the changing roles of professional and paraprofessional 

staff in libraries (Johnson 1996; Simmons-Welburn 2000: Wilson 2003: Auster and 

Taylor 2004 ). some of which are described below. Changing roles can he effectively 

managed by first identifying the change and then communicating the nature and details of 

the change (Johnson 1996, 97). Using content analysis. Wilson (2003) surveyed and 

interviewed library staff regarding their changing roles in their work. Although the 

sample size was small, Wilson (2003, 81) noted the extent and breadth of change. 

Simmons-Welburn (2000, 11) found that newly designed or redesigned positions arc 

effective ways to manage the changing roles of librarians and other professionals. 

Managing downsizing is regarded as a subset of the more general problem of 

managing change (Auster and Taylor 2004, 14 ). Auster and Taylor surveyed academic 

librarians, received 1154 responses, and presented a comprehensive study of downsizing 

and how Canadian academic libraries adapted to change (Gold 2005). The tindings of 

Burgin's ( 1997) survey of 45 academic and 74 public library directors concluded that 

academic libraries were more likely to experience downsizing than public libraries (32% 

vs. 24c¼>). However, the inequality of the number of directors within the two groups may 

account for this limitation. It is not knmvn what factors influence directors' approaches to 

managing change. 
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Alanaging Change through 5,'/ruclural. Human Resource. Political, 

,\vmholic. or Aiultiple, lpproaches 

Rapidly changing infommtion technology has brought great transformations to all 

aspects of management in academic libraries during the past two decades. While some 

people may thrive on change, others may resist change, thereby creating more conflict 

(Evans et al. 2000, 116 ). Ingersol and Culshaw (2004, l) caution that ·•libraries in the 

twenty-first century need to balance the strong external forces of change with the 

resistance to change:' Consequently. effective change management requires analyzing 

the causes of conflict and correctly using strategies and techniques to handle conflict 

(Edwards and Walton 2000). 

Comparing the four different approaches to managing change, Bolman and Deal 

(2003, 193) briefly summarized how the different leaders would respond in a similar 

situation. Suppose a group of graduate students want their university to become more 

democratic and responsive, but the faculty insist on tightening controls and standards. 

The structural leader will focus on finding the right solution based on sound analysis or 

better outcomes. The human resource leader will look at the needs and perspectives of 

each group, encourage productive dialogue. and try to find a mutually satisfactory 

solution. The political leader is more likely to view divergent interests as an enduring fact 

of life and be less optimistic about distinguishing better from worse solutions (Bolman 

and Deal 2003, 193). While Bolman and Deal do not address the symbolic leader in this 

scenario, we can surmise that the symbolic leader would create rituals to develop or 
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restate the university's vision and also discuss the university's identity, culture, or 

symbols so as to lessen the differences presented by both sides (Bolman and Deal 1991 b. 

515). 

As mentioned previously, the literature describing empirical studies of the four 

approaches used vvithin academic libraries is scarce and otkn outdated. Examples of each 

approach are described below. 

Structural Approach 

In l 996, the Association of Research Libra1ies conducted an empirical study and 

surveyed 53 of the 108 research libraries in the United States. Seventeen of the 

responding libraries had either completed library-wide reorganization within the past 3 to 

5 years or were currently engaged in reqrganization. Thirty-four libraries had reorganized 

specific units such as reference, cataloging, acquisition. interlibrary loan, circulation, and 

reserves. Information technology and declining resources were the key factors that drove 

the organizational changes, many of which were managed using the stmctural approach. 

The reallocation of personnel, funds. and resources were the main actions taken as a 

result of effective restructuring. 

Documented empirical studies of the structural approach used to manage change 

date back to the 1990s (Stanley and Branche-Brown 1995. 424: BO\vers et al. l 996: 

Duchin 1997, 141; Kingsley l 997, 145; Harris and Marshall 1998). These studies 

described how organizational goals were met when authorities managed change and 
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resolved conflicts within technical services divisions, functional organizational structures, 

and even entire academic library systems. Many of these studies, however, can be 

critiqued for some weaknesses. 

In 1995, Stanley and Branche-Brown described the reorganization of the 

technical services division at the Pennsylvania State University (Stak College) libraries. 

The rcorganiz..ation, which resulted in self-directed \Vork teams, represented a major 

cultural change for the library system. According to Stanley and Branche-Brown ( 1995, 

424 ), training and empowerment vvere the key elements of cffecti ve team work. "The 

success of each decision is directly related to the individuals involved" (Stanley and 

Branche-Brown 1995, 424). Unfortunately, the study did not collect demographic and 

human capital data that might have influenced participants' approaches to making correct 

change decisions. 

The latest change management study in the 1990s was conducted in Canada by 

HaITis and Marshall ( 1998). The researchers examined director, manager, and librarian 

perceptions of how change was achieved. Seven directors of academic and public 

libraries were interviewed and then responded to a mail survey. Of the 182 respondents, 

31 % worked in academic libraries and 69%} worked in public libraries. According to 70% 

of the respondents, preparation, reenginecring, and thorough examination of priorities 

were sound managerial approaches to problems~ 86% of public libraries and 72% of 

academic libraries were already changing their approaches. When the respondents were 

asked how change was achieved, 27% replied that restructuring involved or \.Vould 
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involve a decrease in service levels ( l lanis and l\;'larshall 1998, 572); 86% reported that 

restructuring had resulted or \Vould result in reduced stafting levels (Harris and Marshall 

1998, 573). 

In I Iarris and Marshall" s study, it is important to note that directors. managers. 

and librarians had different perceptions of change management. However, the study 

lacked validity and reliability because the number of subjects was too smalL and there 

\Vas an unequal number of respondents between the two types of libraries. 

In 1997, Duchin studied changes in staffing, functions. vvorkstations, and 

personnel training in a library technical services department at the City University of 

New York. A positive aspect of the changeover was management's capacity to foresee 

and dctem1ine when a change was necessary. Other positive aspects for staff included job 

enrichment and variation, enhanced influence, acknowledgement of their intellectual 

abilities, and reduced barriers between technical services and public services (Duchin 

1997, 141 ). 

The library staff at the City University of Ne\v York had both negative and 

positive experiences during the change. The staff had a difficult time anticipating 

changes: however, the administration's willingness and ability to alert the staff to 

potential changes and \Vhen they would occur helped ease anxiety ( Kingsley 1997, l 45). 

Kingsley concluded that the combined effort of all people involved in the implementation 

of major change was the key to success. Key points to consider during the change 
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management process arc to make effective communications. involve staff from the 

heginning. and include acquisitions in the process ( Boissonnas 1997. 154 ). 

The entire library system at the University of Minnesota (Duluth) was effectively 

reorganized and managed by task forces in charge of the change ( 80\vers d al. 1996 ). 

Communication with staff was important. They were involved in the change process by 

completing attitude surveys and participating in focus groups and team building. 

The reviewed studies of how to manage change in acquisitions. cataloging, or 

other technical services focus on restructuring (Boissonnas l 997~ Gozzi 1997) and 

changes in staffing, functions. workstations, and personnel training (Duchin 1997) in 

addition to the problems of managing change (Kingsley 1997). The above research \Vas 

based on case studies and descriptive. Boissonnas ( 1997), Duchin ( 1997). Gozzi ( 1997), 

and Kingsley ( 1997) each described the effects of change, summarized effective and 

ineffective techniques for managing change. mentioned the most positively or negatively 

perceived aspects in the change process. and offered some advice. These studies are 

without quantitative analysis and lack validity and reliability. however. 

The traditional division of labor in academic libraries has often been the focus of 

discussions on change management. Buttlar and Garcha ( 1992, 2) examined the 

structured work flow of academic librarians, the extent that tvvo-fold paths of traditional 

and public service have been integrated, and the responses of library administrators 

toward restructuring. They sent a mail survey to ··a stratified sample of 138 state­

supported college and university library directors:· Ninety-three usable questionnaires 
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\Vere analyzed. ·111c results showed that 60 of the 93 libraries had maintained the 

traditional di visions with separate technical and pub I ic services. 30 I ibraries had patiial 

integration of the functions, and J l had completed reorganization within the last 5 years. 

l Iowevcr. the study neither collected demographic and human capital data nor addressed 

the factors that influenced directors' approaches to managing change. In addition, the 

report was filled with many minor statistical errors. For example, it was incorrectly 

reported that 60 of 93 libraries represented 65.2% rather than 64S% (Buttlar and Garcha 

1992. 6), and 24 respondents for ··Jon· t know" comprised 26.4% rather than 25.8% 

(Buttlar and Garcha 1992, 8). 

Human Resource Approach 

The variable of people is the most important one to be taken into account during 

change. This is appreciated by the human resource approach, which focuses on human 

needs and the relationship between organizations and people ( Bolman and Deal 1991, 

121 ~ von Oran 2005, 1 77). Staff can help make the change successful. but change may 

cause them to feel incompetent, needy. powerless, and possibly resistant. According to 

Bolman and Deal ( l 991, 397), these problems can be handled by providing training and 

support for employees via the human resource perspective. 

To be effective human resource managers. library leaders should have a good 

mastery of basic motivational and human resource theories. They should also understand 

that this approach comprises '"diversity. changing roles of academic librarians and 

administrators, recruitment and selection, staff development, and ethics·· (Simmons-
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Welburn and McNeil 2004 ). To be successful in managing change, it is important to 

identify personnel vvho are for or against change, analyze reasons i<.)r the obstacles to 

change, and correctly use change agents (Von Oran 2005). 

A few sources (Webb 1989, Hawthorne 2004, von Dran 2005) described the 

human resource perspective as it is used within the library setting. Webb ( 1989, l-2) 

cautioned that libraries should address ""the challenges faced by information services, the 

need to reallocate, reclassify, and retain existing start: and the increasingly important role 

human resource specialists play in libraries in transition'" ( Webb 1989, 1-2). I lawthome 

(2004, 185), Director of Library Human Resources at the University of California at Los 

Angeles ( UCLA), acknowledged that every library must adequately cope \Vith change in 

order to meet current needs. She highlighted the need for proactive management of 

change in libraries and the integration of human resource management and organizational 

development (Hawthorne 2004, 185). 

Hawthorne (2004, 1 72) noted that the human resource function has expanded 

beyond administrative and operational roles to include more strategic responsibilities. 

This shill means that human resource practitioners must not only manage change, and 

they must also redesign jobs to fit in with the organization's new needs. develop new 

perfom1ance management systems. and design and restructure organizations (l lawthorne 

2004. 174). Work teams are emerging as both libraries and corporations rethink the 

impact of employee involvement and contributions. While team contributions can have a 

dramatic positive effect, some teams fail at their objectives. What makes a difference 
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between team success and failure is adequate training in interpersonal skills, effective 

communication, active listening. problem-solving, and conflict resolution (Hawthorne 

2004. 179). r ntegrating organizational development in human resource management ••in 

libraries is not only possible and desirable but necessary to manage change and improve 

overall organizational eftcctivencss" (Hawthorne 2004, 183 ). 

Giescla von Dran (2005 ), assistant professor and director of the Library and 

Information Science Program, School of Information Studies at Syracuse University, 

New York. team-teaches a course entitled Leadership and Change. von Dran (2005, 183) 

stresses that leaders and managers of change must understand their own capacity for 

change and their resilience in coping \Vith inevitable stresses. As a result: 

Leaders of change have to be mentally healthy, creative, flexible. and optimistic ... 
If their primary motivation is service to the organization and its constituencies and 
employees, then they will create environments ... that enable employees to 
express themselves, grow as human beings, find ways to exercise their emotional 
as well as intellectual intelligence, and encourage them to serve the greater good 
(von Oran 2005. 183). 

Political Approach 

When dealing \Vtth change, political power is an important element worth 

considering (Atkinson 1990, 98). The political approach can be used on several levels. 

First, change agents at various levels of the library staff have different roles and 

responsibilities fix managing change. If a manager does not have the primary 

responsibilities for change~ he or she may need to turn to the top level of management 

\Vhich may possibly be the board, the city manager. or a vice president. This may be 
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frustrating and possibly may seem futile (Curzon 2005. l 06). Second. academic libraries 

depend on their parent institutions. and political realities, albeit frustrating, should be 

taken into account at all times while managing change (Curzon 2005, I 06~ Gallacher 

2000. 16 ). The resultant frustration and change may cause conflicts. If handled well, the 

political perspective can create arenas where issues can be negotiated rather than being 

driven underground (Bolman and Deal 1991, 377). 

How politics affects academic library systems is evident in Fatzer"s ( 1996) 

comparison of higher education library systems in Louisiana and Ohio. Both states were 

faced vvith serious budget problems while attempting to improve academic library 

services. While the two states appear to have little in common, they were both able to 

,vork through complex, yet different, political processes and overcome financial crises. In 

the end, each state established a state-wide resource-sharing academic library consortia 

supported by electronic library networks (Fatzcr 1996, 58). The two consortia provide 

fascinating case studies of how to manage change and complex political processes on a 

large scale. 

Symbolic Approach 

Understanding, managing, and coping with academic library change must address 

""the issues of structure, strategy. personality, and above alL organizational culture'' 

(Edwards and Walton 1996). The symbolic approach acknowledges institutional identity, 

culture, or symbols such as an attachment to an old building on campus (Bolman and 

Deal 1991 b). While changing allegiances from an old to a new building may be slow and 
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difficult, leaders use the symbolic perspective to counter the loss of meaning and purpose 

( Bolman and Deal l 99 lb. 3 77). 

The symbolic approach provides the capacity to constantly seek, critically assess, 

and selectively incorporate new ideas and practices both internally and externally (Fullan 

2001, 44). The key elements of culture-values, power, behavior, language, and 

traditions-are the soft information that is considered when managing change ( Gallacher 

2000, 21-22). Any academic library has its own core values, a list of standards, central 

beliefs. or operating principles (intangibles) held by the organization ( Patkus and Rapple 

2000. 197). To change any of these values, the change process must stai1 with top 

management adopting and agreeing to be guided by a set of values (Fitzgerald 1988, l 2). 

Managing change from a symbolic perspective is \Videly explored in many 

fields. but to a much lesser degree in academic library science. Most of the literature on 

symbolic change in libraries is presented in opinion papers; there are few related 

empirical studies. In Changing the Culture <~/'Libraries, Patkus and Rapple (2000, 199), 

librarians at Boston College, noted that core values provide a common vision for 

employees. As librarians seek to deal with constant change, the identification and 

adoption of fixed and unchanging core values may be the ideal strategy to embrace 

change successfully (Patkus and Rapple 2000, 203). 

To back up their beliefs, the authors further described their personal experiences 

at Boston College library system. As pait of a reorganization started in l 994, external 

consultants were hired to lead the staff through the change process. The reorganization 
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\Vas assessed within the Jirst year and then again three years later. Reassessment reports. 

\Vhich frH.:used on several key areas, including values, people and skills. and 

communication, were reviewed by employees across the system. During this process. 

core values were the glue that held everything together (Patkus and Rapple 2000, 202). 

Nozero and Vaughan (2000, 416), librarians at the University of Nevada. Las 

Vegas, described how their library system re-engineered change in the borrowing system 

by starting \Vith an absolutely clean slate. only looking at what needed to be done. not at 

what was being done or what had been done. They noted that '"by involving more staff in 

the design of the changes, many of the risks inherent in re-engineering'' were avoided 

(Norczo and Vaughn 2000. 417). At the same time, the system instituted a process 

improvement of developing change in smaller, incremental steps. While many theorists 

believe that these two methods (re-engineering and incremental change) are polar 

opposites and cannot be done simultaneously, Boston College successfully used tactics 

from both theories (Norczo and Vaughn 2000, 42 l ). The key to their success was the fact 

that top management supported the project and developed an institutional culture that not 

only accepted change, but welcomed it. (Norezo and Vaughn 2000, 420). 

In 1990, Harvard College Library initialized a 10-ycar organizational 

development strategy of positive adaptation to change (Clack 1995, 146). Staff 

involvement was a key process. ln initial focus group sessions. which involved staff 

members at all levels. the committees generated ideas and communicated them to all 

library staff. Individuals \Vere encouraged to independently identify their values, \vhich 
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vvere discussed at larger group sessions or "tmvn meetings." The material was then 

synthesized by a steering committee, and finally a proposal was discussed and approved 

(Clack 1995, 148). ''Through this inclusive process of discovery, the I ibrary, \Vhile 

evolving constantly in response to change in its environment, is supported by a values 

system that influences its policies and activities and guides its selection of priorities'' 

(Clack 1995, 150). 

Outside of the United States, the Leaming Services at Deakin University in 

Melbourne, Australia, experienced cultural change (McKnight 2002). McKnight (2002) 

managed change through customer discovery workshops, strategic planning, performance 

tracking, and the identification of shared staff values. While McKnight held a number of 

positions at the university library, including directorship, obtained several degrees and 

awards, and belonged to many associations, it is not clear from the article if any of these 

factors influenced her approaches to managing library changes. 

Multiple Approaches 

There are multiple realities in all organizations, including academic libraries, and 

different people have different perspectives. Consequently, there are multiple approaches 

to managing change ( Bowers ct al. 1996. Bolman and Deal 1997, Wonen ct al. 1999. 

Nozero and Vaughan 2000, Tuorninen 2000, Atkinson 2003). Reflecting on his personal 

management experience and a review· of professional literature. Atkinson (2003. 38) 
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observed that holistic thinking is an effective way to manage change in academic libraries 

and infonnation services. 

Complete restructuring can combine unrelated processes into a more effective 

approach ( Hobrock 1996. 176 ), and different perspectives. which may be adopted to plan 

and manage change successfully. offer different results (Bolman and Deal 1991, 323 ). 

Planning from a structural perspective helps set objectives and coordinate resources; a 

human resource perspective promotes participation; a political perspective develops 

arenas to air conflicts and realign po'.ver: and a symbolic perspective adopts rituals to 

signal responsibility, produce symbols, and negotiate meanings (Bolman and Deal 1991, 

323). Changes in one perspective undoubtedly affect the others. and an approach that is 

ignored may very likely be the one that results in failure or success of the change 

(Bolman and Deal 1991 ). 

Few empirical studies on the multiple perspectives within the academic library 

setting have been done in the United States (Bowers et al. 1996, Nozero and Vaughan 

2000) or elsewhere (Smith 200 l ). The case study by Bowers ct al. ( 1996, l 33) 

demonstrates multiple perspectives of change management at the University of 

Minnesota libraries. The entire library system changed from a structural to a cultural 

perspective by creating task forces, building a team and communication, defining 

personal and institutional values, and developing skills of team members. As described 

previously, Nozero and Vaughan (2000) examined the plan and implementation of 

change from multiple perspectives. including the symbolic approach. at the University of 
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Nevada. Las Vegas, library system. The researchers analyzed the two seemingly 

divergent methods used: ( l) re-engineering or a radical change approach and (2) process 

improvement or slow incremental change. The library system was successful in using 

polar opposite methods of change because top management was open to change and 

encouraged both change and communication with all staff members (Norczo and Vaughn 

2000, 420). 

Re-engineering was also adopted by the technical services department at Griffith 

University Library in Queensland, Australia, in order to automate repetitive processes 

and form a partnership for shelf-ready books (Smith 2001 ). The library undcnvent 

multiple approaches to meet these goals. The total staff was reduced by 50°1<>, and the new 

section was organized into two self-managing teams. Each team was responsible for all 

its own functions, from acquisitions through cataloging. "The change in this section was 

as much cultural as structural,. (Smith 200 l, 81 ). The resultant streamlined process 

allowed a clear and continuous feedback mechanism for the technical services staff and 

senior management. Problem areas arc now readily addressed. without time elapsing 

(Smith 2001, 92). 

5,'urnmal'}' 

Table 2.1 (Appendix A) summarizes Bolman and Deal' s (1984. 1991 a, 1991 b, 

1997. 1999, 2003) rcframing change model. Table 2.2 (Appendix B) outlines conclusions 

of the literature on change management in academic libraries. Most of the relevant 
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literature, including the literature revie\ved for this study, addresses the topic of 

technological change and management of change in academic library functions. The 

literature mainly comprises research studies related to the key elements of definitions, 

types of change, re framing change model, management of technological change, and 

approaches to change management in academic libraries. 

Although some studies address the management of change from structural, human 

resource, political, symbolic, or multiple perspectives, empirical studies arc lacking. Most 

empirical research focuses on practice, is cross-sectional, and relies on surveys and case 

studies for data. While little is known about how directors approach change management, 

there are studies citing both positive and negative results of change. 

The literature presents anecdotal and informal case studies of successful change 

management at several academic libraries. In these studies, little information is given 

about the factors that influenced change management approaches used by the directors or 

the demographic and human capital data which might influence participants' approaches 

to making correct change decisions. 

On the negative side. according to Goulding ( l 996, 94 ). '·Research indicates that 

90% of change initiatives ... fail. .. because human factors ,verc not taken adequately into 

account."' Another study notes that as many as 7(Y1/,> of new programs fail-from re­

engineering and installing nc\v technology to changing values (Washington and Hacker 

2005 ). 
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foday. there is an increasing need for academic libraries to perform change 

projects in response to external and internal pressures. Because academic library directors 

play a key role in managing change. there is a need for research on the approaches used 

to manage change and the impact that directors· demographic and human capital data 

have on choosing these approaches. 

The model, research, and literature provided in this chapter establish the 

foundation for this study. The study framework and hypothesis development arc 

discussed in the next chapter. 
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CHAPTER Ill 

STUDY FRAMEWORK AND IlYPOTHESIS DEVELOPMENT 

This chapter describes a study framework to detcm1ine academic library directors· 

approaches to managing change. A brief description of Bolman and Deal's reframing 

change model is given below. followed by the framev,1ork for this study. Hypotheses are 

formed as guidelines for the specific empirical tests presented in Chapter IV. 

Rejiwning ( 'ha11ge Model 

First, it is important to understand the backgrounds of these two researchers. In 

1984. Lee G. Bolman was an education lecturer at the Harvard Graduate School of 

Education and an independent management consultant. At I Iarvard, he taught many 

executive programs, and was faculty chainnan for the Institute for Educational 

Management. Terrence E. Deal was a professor of education at Peabody College, 

Vanderbilt University. Before joining Peabody, he \Vas a faculty member of the graduate 

schools of education at both Stanford University and ( larvard (Bolman and Deal 1984, 

xix). 

The institutions they taught at were on opposite ends of the United States. ' ' two 

universities knO\vn more for their differences than for their similarities .. ( Bolman and 

Deal 1984, xix). Both researchers had developed separate theories about organizations. 
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which k<l to I ivdy debates. These ·•Jiffcrcnccs nourished and collided'' when they co­

taught a class on theory and behavior at I larvard (Bolman and Deal 1984, xii). 

In 1984, confidence in American institutions plummeted as the government 

tried to control large mergers. At the same time, demand for new ideas and insights about 

management and organization had reached a crescendo (Bolman and Deal 1984. xi). The 

public eagerly bought new books on how to find organizational excellence, become a 

sixty-second manager. build a corporate culture. or apprehend the mysteries of Japanese 

management ( Bolman and Deal l 984, xi). Each expert had a di ffcrcnt idea on how to 

address di ffercnt issues, and their students were confused. 

Together, Bolman and Deal began to study the popular literature. to dctcnnine 

if problems were being oversimplified or if central issues in management were being 

omitted. They sought ··to provide a compact overview of approaches to organizations that 

are genuinely powerful for management" and in turn ··present a framework that 

encompasses much of what is known and that helps to separate the topical from the 

enduring, the fads from the fundamentals'' (Bolman and Deal 1984. xi). The researchers 

summed up their studies: "'Along the way. we assess the strengths and limits of many 

recently popular books and ideas."' (Bolman and Deal 1984. xi). Their goal was to 

produce a holistic way of understanding the complexities of modern organizations. 

While reviewing the literature. 13olman and Deal noted that the field of 

organizational behavior was split into several major intellectual camps. Within each 

camp. the people shared a similar view of the world, studied similar problems. used 
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similar methods, and cited each other's accomplishments ( Bolman and Deal 1984. 190-

191 ). From there the researchers ··grouped the intellectual camps into four major 

tclTitories. each with its own set of assumptions and approaches'' (Bolman and Deal 

1984. 190-19 l ). The ideologies of each group formed the basis of the Bolman and Deal 

frame\vo rk. 

Their first book had three major objectives: ··( 1) to provide a clear and readable 

summary and integration of the major conceptual perspectives in the field of 

organizations. (1) to focus on vvhat organization theory says that is important and useful 

for managerial practice. and (3) to give equal time to private and public organizations'' 

( Bolman and Deal l 984, xii). 

As the researchers lectured on their model to their students and to managers in 

many organizations, Bolman and Deal learned that most managers had relatively limited 

view of organizations and that the majority of people they interviewed had negative 

experiences in organizations (Bolman and Deal 1984, 6-7). When the four frames were 

first introduced, they caused confusion and tension. l lowever. as people became more 

comfortable with the frames and were able to apply them to real-life situations, they 

reported a liberating feeling of choice and pmver. ··our experience encourages us to 

believe that the frames have a wider audience than the participants in our courses and 

seminars. The frames can be helpful to any manager ... They can even help in many of 

the informal settings·' (Bolman and Deal 1984, 6-7). 
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Alter finishing the review of literature anJ consoliJating major schools of 

organizational thought into four relatively coherent approaches, they conductcJ empirical 

studies that cxamineJ how leaders used different approaches to leading and managing in 

the United States and Singapore. Bolman anJ Dears (l 992~ 315) investigations combined 

··qualitative and quantitative methods because both have advantages in studying leaders' 

worldvicws." In addition, they confirmed their model by using the triangulation research 

method (Bolman and Deal 1991 b). 

In the first empirical study, 80l man and Deal ( 1991 b) interviewed 208 education 

administrators from the United States and 220 school administrators from Singapore. 

Participants \Vere asked to list critical incidents that described a situation. From these 

narratives, Bolman and Deal determined the different management approaches that were 

used and analyzed approaches that were prominent in critical incidents. Twenty-four 

percent of the higher education administrators used one approach when managing. ·while 

50% used two approaches, and 26% used three or more approaches (Bolman and Deal 

1991 b, 516-517). However, this first empirical study was limited because Bolman and 

Deal did not examine the factors that influenced the approaches used. 

In the second study, Bolman and Deal ( 1991 b) surveyed 90 international 

corporate senior managers from 15 various countries, 145 American higher education 

administrators. 140 American high school principals, and 229 Singaporean school 

administrators. With American managers, the researchers noted higher scores on the 

structural and human resource frames than on the political and symbolic frames (Bolman 
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and Deal 1991 b. 522). Again, the use of management approaches varied among the 

n:spondcnts. Interestingly. gender did not play a role in predicting respondents' 

approaches and effectiveness tBolman and Deal l 991 b, 529). 

While these empirical studies supported the Bolman and Deal framework. their 

research had limitations. Empirical studies were not conducted for many years atter their 

original model was developed. In these studies, the researchers did not examine other 

factors that influenced the approaches used except for gender. This is an area that still 

needs to he developed. 

Bolman and Deal's (l 984, l 99 la, I 99 lb, 1997, 1999. 2003) framework model 

serves as the foundation for this study. The frame\vork- structuraL human resource. 

political, and symbolic approaches-was designed as a tool to understand managerial 

action and to ''tind clarity and meaning amidst the confusion" of organizational life 

(Bolman and Deal, 1991a, 38). 

According to Bolman and Deal (1984, 255; 1991a, 1991b, 1997, 1999, 2003). 

each frame is a distinct perspective with specific identified behaviors and positive and 

negative aspects. Structural frame leaders may rely on fonnal rules and behaviors and 

organize \Vorkers to achieve positive results. To avoid potential confusion and chaos, 

structural leaders may realign roles and responsibilities to fit tasks and the environment. 

Human resource leaders may consider individuals as the heart of the organization. and 

they strive to satisfy human needs. To prevent workers from feeling incompetent and 

60 



needy, human resource leaders may maintain a balance between human needs and fonnal 

roles. 

Political leaders may use power and conflict to meet the organization's needs. 

However, workers may not feel empowered, which creates more conflict. To prevent this 

problem, political leaders may redistribute power and fo1m new coalitions. Finally, 

symbolic leaders may create rituals and celebrate the future~ but they may have a difficult 

time letting go of the past. Maintaining an image of accountability and responsiveness 

may help create a balance. 

In 1995, I lead and Brown used a hypothetical budget crisis to apply the reframing 

model to change management \Vithin the library setting. I lead and Brmvn acknm,vledgcd 

that the only ccriainty most librarians face is change (1995, l ): 

It is no longer sufficient for librarians to solely possess the knowledge and skills 
that enable them to maintain and efficiently distribute a high quality collection of 
books, periodicals, and other materials to meet information needs. Librarians must 
acquire management and leadership skills which prepare them to effectively carry 
out the change process. 

Despite this suggestion, there has been little research using Bolman and Dcal's 

model within a library setting. However, reframing has been used extensively to examine 

leadership rcframing patterns of college and university presidents, deans, chairs of 

university departments, directors, principals, and executives in higher education ( Burks 

1992. Strickland 1992, Gilson 1994. Durocher 1995, I lollings\vorth I 995, Davis l 996, 

Rivers 1996, Cantu 1997, Eckley 1997, Scott 1997, Mathis 1999, Mosser :woo, Small 

2002, Bowen 2004, Griffin 2005, Harrell 2006, Pritchett 2006). 

61 



Rcframi1~ can be used in --a number of ways to clarify what is happening and [toJ 

generate options ... to evaluate strategies or advice by asking: What frames have been 

considered. and \Vhich have hecn ignored? ... and to diagnose the multiple realities of the 

people with whom \VC interact daily'" ( Bolman and Deal 1984, 255 ). Re framing is a 

powerful way to match change management approaches to each speci fie change situation, 

to examine different approaches used for change management. and to enhance 

understanding of more effective approaches to change management. 

Stlll(V Framework and l(vpotheses 

Bolman and Dears model is the guiding force behind this study. \Vhich also 

collected information via surveys. The framework for this study primarily tests the 

relationships between directors' different approaches to change management and three 

categories of variables, (l) demographics, (2) human capital, and (3) I ibrary 

characteristics. Demographics include gender and age of directors. Human capital 

comprises education level, years at present position, number of different positions, years 

of directorship, years of service, and number of subordinates. Library variables consist of 

number of library branches, type, and size. 

Directors manage change based on many reasons including their work 

circumstances and needs. However. director demographic data and human capital and 

library characteristics may play a role in managing change. According to Davis ( 1996, v), 

"Women reported using all four managerial frames more often than men \vho reported 

using one or t\VO frames more frequently.'' It is hypothesized that females are more likely 



than males to use multiple approaches to manage change. Young directors may use only 

one approach \Vhcn managing change because they may have less experience managing 

change and thinking about issues related to change. lt is hypothesized that older directors 

are more likely to use multiple approaches to manage change than younger ones. 

It is hypothesized that directors in the following situations are more likely to use 

multiple approaches than any other type of approach when dealing with change than their 

counterparts: 

1. Directors with a higher level of education possibly have acquired knowledge of 

different approaches. 

' Directors who have been in their current positions~ directorship, or service for longer 

periods of time may build on rich past experiences and may have dealt with and 

thought about many issues. including ·'structure. needs, conflict. and loss" (Bolman 

and Deal 2003 ), when managing change. 

3. Directors who have held several different positions arc more likely to have 

experienced more changes, thought about more issues. and possibly used different 

types of approaches. 

4. Directors who oversee more subordinates and locations may have experienced and 

managed more changes. Directors who supervise more subordinates may have 

experienced more alignments of roles and responsibilities and interpersonal 

interactions. 
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5. Directors with more enrollments are more likely to have experienced anJ rnanageJ 

more changes ( Euster 1987, 79). 

6. Directors who work for an institution offering a higher academic degree may have 

experienced more library-,vidc reorganizations (Association of Research Libraries 

1996). 

This study was designed to test the above hypotheses and to determine what 

hypotheses \vould be accepted or rejecteJ using the results of correlations, chi-square 

tests, and binary and multinomial logistic regressions. 
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CllAPTER lV 

METHODOLOGY 

This chapter details the study's methodology including the population. survey, 

pilot study. and variables and measurements. The chapter concludes \vith an outline of 

data analysis and analytical strategics. 

Population and Sample 

According to the Carnegie Classilications of Colleges listed in the ]00R Higher 

Education Directmy (Burke 2008. xlix). the United States has 1.591 colleges and 

universities. The total number of schools excludes associate colleges. special focus 

institutions, and tribal colleges (Burke 2008, xlix): US service schools: and US 

institutions in American Samoa, Federated States of Micronesia, Guam, Marshall Islands, 

Northern Marianas. Palau, Puerto Rico, and Virgin Island. 

These US colleges and universities are classified into the follmving three major 

categories and nine sublcvcls (Tables 4.1 and 4.2): 

l. Research universities: research l universities ( RU/V l-1), research II uni vcrsitics 

( RU/I-I). and doctoral/research universities ( DRU) 

·, Master's colleges and universities: larger schools (Master's/L). medium-sized schools 

(Master's/M). and smaller schools (Master's/S) 
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3. Baccalaureate colkges: arts and science schools (Bac/A&S), schools with diverse 

fidds ( Bae/Diverse). and baccalaureate/associate schools (Bae/Assoc) 

Academic library director names and email addresses were obtained from the 

American LihrmJ' Directory 2007-]008 and from library \Vcbsites. Valid email addresses 

were readily accessible for 1.028 directors. Using a stratified random sampling, 18 

directors were selected to participate in a pilot study (Table 4.1 ). The remaining 1,010 

directors were invited to participate in the large-scale study (Table 4.2). All directors 

resided within the United States at the time of the survey. 

Each prospective respondent of the pilot study was sent an introductory letter on 

June 20. 2008. The email contained a link to the designed survey via surveymonkey.com. 

The directors were asked to voluntarily participate in the pilot study, spend 15 to 20 

minutes responding to the questionnaire. and return the survey \vithin IO days. Nine 

(50%) directors completed and returned a survey (Table 4.1 ). 
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Ta hie 4.1: Response Rate for the Pilot Study 

Overall Stud Pilot Stud 
Class i fie at ion No. of No. or Valid No. of No. of Response 
of Institution~ Schools* Director Dirc<.:tors Responses Rate(%) 

Email Chosen 
Addresses 

- - - -- - ----·-···- - - -
RU/VH 96 81 2 -) 100 
RU/H 103 82 2 2 100 
DRU 80 67 2 2 100 
Master's/L 326 221 2 2 100 
Master's/M 178 114 2 0 0 
Mastcr's/S 117 53 .., 0 0 
Bac/A&S 277 171 2 0 0 
BaciDivcrsc 310 207 2 50 
Bae/Assoc 104 "'1 _,_ 2 () 0 
Total 1,591 1,028 18 9 50 

Legend: No. = Number; RU/VH ·:- research I universities (vc:ry high research activity): 
RU/H =- research II universities (high research activity); DRU -::; doctoral/research 
universities; fvfaster's/L ·"· Master's colleges and universities (larger programs); M = 
medium programs; S smaller programs; A&S " arts and sciences. 
•source: l008 Higher Education Directory (Burke 2008, xlix) 

Following suggestions and comments by respondents of the pilot study, some 

revisions were made to the survey (see below). The revised survey (see Appendix D) was 

sent to the remaining 1,010 directors on July 5, 2008. An introductory email letter (sec 

Appendix C) invited the directors to participate in the survey (via the survcymonkcy.com 

link) and return the survey within 15 days. Reminder emails were sent to encourage 

participation, which was strictly voluntary. Completion of the survey was acknowledged 

by a thank you sent via survey monkey .com. Respondents who emailed the researcher 

also received an email acknowledgement. ln total. 596 (59%) directors completed and 

returned surveys in the large study by August l 5. 2008 (Table 4.2). 
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Table -t2: Response Rate for the Large-Scale Study 

----------~-----·•------------
Overall Study 
Classification No. of 
of Institution* Schools* 

RU/VH 
RU/H 
DRU 
Mastcr's/L 
Master's/M 
Master's/S 
Bac/A&S 

96 
103 
80 
326 
178 
117 
277 

No. of Vali<l 
Director 
Email 
A<ldresses 
81 
82 
67 
221 
114 
53 
171 

Lar~e-Sca le Studv 
No. of No. of 
Directors 
Chosen** 

79 
80 
65 
219 
112 
51 
169 

Responses 

55 
51 
39 
122 
67 
""1 .) ... 
95 

Bae/Diverse 310 207 205 116 
Bae/ Assoc I 04 32 30 19 

Response 
Rate (0 o) 

69.6 
63.8 
60 
55.7 
59.8 
62.7 
56.2 
56.6 
63.3 

Total 1,591 1,018 1,010 596 59 
Legend: No. :--:: Number; RU/VH ·:::c research I universities (very high research activity); 
RU/H ""' research II universities (high research activity); DRU == doctoral/research 
universities; Master's/L -" ~laster's colleges and universities (larger programs); M 
medium programs; S - smaller programs; A&S ,- arts and sciences. 
"Source: ]008 lligl1t!r Educalion Direclory (Burt...e 2008, \'.)ix) 

hE\'.cludes 18 directors chosen for the pilot study 

The survey sample had both strengths and limitations. Although the pilot study 

included only nine subjects, they represented three major library categories and nine 

sublevels, as based on the Carnegie Classifications of Colleges listed in the 2008 lfigher 

Education Oirectmy ( Burke 2008, xlix). The survey sample was limited by the fact that it 

did not include directors from associate colleges. special focus institutions. and tribal 

colleges ( Burke 2008. xlix); US service schools; and US institutions outside of the 50 

states. 

The large-scale study had a medium-sized sample. Incomplete surveys reduced the 

total responses to 455 subjects. In addition. data from 11 surveys were not included 

because the respondents did not hold the job title of directorship. deanship, or equivalent. 

68 



Surrey 

The survey (see Appendix D) has two sections. The first section asks 12 questions 

regarding personal (age and gender) and organizational (type of library, number of 

subordinates under control) information. The second section comprises three broad 

categories of quick-response questions about how directors manage change. 

The first category of section two (nine questions) covers basic information: types 

of change managed, how change is managed (Bolman and Deal 2003), and director's 

roles in managing change (Moskmvitz 1986). The second category (eight multipart 

questions) classifies directors· approaches to planning, goal setting, and decision making 

as well as in communicating with the staff. These questions, which are based on two 

scenarios adapted from Curzon (2005), arc designed to gain insight into how directors use 

Bolman and Oeal's four approaches to managing change (structural. human resource, 

political, and symbolic). The last category (three questions) asks the directors for 

comments on any approach they use to manage change, the survey in general, and 

\Vhether they would like to receive a brief report of this survey. 

The survey and content analysis instruments were developed primarily to examine 

what factors influence academic library directors~ approaches to managing change. The 

survey instrument \Vas created based on the review of library literature and Bolman and 

Dcal's model. 

To ensure the validity of the survey instrument. the five responses for each 

question in section t\vo, category t\VO, \Vere organized according to the four Bolman and 
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Deal (2003) categories confirmed through the empirical studies. In addition. an ··other" 

approach was added to account for people who use multi-frames. The responses were 

based on the researchers' classifications of the key clements such as planning. evaluation. 

and communication during the change process. 

To rurther ensure the content-related validity of the instrument. a professor who 

teaches the Bolman and Deal model and an academic librarian were asked to judge 

whether the survey questions were capable of measuring directors· approaches to 

managing change. Both of them gave face-to-face feedback and offered valuable 

suggestions and corrections. 

To ensure the rcliabi lity of the surveyed items. a pilot test was conducted aJter this 

study \Vas approved by the Graduate School and the Institutional Review Board. The 

feedback from the pilot test was used to revise the instrument. 

Pilot S'tudy 

A pilot study of l 8 randomly selected academic library directors was conducted to 

ensure reliability of the instrument and clarity of questionnaire items as well as to 

estimate completion time. All respondents were asked to assess the appropriateness of the 

questionnaire to be used in the large-scale online survey and to provide comments. 

suggestions. and corrections concerning the survey questions and design. Respondents 

eval uatcd the format and content. 

Nine respondents completed the survey. Only four directors freely provided 

comments regarding the survey questions and design. One respondent provided positive 
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feeJback: ··Good luck: l hope to see your results." l'he other three rcsponJents gmle the 

follmving written comments: 

• --The samples arc not suitable to me to evaluate or give comments." 

• .. l don·t recall the question number [Question 3 J but the question vvith the A-[ \Vas a 
little confusing. Not sure what you were expecting there - a rating of the different 
methods.~· 

• --Question 6 is ambiguous. l answered as number of years in my current Jirectorship. [ 
have been a dean (or equivalent) for 18 years.'· 

From the results. it appeareJ as if the other respondents understood question 3. This 

question was left as originally given for the large survey. However. question 6 was 

revised. and the respondents had to enter the number of years of all directorship. 

deanship, or equivalent. 

The original pilot study survey asked respondents to write down their speci fie age. 

However, one respondent inadvertently entered the age of 10 years. Obviously this was 

inappropriate because the respondent also noted that he or she had 35 years of library 

service. A more appropriate age range for this respondent would be 55 to 60 years. 

Because of this error, respondents in the large study were asked to check an age range 

rather than \Vrite in a specific age. 

The results of the pilot survey, including personal and organizational information 

and responses to the survey' s questions, \Vere not included in the results of the large-scale 

study fi:)r several reasons. First, the goal of the pilot study was to detect survey problems. 

Second, including these results might have affected the overall outcome of the actual 
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study. Finally, the stratified random sampling size was too small. and therefore the results 

,vcre not reliable. For analysis of the results, see the corresponding sections in Chapters V 

and VI. 

Variables and Aleasurements 

The dependent variables are defined as the approaches used by the administrators 

during change management. These were measured by nominal variables. The five 

responses for each question in section two, category two, \Vere organized according to the 

four Bolman and Deal (2003) categories in addition to ··other'· approaches. The responses 

\Vere based on the researchers' classifications of the key clements such as planning. 

evaluation. and communication during the change process. Those who chose affim1ative 

response one were classified as structural approach directors~ response two, human 

resource approach directors; response three, political approach directors; response four, 

symbolic approach directors; and response five, other approach directors. 

Respondents who chose just one of the five responses were classified as 

one-approach directors, and those who chose any t\vo responses were classified as 

dual-approach directors. Respondents choosing three or more affimiative responses 

were classified as directors using multiple approaches. 

The independent variables in this study comprise three categories: ( l) 

demographics (gender and age of directors); (2) human capital (education level, years 

at present position. years of directorship. years of service, number of different 

positions, and number of subordinates); and (3) library variables (number of library 
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branches, type, and size). rah le 4.3 provides more detailed infonnation on the 

independent variables. 

Gender is a dummy variable. Age, education level, and library size are ordinal 

variables. The respondent age is measured by a nine-point scale ranging from 25-29 ( = 1) 

to 66 or over (=9). Educational level is measured by a six-point scale. The library type is 

a nominal variable \Vith three categories: baccalaureate schools, master-granting schools, 

and doctoral-granting schools. Library size is a four-point scale (a total student 

enrolhnent of <l 0,000= I, and a total student enrollment> 30.000=4. The predictors of 

years at present position, total years of directorship, total years of library service, number 

of different positions, number of subordinates. and number of library branches arc 

continuous variables. 

Table 4.3: Independent Variables Used in the Analysis 

Gender 

Age (9-point scale) 

Education level (6-point scale) 

Y cars of present position 

Years of all directorship. or deanship (or equivalent) 

Years involved in all library services 

Number of different library professional positions 

Number of subordinates 

Number of library branches 

Library type (3-point scale) 

Library size (4-point scale) 
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Data Analysis and Ana(vtical Strategies 

rhe main method of this study' s analysis was multinomial logistic regression. 

which was used to Jetcrmine the relationships betvvcen a Jependent variable \Vith 

multiple categories and more than two predictors. Independent variables can be 

categorical and continuous variables. First, frequencies and other descriptive statistical 

methoJs were used to look at the distribution patterns of the individual variables. Chi­

square tests were run to check variable associations. Bivariate correlations vvere run to 

check the relationships among the variables and Jctermine if there ,vas a multicollinearity 

problem. Multinomial and binary logistic regressions were done for the final step. This 

analysis created a full regression model. which included all predictor variables that \'lere 

useful in detcrn1ining library directors' approaches to managing change. 

As verified by Trieman (2009). multinomial logistic regression was most 

appropriate for this study for the following reasons: (I) Dependent variables of this study 

are ··categorical variables with more than two categories" (Treiman 2009, 335). (2) The 

procedure of multinomial logistic regression "involves simultaneously estimating a set of 

logistic regression equations'" (Treiman 2009. 336). (3) One category of the dependent 

variable can become the reference category, and '"The estimation procedure yields, for a 

set of ... categories for some dependent variable .... logistic regression equations, each of 

which predicts the log odds of a case falling into a specific category rather than the 

reference category ... ·· (Treiman 2009, 336). 
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This study had seven categories of dependent variables: structural, human 

resource, political. symbolic, and other approaches; dual-approach; and multi-frame 

approach. One category was used as a reference. Thus, six models could be developed 

and tested using dependent and independent variables. Even if respondents did not 

choose some of the dependent variables, other models could be created and examined. 

In this study, some respondents did not answer the open-ended questions. These 

directors might have frame-related issues and actions that align \Vith the conceptual 

dctinitions of Bolman and Dcal's four approaches: structuraL human resource, political, 

and symbolic. Or they might simply have been too busy to fill out the survey completely. 

Directors ,.vho responded to the open-ended questions did not have frame-related issues 

and actions empirically confim1ed by Bolman and Deal. Instead, they used their own 

managerial actions to manage change. This was displayed from their specified 

approaches and open-ended responses. 

The collected data from open-ended responses and questions were studied using 

descriptive content analysis (Sarantakos 2005, 300). which allowed the investigator to 

systematically analyze data collected from open-ended responses and questions 

(Nachmias and Nachmias 2000, 30 I). According to Sarantakos (2005, 300), content 

analysis ·•involves counting, listing, operationalising, and categorizing, as well as some 

evaluation and inteqxetation.'" Indeed, ··The categories into which content is coded vary 

with the nature of the research problem and the type of data [acquiredr (Nachmias and 

Nachmias 2000. 301 ). 
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The content analysis of this study only focuses on free comments on the ··other'' 

approaches and the responses to the open-ended questions. This was useful in identifying 

other alternative approaches used or potential issues that directors might have faced in 

practice. Open-ended responses to the ""other" approach were first analyzed according to 

themes and patterns and then by multinomial and binary logistic regressions. This 

approach involved the qualitative data collected from participants' specified own 

approaches and also open-ended questions. 

The qualitative data were coded according to Bolman and Dcal's criteria for 

coding frame responses, as given in Appendix E. Table 4.4. The worksheet that was used 

to code the specified approaches and open-ended responses was completed. Data that 

directly corresponded to the Bolman and Deal categories were coded as structural_ human 

resource, political, or symbolic approach. Data that did not reflect the categories were 

coded as a general category or other approach. The general category was then broken 

down into subcategories in terms of themes and patterns, and coded using qualitative data 

analysis (Dalziel 2007, 47). The response categories for an ··other'' approach were coded, 

grouped, and reclassified based on the details of the approaches that each respondent 

specified. 

The approach-related issues and actions for the corresponding "other" approach 

\Vere presented in the corresponding cases. Similar words, phrases, and expressions of all 

the respondents' responses to open-ended questions were counted in terms of themes and 
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patterns. J\t the same time. the thematic highlights of the rdated comments \Vere 

presented in other tables. 

This stu<ly strived to gain insight into library directors' attitudes. behaviors. and 

approaches to managing change in different t:ypcs of academic libraries. The results of 

regression analysis displayed what factors influenced the directors' "'other'' approaches to 

managing change, which is a significant part of this study. The results of this study will 

help directors plan. implement. and manage change in the future by cnabl ing them to 

reflect on management options. weigh the inllucnce of each variable. and better 

understand the factors that explain the ··other·· approaches to managing change. 
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CHAPTER V 

FINDINGS AND DISCUSSION 

The large-scale survey was conducted using the Survey Monkey system. Of the 

596 surveys returned. 455 directors successfully completed the survey. Their results are 

presented here and in Chapter VL Findings and Discussion (Continued). The study 

excluded 130 incomplete surveys and I I surveys from respondents who did not hold the 

job title of directorship, or deanship, or equivalent. 

This chapter reports and discusses respondents· ( 1) personal and organizational 

information. (2) experience with change management, and (3) written comments. 

Personal and Organizational !tformation 

The personal and organizational information of the 455 large-scale study 

respondents are given in Table 5.1. Respondents had a near-equal representation of 

gender. While the age range varied from 25 to >65 years, 254/455 (55.8%) respondents 

were between the ages of 55 and 64 years. The majority of respondents had an MLS 

degree, and 69 ( 15.2%) had a combined MLS plus PhD (Table 5.1 ). 

Most of the respondents (321. 70.8%) \Vere directors or held a comparable title at 

their respective academic libraries. The respondents had a mean of 26.6 years of library 

service (Table 5.2). 
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The respondents had supervised a mean of 36. 7 subordinates. I fmvcvcr, the 

standard deviation \Vas much larger than the mean because the data for responJents · 

number of subordinates \Vere highly skewed. The result displayed that l 28 (28. l %) 

supervised one to nine subordinates, whereas 139 (30.5%) thirty or more. The maximum 

number was 600. Table 5.17 (Part 2) in Appendix F details the correlation matrix for the 

personal and organizational variables used in this study's analysis. 
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Ta hie 5.1: Large-scale Survey Results 
of Academic Library Directors' 
Personal Information (N = -'55) 

Personal 
Information 

Male 

Female 

Age (Years) 
25---29 

30--34 

35-39 

•W--44 

45-49 

50--54 

55--59 

60--64 

>65 

Education Level 
Other 

MA/MS not in 
Library Science 

MLS 

MLS plus other 
master's degree 

PhD 

No. of 
Rc<,ponses 
( •~'o) 

201 
(44.2) 
254 
(55.8) 

2 
(0.4) 
6 
( 1.3) 
18 
(4.0) 
19 
(4.2) 
37 
(8.1) 
83 
( 18.2) 
144 
(31.6) 
110 
(24.2) 
36 
(7.9) 

3 
(0.7) 
15 
(3.3) 
177 
(38.9) 
161 
(35.4) 
30 
(6.6) 

MLS plus PhD 69 
( 15.2) 

Legend: NO = Number. SD '- Standard deviation 
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Table 5.2: Large-scale Survey Results of Academic 
Library Directors' Organizational Information (N = .t55) 

Organizational No. of Mean 
Information Responses (SD) 

( ~·'<>) 

Position l'itle 
College Librarian 4 

(0.9) 
Dean 102 

(22.4) 
Director 

,.,,.,, 
J.c.-

(70.8) 
University Librarian 27 

(5.9) 
Work Service 

Y cars at Present Position 8.7 
( 7.9) 

Years of Library Service 26.6 
(9.8) 

Number of Different 
Professional Library 4.8 
Positions (2.7) 

Number of Subordinates 36.7 
( 61.4) 

Number of Library 1.6 
Branches (3.4) 

Type of Institution 
Baccalau reatc-grant in g 113 

(24.8) 
Master-granting 185 

(40.7) 
Doctoral-granting 157 

(34.5) 
Total Student Enrollment 

<10,000 329 
(72.3) 

I 0,000--19,999 65 
( 14.3) 

20,000-29,999 "1 J_ 

(7.0) 
30,000 or more 29 

(6.4) 

Legend: No.·:= Number, SD . .,..., Standard deviation 
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(vpes <!lClwnge Managed 

Question 1. JVhich qlthefollowing types q/change have you managed? 

Respondents \Vere offered a choice of the follO\ving five types of change (Table 

5.3) and asked to ddem1ine vvhich type(s) they managed: 

• Planned change (proactive or incremental change)-occurs when distinct changes 

take place over time and then move to a specific outcome (Stueaii and Moran 2002, 

14-15) 

• Unplanned change (reactive changc)-takes place amidst uncontrolled pressures for 

change or a mismanaged process (Stuemi and Moran 2002, 14-15). 

• Other-Write in another type of change 

• Both planned and unplanned change 

• Multiple types of change-Managing a combination of planned. unplanned, or other 

Most of respondents (362, 79.6%) stated that they managed both planned and 

unplanned change. Eighty-six respondents ( 18.9%) only managed planned change, vvhile 

only six respondents managed unplanned change. None of the respondents managed the 

multiple types of change. 

Thirteen respondents checked ··other." although none of their comments actually 

reflected a true --other"" category. Eight of these respondents also said they managed both 

planned and unplanned change. Several noted that change and planning change are often 

out of their control. The remaining five respondents merely commented on changes they 
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had experienced such as managing change in automation and a ncvv building, changing 

the library into a learning organization. and adding a library building. 

One respondent stated that it is '"impossible to classify al I the Ji ffcrent sorts of 

change that occur in a complex organization." Another respondent added. ·'There is an 

overall plan. but given the size of the institution and the financial constraints. it may not 

be follovved in detail. The financial VP can kill a plan faster than anyone. as can an 

unforeseen need clscvvhcre on campus.·· 

Table 5.3: Types of Change Managed 

Types of Change 

Planned 

Unplanned 

Other 

Both planned and 
unplanned 
Multiple types 

Legend: No. " Number 

No. of 
Responses 
(%) 

86 
( 18.9) 
6 
( 1.3) 
0 
(0) 
362 
(79.6) 
0 
(0) 

Approaches Used lo Alanage Change 

Question]. H'hich <!f'lhe jhllmving approaches have you used to manage change? 

Based on Bolman and Dcal's model. respondents were offered a choice of five 

different approaches that were used to manage change. They were asked to identify the 
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approaches that they used. including any not listed~ choose an example for that approach. 

if applicable; and dctem1ine how often they used this approach(es) (Table 5.4). 

Fo11y-four respondents checked ··other." However. 41 of the respondents 

described approaches that are classified as one of Bolman and Dcal's approaches. They 

most often described human resource and structural approaches. Only three respondents 

noted in Table 5.4 described true ··other" approaches. which involve the •·in-source·' 

approach or use of consultants and outside facilitators. A few arc noted here: 

• ·· ... Anyone can change the organization chart. but to make lasting change, the focus 
must be equally upon the organizational culture. I have used all the techniques you 
cite. plus occasionally used outside facilitators and annually close the libraries for a 
one-day all-staff Retreat.·· 

• ··surveys of staff opinions. Consultancies of various types. Established various 
councils and schemes. Evaluated quality for supervision and provided training for 
supervisors.·· 

• ··share information, conducted research. consulted professional nctvvork and paid 
consultants .. , 
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Table 5.-&: Large-scale Study Responses to Approaches Used to Manage Change 

- -- -

Approaches to Managing Frequency of Approaches Used 
Change No. of Responses((',{>) 

Never Occasionallv Sometimes Otten Always 
;fl'RUCTURAL 
• Realign roles, duties, 3 61 192 167 30 

relationship of staff (0.7) (l 3.4) (42.2) (36. 7) (6.6) 
• Use many tasks or prnject ") _,_ 79 122 154 66 

teams ( 7 .0) (17.4) (26.8) (33.8) ( 14.5) 
HUrvlAN RESOURCE 
• Provide training and suppo11 3 18 56 199 179 

for people (0.7) ( 4.0) ( 12.3) (43.7) (39.3) 
• Promote staff participation 2 9 37 181 225 

and involvement (0.4) (2.0) (8.1) (39.8) (49.5) 
POLITICAL 
• Resolve conflicts, negotiate 

compromises, help form 5 31 107 196 113 
coalitions (). I) (6.8) (23.5) ( 43.1) (24.8) 

• Communicate with top-level l 11 34 142 263 
management (0.2) (2.4) (7.5) (31.2) (57.8) 

SYMBOLIC 
• Tell stories, ::-.hare many 

special events, use a variety 26 111 138 129 49 
of rituals (5.7) (24.4) (30.3) (28.4) ( 10.8) 

• Hold celebrations of I 11 34 142 263 
significant milestones (0.2) (2.4) (7.5) (31.2) (57 .8) 

OTIIER 0 1 0 2 0 
• Any other approach used (0) (0.2) (0) (0.4) (0) 

Legend: No. = Number of responses 

.Approaches Used lo Alanage Change in D!fferenl Librw:v .Areas 

Question 3. iVhat approaches listed in Question 2 have you used to nwnage change in the 
fo!lmving areas? 

Because Bolman and Deal's approaches may be viewed in different ways, two 

examples were given for each approach ( excluding ··other"). The respondents were asked 

to note what approaches they used in different library situations (Table 5.5). The directors 
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were encourageJ to choose all applicable examples and approaches. Thus a director could 

choose either one or both examples or any applicable approad1. 
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Table 5.5: Approaches Used to Manage Chani!c in Different Librar}· Areas 

--·----
Approaches to Managing Change and Frequency of Examples Used, 
Examples for Each Approach as Applied to Different Library Areas 

No. of Responses (<~10) 

Information Library Library Public *Other 
Technology Funding Personnel Relations Areas 

STRUCTURAL 
• Realign roles, duties, relationship of 321 147 334 I 51 39 

staff (70.5) (32.3) (73.4) (33.2) (8.6) 
• Use many tasks or project teams 253 110 189 159 47 

(55.6) (24.2) (41.5) (34.9) ( l 0.3) 
**Total Responses 574 257 523 310 86 

(63.1) (28.2) (57.5) (34.1) (9.5) 
I ftlMAN.RESOlJRCE 
• Provide training and support for 355 127 318 139 40 

people (78) (27 .9) (69.9) (30.5) (8.8) 
• Promote staff participation and 314 190 289 250 55 

involvement (69) ( 41.8) (63.5) (54.9) ( 12. I) 
**Total Responses 669 317 607 389 95 

(73.5) (34.8) ( 66. 7) (42.7) ( l 0.4) 
POLITICAL 
• Resolve con t1 icts, negotiate 216 129 300 117 43 

compromises, help fonn coalitions (47.5) (28.4) (65.9) (25. 7) (9.5) 
• Communicate with top-level 286 296 270 231 50 

management (62.9) (65.1) (59.3) (50.8) ( l 1.0) 
**Total Responses 502 425 570 348 93 

(55.2) (46.7) (62.6) (38.2) ( l 0.2) 
SYMBOLIC 
• Tell stories, share many special 119 104 213 164 39 

events, use a variety of rituals (16.2) (12.9) (46.8) (36.0) (8.6) 
• Hold celebrations of significant 170 89 177 154 38 

milestones (37.4) (19.6) (38.9) (33.8) (8.4) 
**Total Responses 289 193 390 318 77 

(3 l.8) (21.2) (42.9) (34.9) (8.5) 
OTHER 0 0 0 0 0 
• Use a completely different approach (0) (0) ( 0) (0) (0) 

Legend: No. :-c Number 
*Each director could choose one or both examples, giving a total response of 910 for each approach. 

As shmvn in Table 5.5, the structural approach was used most oHcn in managing 

change in information technology (574 responses, 63. l %) and library personnel (523 

responses, 57.5%). The human resource approach was used in all areas of the library. 

87 



Most responses were noted in information technology (669, 73.5%) and library personnel 

(607. 66]%). While many approaches were used to manage change in technology. most 

directors turned to the human resource approach to provide needed training and support. 

At the same time. they encouraged staff participation and involvement in the change 

process. Human resource approach was used more than the other approaches in other 

areas of the library (95 responses. 10.4%). 

The political approach \Vas chosen frequently in the areas of infonnation 

technology (502 responses, 55.2%) and library personnel (570 responses, 62.6°-it,). The 

political approach was also used frequently in library funding (425 responses, 46. 7%1). 

The directors resolved conflicts and communicated \Vith top-level management. 

The symbolic approach was used most frequently in library personnel (390 

responses, 42.9%). This area involves many issues such as division of work, realignments 

of people's roles, responsibilities, or relationships. people's training and support, and 

people's interests. The symbolic approach was used the second most frequently in the 

public relations arena (318 responses, 34.9<%). This area involves a variety of activities, 

relationships, and communication with the public and parental institutions to enhance an 

academic library"s image. To solve problems in these areas. directors might tell stories, 

use rituals. and hold more special events and celebrations. 

l lowever, 193 (21.2<%) directors used the symbolic approach. such as sharing 

social events and rituals, when managing change in library funding. 

88 



Of the numerous directors \vho noted --other areas'' (Table 5.5), only 30 ( 6.6%) 

commented on a speci tic area that required change. Most of these comments focused on 

library buildings and facilities, commenting on space issues and remodels and 

renovations. 

The directors used multiple approaches \.vhen managing change far more than 

they used dual approaches (Table 5.6), particularly when managing change in 

infrmnation technology and library personnel. Dual approaches \Vere used most otlcn 

\\.'hen dealing with library funding (93 responses, 20.4~,{,)_ tv[ultiple choices were used by 

292 respondents (64.2%) in information technology. 

The multiple approaches were used to deal with rapidly developing technology. In 

addition, the many perspectives of public relations, such as relationships, roles, duties. 

training. and special interest, were also handled from multiple perspectives (209 

responses, 45.9%). Directors managed change in library personnel from multiple 

perspectives because of the many issues involved including division of work: realignment 

of people· s roles. responsibilities, or relationships; training and support; and varied staff 

interests. 

89 



Table 5.6: Directors' Use of Dual and Multiple Approaches to Managing Change in Different 
Library Areas 

Dual & Multiple Approaches Frequency of Approaches Used to Manage 
Used to Manage Change Change in Different Library Areas 
(as Chosen by Respondents) No. of Responses (0

/;,) 

lnfonnation Library Library Public Other 
Technology Funding Personnel Relations Areas ---··----------------

DUAL APPROACHES 
• Structural and human resource 35 13 9 14 0 

(7.7) (2.9) (2.0) (3.1) (0) 
• Structural and political 9 16 7 9 3 

(2.()) (3.5) (L5) (2.0) (0.7) 
• Stnu.:tural and symbolic 2 3 3 6 0 

(0.4) (0.7) (0.7) ( 1.3) (0) 
• Structural and other 0 0 0 2 0 

(0) (0) (0) (0.4) (0) 
• Human resource and political 16 35 9 30 0 

(3.5) (7.7) (2.0) (6.6) (0) 
• I luman resource and symbolic 7 5 2 16 3 

( 1.5) (I.I) (0.4) (3.5) (0.7) 
• Political and symbolic 0 21 0 15 0 

(0) (4.6) (0) (3.3) (0) 
Total Responses 69 93 30 92 6 

( I 5.2) (20.4) (6.6) (20.2) ( 1.3) 
MULTIPLE APPROACHES 
• Structural, human resource, 94 59 81 34 9 

and political (20.7) (13) ( 17.8) (7.5) (2.0) 
• Structural, human resource, 8 8 6 25 4 

and symbolic ( 1.8) ( 1.8) ( 1.3) (5.5) (0.9) 
• Structural. political. and I 3 I IO I 

symbolic (0 . .2) (0.7) (0.2) (2.2) (0.2) 
• I lurnan resource, political, and 6 28 7 36 2 

symbolic ( 1.3) (6.2) ( 1.5) (7.9) (0.4) 
• Human resource, political. and 0 0 I 0 0 

other (0) (0) (0.2) (0) (0) 
• Structural, human resource, 178 69 220 103 35 

political, and symbolic (39.1) ( 15.2) (48.4) (22.6) (7.7) 
• Structural, human resource, 5 7 0 I () 

political, and other (I.I) ( 1.5) (0) (0.2) ( 0) 
Total Responses 292 174 316 209 51 

(64.2) (38.2) (69.5) (45.9) ( I 1.2) 
Legend: No. = Number 
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Afethods Used to Assess the l~;fectivenes.,· <f Change A4anagement 

Question ..f.. flow do you assess the ejfecliveness <~/change management'! 

Directors assess the effectiveness of change management using numerous dual 

and multiple methods. Table 5.7 lists single methods used, while Tables 5.8 and 5.9 

(Parts 1 and 2) detail the respondents' mixed choices under dual and multiple methods, 

respectively. As noted in Table 5.7. 152 (33.4%) respondents used a single method. 

mostly visiting all departments, to assess the effectiveness of change management. 

Ta hie 5. 7: Single Methods Used to Assess 
the Effecti\'·eness of Change Management 

Single Methods Used 

• Establish an evaluation 
committee 

• Conduct an assessment 
survey 

• Visit all departments 

• Review all documents and 
interview users 

• Other (none of the above­
mentioned four methods) 

Legend: No. -== Number 

No. of 
Responses 
(%)* 
16 
(3.5) 
18 
(4.0) 
55 
( 12.1) 
14 
(3.1) 
49 
( 10.8) 

*Percentages based on 455 total respondents. 
Each director noted all methods used to evaluate change. 

Of the 168 (36.9%) respondents who checked ··other", 81 did not write comments 

about the alternative methods they used, while 87 ( l 9.1 %) respondents commented on 

how to assess the effectiveness of change management. Each comment was analyzed 

based on the above-mentioned methods. Of these respondents. 5 did not mention a 
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method. Only 45 respondents appear to use a method that is different from these 

methods: ( 1) establishing an evaluation committee; (2) conducting an assessment survey: 

(3) visiting all departments; and ( 4) reviewing al I documents and interviewing users. 

Most respondents work in larger academic libraries, with a large start: and arc more 

likely to conduct a formal assessment of change. One respondent commented. '·Frankly 

these choice options seem heavily weighted tmvard larger institutions.'' Methods that the 

directors used varied from talking to personnel. conducting surveys, reviewing data and 

statistics, and employing consultants. Two respondents claimed that they did not assess 

change. 

One respondent commented, ·--Fonnal assessment is a part of change management: 

however, there are instances in \vhich change is required regardless of whether it is or is 

not successful.'' 

A total of 160 (35.2%) directors used the dual methods listed in Table 5.8 to 

assess change management. Visiting all departments was chosen by 73/455 ( 16%) 

respondents. while only 5/455 ( 1. l %) respondents would review all documents and 

interview users along with taking an '"other"' approach. 

Nlultiple approaches were used by 143 (31.4%) directors. Those \-vho use multiple 

methods may assess change both quantitatively (survey) and qualitatively (intcrvievv, 

observation, and revic\ving documents). 

Establishing a committee was the prime method driving multiple assessment of 

change management. Out of 143 respondents choosing a multiple evaluation method, 63 
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( 44.1 %) \Vould establish a committee to hd p cval uate change management in addition to 

a variety of other methods used (Table 5.9 Parts 1 and 2). 

Table 5.8: Dual Methods Used to Assess the 
Effectiveness of Change Management 

Dual Methods Used 

Establish a committee AND 
one of the following: 
• Conduct a survey 

• Visit all departments 

No. of 
Responses 
(°''~)) 

8 
( 1.8) 
8 
( 1.8) 

• Review all documents and 6 
interview users ( I .J) 

·---·- -------~-----
Conduct a survey AND 
one of the following: 
• Visit all departments 

• Review all documents and 
interview users 

• Other 

Visit all departments AND 
one of the following: 
• Review all the documents 

and interview users 
• Other 

Review all documents and 
interview users AND 
• Other 

*Total responses 

Legend: No. =- Number 

30 
(6.6) 
16 
(3.5) 
14 
(3.1) 

55 
( 12.1) 
18 
(4.0) 

5 
(I.I) 

160 
(35.2) 

* Percentages based on 455 respondents. 
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Ta hie 5.9 (Part 1 ): Multiple Methods Used to 
Assess the Effectiveness of Change Management 

Multiple Methods Used 

Establish a committee AND 

• Conduct a survey 
• Visit all departments 
• Review all documents and 

interview users 
• Other 

No. of 
Responses 
(%) 

5 
(I.I) 

• Conduct a survey 37 
• Visit all departments (8.1) 
• Review all documents and 

interview users 

• Conduct a survey 2 
• Visit all departments (0.4) 

• Conduct a survey 5 
• Review all documents (I. 1) 

• Conduct a survey I 
• Review all documents and (0.2) 

interview users 
• Other 

• Visit all departments 9 
• Review all documents and (2.0) 

interview users 

• Visit all departments 2 
• Other (0.4) 

• Review all documents and 2 
interview users 

• Other 

Legend: No. C-7' Number 
*Out of 455 respondents. 
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Table 5.9 (Part 2): Multiple Methods Used to 
Assess the Effectiveness of Change Management 

No. of 
~~ 1!~ Meth_o_ds_· _U_s_cd_· ____ R_c_'s~p_o_n __ se_'s_('-1~---~) __ 

Conduct a survey AND 
• Visit all dcpaiiments 
• Review all documents and 

interview users 
• Other 

• Visit all departments 
• Review all documents and 

interview users 

• Review all documents and 
interview users 

• Other 

• Visit all departments 
• Other 

Visit all departments AND 
• Review all departments 

and interview users 
• Other 

*Total responses 

Legend: No. ·""' Number 
*Out of 455 respondents. 

5 
(I.I) 

50 
( I I. I) 

5 
(I.I) 

12 
(2 .6) 

8 
( 1.8) 

143 
(31.4) 

Reactions to Statements on Institutional Environments 

Question 5. flow strongly do you agree or disagree with the/hllmving staternents on 
institutional environments? 

Table 5.10 lists the directors' reactions to two statements on institutional 

environments. The results demonstrate that the directors feel supported regarding change 

in the academic library setting. However. funding doesn't receive quite the same support. 

According to Gold (2005. 189- l 90), ··some academic libraries are chronically under 
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fun<lcd. Many aca<lemic librarians are, or !eel. un<lerpaid:· 

Gol<l cites several reasons inclu<ling the fact that most academic library 

economies are ··tied to the financial status of their parent institutions. These in turn are 

tied to the performance of investment potifolios. the economy, an<l the solvency of the 

state or local government they serve." Fixed costs of running a foci lity and the enormous 

cost of library collections tend to take precedence over the staff payroll (Gold 2005, 189). 

Table 5.10: Reactions to Statements on Institutional Environments 

Statement 

----------------
University vice presidents or provosts like 
and support library change 
rhcre arc adequate university funds for 
library change in resources and services 

Statement Reactions 
Frequency (0

/1)) 

Strongly Disagree 
Disagree 
7 
( 1.5) 
73 
( 16.0) 

26 
(5.7) 
158 
(34.7) 

Neutral Agree Strongly 
Agree 

88 240 94 
( I 9.3) (52. 7) (20.7) 

113 97 14 
(24.8) (21.3) (3. I) 

Of course, funding is a problem in other types of libraries as well. According to 

Evans. Ward, and Rugaas (2000, 470), "Today, few libraries can expect to receive all the 

funds from their parent institutions that they need to operate the way they would like.~' 

Fund raising becomes a necessity for many institutions. 

Time and l~'ffi,rt Spent on V'arious Roles in Managing Change 

Question 6. How much time and ef/i,rt do you spend in 1nanaging thefollmving? 

Table 5.11 lists the amount of time and eftc.)ti that directors spent managing 

change. Respondents' roles in managing change ( Moskc)\vitz 1986) are varied. Among all 

the roles, 83 ( 18.21%) directors spent most of their time and effo11s in analyzing 
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and introducing the library's need for change. Not surprisingly, current academic libraries 

arc caught up in the mode of rapidly changing technology. As a result, patrons expect 

prompt and responsive service. These challenges require di rectors to analyze and identify 

both internal and external requirements for change. 

Change is constant in library resources and services, as indicated by the fact that 

228 (50.1 %) directors noted that much of their time and effort was spent on managing 

change in resources, services, and administration. This \Vas necessary to meet patrons' 

needs. Only 29 ( 6.4%) respondents noted ·--other," and 14 made comments. Half of these 

respondents replied that they spend time looking for donors. Noteworthy comments 

include the fr)llowing: 

• ··Many of our documented needs are moot due to lack of institutional priority for 
the library, lack of capital resources, lack of success in negotiating change, and a boss 
who agrees with me that we will both be retired ( 10 years from now) before any 
significance (sic) capital improvements are made in the library. The message to me is 
keep up the good vvork by maintaining the status quo of your operation:' 

• ··[ find change management both necessary and exciting. [ have led one profession­
wide change effort in my career and am instigating another. although less formally 
than the first.'' 
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Table 5.11: Time and Effort Spent on Various Roles in Managing Change 

··-------
Amount of Time and Effort Spent 

Directors· Roles in Managing Chan_ge No. of Res~onses (0 'o) 

Least Little Moderate l\.foch Most 
Managing changes in resources, services, and 0 20 137 228 70 
adm in isl ration ( 0) (4.4) (30.1) (50.1) ( 15.4) 

Creating a clear long-range vision and 6 48 181 157 63 
direction for change projects ( I .3) ( I 0.5) (39.8) (34.5) ( 13.8) 

Presenting and explaining the nel!ds of library 4 55 191 163 42 
changes to un ivcrsily administrators and faculty (0.9) ( 12 . 1) (42.0) (35 .8) (9.2) 

Maintaining contacts with university 6 52 177 183 37 
administrators and faculty concerning change ( 1.3) ( 11 A) (38.9) (40.2) (8.1) 

projects 

Obtaining information on change projects 15 86 231 110 13 
through prol~ssional associations and activities (3.3) ( I 8.9) (50.8) (24 .2) (2 .9) 

Informing outsiders of the progress of change 38 159 198 54 6 

projects (8.4) (34.9) (43.5) (11.9) ( 1.3) 

Negotiating with parent institutions to ensure 60 89 175 105 26 
funding of change projects ( 13.2) ( 19.6) (38.5) (23.1) (5.7) 

Supervising subordinates' work during the 12 80 206 136 21 
change process (2.6) ( 17 .6) (45.3) (29.9) (4.6) 

Sharing and distributing infr)rmation on change 4 25 147 211 68 
projects through meetings and personal contacts (0.9) (5.5) (32.3) ( 46.4) ( 14.9) 

Analyzing and introducing the library's need 4 18 143 207 83 

for change (0.9) (4 .0) (31.4) (45.5) ( 18 .2) 

Dealing with conflicts during the change 10 100 182 127 36 
process (2.2) (22.0) (40.0) (27.9) (7.9) 

Allocating and coordinating resources for 12 37 189 181 36 

spec i lie change tasks (2 .6) ( 8.1) (41.5) (39 .8) (7.9) 

Other 3 I 6 9 10 
(0.7) (0.2) ( 1.3) (2 .0) (2.2) 

Legend: No. Number 
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Changes l~~tperienced hy "'1cademic Librw}' Directors 

(Juestion 7. fVlwt changes has your lihrWJ' experienced since you became a 
director? 

Changes that \Vere experienced by the respondents are categorized in Table 5. 12. 

The largest areas of change were noted in development of staffs new skills (440. 96. 7% ). 

upgrading technologies and facilities (435, 95.6%)~ budget adjustments (420. 92.3°/4)), and 

policies (433. 95.2%). Only 150 (33%) directors experienced downsizing. 

Of the 75 ( 16.5%) respondents \vho checked ··other," 68 ( 14. 9<%) commented on 

changes. Changes experienced varied from facility renovations to empowering stafC 

adding new services such as laptop circulation and IT projects. and providing online 

learning and classes. 
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Table 5.12: Changes Expcricncct.J by Academic Library 
Directors 

Changes 

Development of staff's new skills 

Decentralization of power in library 
administration 

Reorganization of specific units such as 
reference, cataloging, and acquisition 

Downsizing 

Upgrading technologies and facilities 

Budget adjustments 

Policies 

Other 

Legend: No. = Number 

Changes Experienced 
No. of Responses (~o) 

Yes 
440 
(96.7) 

234 
(51.4) 
377 
(82.9) 
150 
(33.0) 
435 
(95.6) 

420 
(92.3) 
.,,,.,, 
"tJ.) 

(95.2) 
75 
( 16.5) 

No 
12 
(2.6) 

210 
(46.2) 
72 
( 15.8) 
298 
(65.5) 
19 
(4.2) 

30 
(6.6) 
18 
(4.0) 
14 
(3. l) 

lihrary Areas that May Experience Change 

Question 8. ~Vhich ofthefollmving potential changes app~v to _your lihrmy? 

By far~ the majority of directors feel that change applies to various aspects of their 

library. and 97.1 % of directors agree that changes could occur in information technology 

(Table 5.13 ). Twenty-one respondents (4.6%) checked "other~· and specified potential 

changes that apply to their libraries. One respondent commented: "Everything is in a state 

of constant change. and that is good:· Another respondent apparently was hoping for 

change: "·Stagnant budget. Minimal staffing, lack of administrative support. We are 

seeing the rise of anti-intellectual approach to learning. Service learning is celebrated but 
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is nothing but picking up people trash or dishing out hash to the homeless. The students 

then write a paper telling how this made them feel all wann and fuzzy. Research projects 

arc few and far between but sports arc doing very ,veil here." 

Table 5.13: Lihrary Areas that May Experience Change 

Possibility of Change 
Lihrar):'. Areas No. of Rcs~onscs ('i-o) 

Yes No 
Information 442 12 
technology (97.1) (2.6) 

396 54 
Tcchn ical services (87.0) ( I 1.9) 

426 27 
Library resources (93.6) (5.9) 

407 44 
Public services (89.5) (9.7) 

432 20 
Library collections (94.9) (4.4) 

421 29 
Library personnel (92.5) (6.4) 

387 65 
Library facilities (85.1) ( 14.3) 

398 50 
Budgeting (87.5) (I 1.0) 

401 43 
Policies (88.1) (9.5) 

21 14 
Other (4.6) (3.1) 

Legend: No. = Number 
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Approaches to Managing ( 'lwnge in lnjimnation Technology 

Question 9. How do you manage change in il?/imnalio11 technology? 

Descriptive Results 

Most (44%) directors used the multiple approaches to managing change in 

information technology, while 39.1 % used the dual approaches (Table 5.14). The total 

single approaches were only used by 16. 9% of all respondents. No respondent used single 

political. symbolic or other approach to managing change in information technology. No 

respondent checked NIA (not applicable) fr)r each response. 

The structural and human resource approaches \Vere favored by directors choosing 

dual or multiple approaches. Most likely, these approaches appear together more often 

over the others because directors spend much of their time \Vorking with a variety of 

people and realigning roles and duties of staff in ctnTent academic libraries that arc 

caught up in the mode of rapidly changing technology. 

The ··other" approach was noted by 9. 9% respondents. 0 f these respondents, 21 

commented on the ··other'' approach they used. Hmvever~ only four of the 21 respondents 

listed a true ··other'' approach rather than one of Bolman and Dcal's approaches. Other 

approaches included outsourcing of technology work, \Vebpagc design and maintenance, 

and the use of consultants to analyze staff skills. According to the Bolman and Dcal's 

criteria for coding the open-ended frame responses cited in Appendix E, nine responses 

were actually the structural approach~ seven. human resource: and one. political. The 

remaining 24 respondents made no comments and therefore could not he ruled out as not 
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actually using ··other" approaches. Consequently. 28 respondents are included in the 

.. other approach" category in Table 5.14. 

The free comments on the ··other'' approach respondents used demonstrate that 

directors used structural and human resource approaches more than other approaches. 

They mainly reorganized services and resources. set change goals and schedules, 

increased the size of staff, coordinated with other entities, and realigned job descriptions. 

At the same time, they managed change through communication and collaboration, and 

by supporting and empowering the staff. They did not mention any symbolic approach 

used. 

Dependent Variables 

Table 5.14 shows descriptive statistical results of the dependent variables used in 

the analysis. The dependent variable is the <liredors' approaches to managing change in 

information technology. It has three main categories: (I) single approaches~ (2) dual 

approaches; and (3) multiple approaches. The single approaches have three 

subcategories: (1) structural~ (2) human resource~ and (3) political. 
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Tahlc 5. 14: Approaches Used in Response to Question 9: llow Do You Manage Change 
in Information Technology'! (N = 455) 

Approaches Used 

SJNGLE APPl~OACUES 
STRUCTURAL 
• Manage change through downsizing 
HUMAN RESOURCE 
• Manage change by developing employees' new skills 
POLITICAL 
• Manage change through the decentralization of power 
SYMBOLIC 
• Manage change by rcdelining the meaning of work in high­

technology environments 
OTHER 
• Use a completely different :.ipproach 

f otal Responses 

DUJ\l_ J\PPROJ\C•IES 

• Structural and human resource 

• I luman resource and political 

• I luman resource and symbolic 

• Human resource and other 

• Political and symbolic 

Total Responses 

MULTIPLE APPROACHES 

• Structural. human resource, political, and symbolic 

• Structural, human resource, and political 

• Structural, human resource. and symbolic 

• Human resource, political, and other 

• Human resource, political, and symbolic 

• Human resource, political, symbolic. and other 

• Human resource. symbolic, and other 

Total Responses 

Legend: No. = Number 

Independent Variables 

No. of Responses (4~ 10) 

11 (2.4) 

62 ( 13.6) 

4 (0.9) 

0 (0) 

0 ( 0) 

77 ( 16.9) 

5 (J. I) 
46 ( I 0.1) 

119 (26.2) 

7 ( 1.5) 

(0.2) 

178 (39.1) 

14 (3.1) 

4 (0.9) 

II (2.4) 

2 (0.4) 

150 (33 .0) 

15 (3.3) 

4 (0.9) 

200 (44.0) 

Independent variable statistics are noted in Table 5.15. Gender is a nominal 

variable. Age, education leveL library size, and the number of subordinates are ordinal 
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variables. Library type is a nominal variable with three categories. The other statistics 

(years of work, number of different positions, etc.) are continuous variables. 

Age had nine categories (25-29 years, 30-34 years, and on up to> 65 years). Six 

educational levels were noted. ranging from bachelors degree to doctorate. Choices of 

library type were based on the Carnegie classifications, and the library size coincided 

with student enrollment. The high correlation between the number of subordinates and 

the number of library branches (r = .716) may indicate a potential multicollinearity 

problem. Therefore, the original continuous variable of the number of subordinates was 

recoded to four categories. 

Table 5.15: Descriptive Statistics of Independent Variables Used in the Anal}·sis 
(N = .t55) 

Variables Percent/Mean SD 

Male 44.2(~0 

Age (9-point scale) 7.0" 8.0° 

Education level (6-point scale) 4.0a 5.0° 

Y cars of present position 8.7 7.9 

Years of all directorship, or 12.1 9.3 

deanship (or equivalent) 

Years involved in all 26.6 9.8 

library services 

Number of different library ➔ .s 2.7 

professional positions 

Number of subordinates 2.(/ 3.0b 

Number of library branches 1.6 3.4 

Library type (3-point scale) 2.0" 2.0h 

Library size ( 4-point scale) 1.0" J .Oh 

Legend: SD -'- Standard deviation 
;i Median," Range 
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Results of Bivariate Crosstabulation and x2 Test 

The hivariate cross-tabulation indicated that there were many significant 

associations between the independent variables and the directors' approaches to 

managing change in information technology (Table 5.16 ). The chi-square test was used to 

check \Vhether t\vo nominal variables are independent from or related to each other 

(Sarantakos 2005, 385). The collected continuous variables were recoded as the 

categorical ones. The ordinal variables with more categories were also recoded for the 

sake of reliable results. Results indicated that demographics, human capital. and library 

characteristics could be used to predict respondents' approaches to managing change in 

infrmnation technology. 

The i test shows that there was a very significant relationship between 

directors' approaches and gender at the .01 level. The minimum expected count is 

34.02. The result can be trusted. Females were more likely than males to use dual 

approaches to manage change in info1mation technology~ while males were more likely 

than females to use multiple approaches. 

The i tests did not detect any significant relationship between directors' 

approaches and these variables: age and education level at the .05 level. However. the 

percentage results display that directors who \Vere t\vcnty-five to thirty-nine employed 

single and dual approaches more often than those with other age groups. while directors 

\vl10 \Vere forty or more used multiple approaches more than those \Vith other age groups. 

This supports the hypothesis that the older directors use multiple approaches more often 
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than the younger ones \vhile managing change. Those who obtained MA/ivlS not in 

library science and other used the single approach more olkn, while those who got MLS 

plus other master~s degree used dual approaches more often. Those who had a PhD used 

multiple approaches more otlen than those with other education levels. 

The i test shows that there was a very significant relationship between directors' 

approaches and library type at the .05 level. The minimum expected count is 19.12. The 

result can be trusted. Those who worked for a doctoral-granting college or university 

were more likdy to use multiple approaches, while those vvho worked for a 

baccalaureate-granting college or university were more likely to use single and dual 

approaches. This supports the hypothesis that directors who work fix a higher academic 

degree college or university are more likely to use the multi-frame approach than their 

counterparts. 

The/ test detected a significant relationship between directors' approaches and 

library size at the .05 level. The minimum expected count is I 0.32. The result can be 

trusted. Those who worked for a college or university with less than I 0,000 total student 

enrollment were more likely to use single and dual approaches, while those who worked 

for a college or university vvith 10,000 to 19,000 student enrollment were more likely to 

use multiple approaches. 

In Table 5.16 (continued) below, the i tests show that there were no significant 

rclationshi ps between directors' approaches and these variables: years of present position, 

years of all directorship, and number of library branches at the . IO level. However, the 
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percentage results Jcrnonstratc that directors who had been in their current positions fi.)r 

lc\vcr than one year to frrnr years slightly used dual approaches more. while those for five 

to nine years slightly used multiple approaches more. Those who had been in directorship 

for fowcr than one to four years used the multi-frame approach more. Those vvho oversaw 

tvvo or more library branches used the multi-frame approach more. 

According to the result of the/ test, there was a significant relationship between 

directors· approaches and total years of library service at the .05 level. The minimum 

expected count is 9.48. The result can be trusted. Directors vvl10 served in libraries for 

thirty or more years were slightly more likdy to use multiple approaches. while those for 

fewer than one year to fou11cen years were more likely to use single and dual approaches. 

The result of the/ test displays that there was a significant relationship between 

directors' approaches and number of different positions at the .05 level. The minimum 

expected count is 16.08. The result can be trusted. Those \Vho held seven or more 

different positions were more likely to use the multi-frame approach, while those who 

held one to three different positions were likely to use single approaches. Those \Vho 

held four to six difterent positions were slightly more likely to use dual approaches. 

The/ test detected a very significant relationship betvveen directors· approaches 

and number of subordinates at the .00 l level. The minimum expected count is l 1.0. The 

result can be trusted. Directors who oversaw thirty or more subordinates \Vere more likely 

to use the multi-frame approach. while those who ovcrsa\v ten to nineteen subordinates 
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\Vere slightly more likely to use dual approaches. Those who oversaw one to nine

subordinates were more likely to use single approaches. 

Table 5.16. Percentage Distribution of Directors' Attitudes toward Approaches Used to 
Manage Change in Information Technology (N = 455) 

Approaches Used ('�/o) 
Single Dual 

Gender 
Female 16.5 45.3 
Male 17.4 31.3 
x2 °= 9.969. df ,= 2. p ,_ .007 
Age 

25--39 19.2 57.7 

40-59 17.0 37.8 

60- >65 16...l 38.4 

x-2 = 5.?.76, df = 4, p ·c. .260

Education Level

MA/MS not in 22.2 ..., ..... ., -'-' ·-' 
Library Science & Other 

MLS 18.6 39.0 

MLS plus other 17.4 44.1 
master's degree 

PhD 12.1 ., ') ..., 
-'-·-' 

x-2 =-' 8.541, df _; ·  6, p ,,._ .20 I

Type of Institution

Baccalaureate-granting 24.8 42.5 

Master-granting 15.1 39.5 

Doctoral-granting 13.4 36.3 

x2 == 11.053. df = 4, r -- .026

Total Student Enrollment

< 10,000 19.8 40.4 

10,000-19.999 10.8 33.8 

20,000 or more 8.2 37.7 

x2 ,� I 1.038, df "4, p " .026

Total 16.9 39.1 
No. (77) ( 178)
Legend: No. "-' Number

l09 

Multiple Total No. 

38.2 100.0 (254) 
51.2 100.0 (201) 

23.1 100.0 (26) 

45.2 100.0 (283) 

45.2 100.0 ( 146) 

44.4 100.0 (18) 

42.4 100.0 (177) 

38.5 100.0 ( 161) 

55.6 100.0 (99) 

32.7 100.0 ( 113) 

45.4 100.0 ( 185) 

50.3 100.0 ( 157) 

39.8 100.0 (329) 

55.4 100.0 (65) 

54.1 100.0 (61) 

44.0 100.0 
(200) (455)
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Tahlc 5.16 (conti�-----··----·-·
Approaches Used('>,<>) 
Sinule Dual Mult�e Total No. 

-----� 
Y cars of Present Position 

0 - ..• 15.6 40.1 .• 4.J I 00.0 ( 167) 

5-9 16.7 38.2 -l5. I 100.0 (144) 

IO or more 18.8 38.9 42.4 100.0 ( 144) 

x.2 " 681, df =0 4. p C .
• 954 

Years of All Directorship 

0-4 16.7 37.0 46.3 100.0 ( 108) 

5-9 18.3 39.1 42.6 100.0 ( I 15) 

IO - 14 11.4 43.0 45.6 100.0 (79) 

I 5 or more 19.0 38.6 42.5 100.0 ( 153) 

x.2 · ,  2.673, df '" 6. p -= .8�l9 

Years of Library Services 

0 -14 26.8 416.4 26.8 100.0 (56) 

15 -29 17.4 36.6 45.9 100.0 ( 172) 

30 or more 14.1 39.2 -l6.7 100.0 (227) 

{.!. , 9.652, df .:: 4, p .: .047 

Number of Different Positions 

0-3 24.2 35.9 39.9 100.0 (153) 

4-6 15.0 41.5 43.5 100.0 (207) 

7 or more 9.5 38.9 51.6 100.0 (95) 

{2 c: 10.898, df,,.. 4, p = .028 

Number of Subordinates 

I -9 25.0 39.8 35.2 100.0 ( 128) 

IO - 19 20.J 42.3 37.4 100.0 (123) 

20 -29 15.4 38.5 46.2 100.0 (65) 

JO or more 7.2 36.0 56.8 100.0 ( I 39) 

;(2 :c 23.105, Jf ·-6, p , .. 001 

Number of Lihrary Branches 

0 17.7 ,.Q.1 40.2 100.0 (164) 

20.4 38.J 41.3 100.0 ( 167) 

2 or more 11.3 36.J 52.4 100.0 (124) 

x) ,= 6.992, df -= 4, p �, .136

Total 16.9 39.1 ,l4.0 100.0 
No. (77) ( 178) (200) (455)
Legend: No.·' Number 
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Results or Correlations 

In Table 5.17 Paiis l - 2 (see Appendix F). hi variate correlations show· that there 

are many significant correlations between the independent variables and the directors' 

approaches to managing change in infonnation technology. 

Correlations hetu·een Independent Variahles and Dependent Variahles 

The results of this study concu1Ted with a number of the hypotheses presented 

earlier regarding the use of multiple approaches (Table 5.17 Part 1 ). In this study, 

cotTclations behvccn the following variables and the use of multiple approaches were 

detected to be positive and significant: 

• Male 

• Age 

• Education level 

• Total years of library service 

• Number of different positions 

• Number of subordinates 

• Library type. or library size 

The above-mentioned predictors except for the first two ones and \Vcak correlations were 

also noted ic)r directors who used both dual and multiple approaches. Directors \Vho had 

higher education levels, served in libraries for longer periods of time, held more different 

positions, oversaw more subordinates, or worked at a large school or library. or at 

universities with higher enrollment \Vere more likely to use multiple approaches or dual 
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and multiple approaches to manage change in information technology than their 

counterparts. 

The correlation results contradicted the hypothesis that females would be more 

likely than males to use the multi-frame approach. There was a very significant 

relationship bet\vcen males and the use of multiple approaches when managing change. 

This study agreed with many of the hypotheses. However, the study results did not 

coincide with the hypothesis that directors who held their current positions for longer 

periods of time ,vould choose multiple approaches. 

There \Vere many significant correlations between the independent variables and 

the approaches chosen to manage change (Table 5.17 Part 1 ). The structural approach 

was more likely to be used by directors overseeing more library branches. The human 

resource approach was more likely to be used by directors who had been in their current 

positions for a longer period of time. However, negative correlations \Vere noted for 

directors who had higher education levels, more library service, and more subordinates in 

addition to working at a large school or library. The political approach was used most 

ottcn by directors ,vho \Vorkcd at universities with higher enrollment. None of the 

respondents used the symbolic approach as a single approach. 

Single approaches \Vere more likely to be used by directors who had been in their 

current positions for longer periods of time. Male directors \Vere less likely to use the 

dual approach than their counterparts. 

112 



The abovc-JiscusscJ con-elations between predictors and dependent variables 

\Vere significant. I l0vvcvcr, they were very \vcak an<l low because their calculated r 

values were below .30. The calculated r values did not illustrate moderate correlations 

( .40 to . 70) and strong correlations ( . 70 or more). 

Corre/at ions among Independent Variahles 

The correlations among independent variables are also given in Table 5.17 (Part 

2) (see Appendix F). The final correlation between number of subordinates and number

of branches \Vas not detected to be high, indicating no multicollinearity problem. The 

other variables did not have a high degree of collinearity. The correlations ranged from 

.008 to .517. These three categories of prcdictors--dcmographics, human capital, and 

library characteristics-could be used to predict respondents' approaches to managing 

change in infom1ation technology. 

Results of Multinomial and Binary Logistic Regressions 

The hypotheses of this study focus on directors' use of multiple approaches 

versus single approaches. Thus. ··single approaches'' is used as the reference category. 

Table 5.18 lists the multinomial logistic regression estimates that predict directors· 

approaches to managing change in infonnation technology. The estimated pseudo R
2

displays that this set of variables/subscalcs explains 13.3% of the variation in the 

directors' approaches to managing change in info1mation technology. The results show 

that independent variables-age, number of subordinates, and years of all library 

scrvice-signi ficantly impact the outcome variables. 
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There was a negative and significant re lationship between age and single 

approaches ve rsus dual approac hes . This impli es that each additional leve l in age 

decreases the likelihood by 18.0% (.820 - I = -.18) in us ing dual approaches rather than 

s ingle approaches. Older directors \Vere less likely to use dual approaches than younger 

di rectors. 

There was a signiticant and positive relationship between the number of 

subord inates and the use of s ing le approaches versus dual approaches. Each additional 

leve l in the number of subordin ates increases the I ikelihood by 36. l % (l - l.361 = .36 l) 

of us ing dual approaches rather than sing le approaches. This indicates that those who 

oversaw more subordinates were more likely to use dual approaches than those who 

oversaw fewer subordinates. 

/\ very significant and positive relationship between the total years of library 

service and the use of single approaches versus multiple approaches was detected. Eac h 

additional year of library service increased the likelihood of using multiple approaches by 

5.0% (_ 1 - 1.050 = .050). This indicates that those who had more years of library se rvice 

were more likely to use multiple approaches than those \Vho served in libraries for shorter 

periods o f time. This supports the hypothesis that directors \Vho have been in library 

service for lon ger periods of time are more likel y than the ir counterparts to use the multi­

frame approach to dea l \Vith change. 

There was a s ignificant and positive re lationship bet\veen the number of 

subordin ates and the use of s ing le approaches vers us multiple approaches. Each 
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aJJitional kvcl in the number of suborJinates increases the likclihooJ of usin g multiple 

approaches by 56.0°/4) ( 1 - l .560 = .560). This indicates that those who oversaw more 

subordinates were more like ly to use multiple approaches than their counterparts. This 

conti1ms the hypothesis that directors who oversee more suborJinatcs are more I ikely 

than their counterparts to use the multi-frame approach than any other type of approach 

when Jealing with change. 

The rdationship between male and the use of dual approaches \Vas detected to be 

marginally sign ificant (signifi cance near .1 0). T his was also true for the relationship 

between the total years of library service and the directors~ use for dual approaches. The 

other variables might not have any significant impact of the directors· approaches used 

(significance l'ar from. I 0). 

Binary log istic regress ion was used to check whether the results would change. 

Table 5.19 repo rts binary logistic regression estimates that predict directors· 

approaches to managing change in information technology. The estimated pseudo R2 

indicate , that this set of vari ablcs/subscal e c. plains I 0 .8% of the variation in the 

Ji rectors· approaches to managing change in information technology. Results 

Jcmonstratc that independent variab les, such as total years of lib rary service and the 

number or ' Ubordinates, show sign ificant impact on the outcome variables. How·evcr, the 

predictor of age did not significantly in11ucnce rcsponJents' approaches used. 
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Tahlc 5.18: Multinomia l Logistic Rcgn~ss ion Estimates Predic ting Approaches to 
Chanoc in Information Tcchnoloov (N = -tSS 

Dua l /\pproaches Multipl e /\pproachcs 

vs. V S. 

Sin g le 1\ppruachcs Single Approaches 

Predictors /3 ex (/3) [] ex (B) 

Ma le -.~n<-+ .623 .255 1.290 

(.298) (.2%) 

Age -. 199* .820 -. 11 2 .894 

(. I 15) (. 117) 

EJucat ion Leve l .070 1.0T2 . 160 1.173 

(. I ...i0) (. 139) 

Y cars or Present Position -.025 .976 -.030 .97 1 

(.02...i) (.024) 

Total Y ca rs o r Dircctorsh ip .016 1.01 7 -.024 .977 

( .02~l) (.02-l) 

Total Yea rs o f .028 I .029 .049*** 1.050 

Library Serv ice (.020) (.020) 

No. o f Diffe rent .07 1 1.073 .049 1.050 

Pos itions (.066) (.06 7) 

No. o f .309** 1.36 1 .--MS *** 1.560 

Subordinates (.145) (. 144) 

No. o f Library -.047 .954 -.046 .955 

Branches (.052) (.05 1) 

Library Type -_ 0,., 4 .966 .068 1.071 

(.227) (.227) 

Library Size .24 1 1.272 .255 1.291 

(. 237) (.236) 

onstant .209 - 1.449* 

( .800) (.82-) 

-2 log likclihooJ 880 .5 

Mode l x2 56.0 

Pseudo R2 . 133 

[)f "11 

N 455 

Noles : The /J is the log istic reg ress ion coefficient: ex p (/3) or odds ratio is th e anti log of 13 : 
and standard errors are in parentheses. 
*p--- 0 . 1 0; **p <: 0.05: ***p ·=_ 0.01: **** p ~ 0.00 I 
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Table 5.19: Binary Log i tic Regression Estimates Predicting Approaches to 
Manaoino Chanue in Information Tcchnolouv N = -t55) 

Predictors 

Ma le 

Age 

Educat ion Leve l 

Y cars of Present 1>osition 

Tota l Y cars o r Dircctorsli ip 

Tota l Years of Library Servi ce 

No. of Different Positions 

No. or Subordinates 

No. o f Library Branches 

Library Type 

Library Size 

Constant 

-2 log likelihood 

!Vlodc l / 

Pseudo R2 

Df 

N 

Dua l & Multiple Approaches vs. 

Sin gle Approaches 

R cxp(B) 

-. 107 .899 

(.274) 

-. 156 .856 

(. 106) 

.110 1.116 

(.1 29) 

-.027 .974 

(.022) 

-.004 .996 

(.022) 

.039* * 1.039 

(.0 18) 

.059 1.061 

(.062) 

.382*** 1.466 

(. 136) 

-.048 .954 

(.048) 

.016 1.01 6 

(.2 1 ()) 

.254 1. 290 

(.225 ) 

. 11 2 1. l 19 

(.745) 

383.3 

30.5 

. 108 

II 

455 

Notes: The B is the logistic regression coefficient: ex p (BJ or odds ratio 

is the ~111ti log of /3: an d standard errors are in parcnthcsc . 

*p-~0. 10; **p-::0.50 ; *** p ~ ().() I : *** *p < 0.00 I 
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Taking into account the inJcpcnJcnl variables used in Lhi s s tud yi Tab le 5.20 

reports on the multinomial logistic regression estimates that preJict the directors· 

approaches to managing change in information technology. As a reference category, the 

human resource approach was uscJ more often than any other sin gle approach. The 

estimated pseudo R2 inJicatcs that thi s set of vari ables/subscales explains l 9.2% or the 

variation of the directors' approachc to managing change in information technology. 

Results show that inJependent variabk s. such as age, the number of library branches. the 

number of subordinates, and the total years of library se rvice. sign ificantl y i mpi.lC t the 

outcome variabl es. 

Age was pos itive ly and significantly as ·ociateJ with the probability o f using the 

structural ap proach rather than the human resource app roach to manage change in 

information technology. Eac h additional level in age increased the likelihood by 98.7% 

that directors wou ld use the structural approach rather than the human reso urce approach. 

Older directors were more likely to use the structural approach than yo unger directors. 

Age ha<l no signi licant effect. however, on the use or lhe human resource approach versus 

politica l. dual , and multiple approaches. 

The relationship between the number of library branches and the use of the human 

resource approach versus structural approach was positive and significant. Eac h 

additional numb1.,;r of library branches increased the likelthood by 24.9% o f using the 

structural approac h rather than human reso urce approac h. The more library branches 
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directors oversaw, the more li kely they were to use the structural approach while 

managing change in infom1ati on tec hno logy than their counterparts . 

A significan t and pos iti ve rela tionship between the number o f subordinates and 

the use of the human reso urce approach versus dual approaches was dekcted. Directors 

in charge of more subordinates were more likdy than their counterparts to use dual 

approaches rather than the human resource approach to manage change in information 

techno logy. For eac h additi ona l leve l in subordinates, this likelihood increased by 3 l .3%. 

The relati onshi p between the number o f subordinates and the use of the hum~m 

resource aprroac h versus multiple approaches was detec ted to be pos iti ve and very 

significan t. t:Jch additi onal level in suhordinates increased th~ likelihood by 50.4% in 

using mu lti ple approaches. Directors in charge of more subordinates \Vere more like ly 

than the ir counterparts to use multiple approaches. This supports the hypothes is that those 

who oversee more subordinates arc more likely than their counte rparts to use multipl e 

approaches when managing change. 

There was a signifi cant and pos iti ve relati onship between the years o f all library 

serv ice and the use o f the human resource approach ve rsus multiple approaches. Those 

who had more years of all library serv ice were more likely than their countcrpm1s to use 

the multi - frame approach rather than hum an resource approach \vhcn managing change in 

info 1111a ti on techno logy. For each additional year ol' li brary service, thi s like lihood 

increased 5..-1-%. This confi rms the hypothesis that directo rs who have been in library 

11 9 



services for longer periods of time are more like ly to use multiple approaches than their 

counterparts. 

In terms of using the human resource approach versus the structural approach, 

library type was a margina ll y significant detector (significance close to . IO). Th is was 

al so true for the relationship between total years of present pos iti on an<l use of the human 

resource approach versus multiple approaches. However, the results of other variables Jid 

not signi ticantly impact the directors - approaches used (sign i ticance for from .10). 
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Ta hie 5.20: Multinomia l Logist ic Reg ress ion Es timates Predictin g Ap proaches to 
Managin., Chanuc in Information Tcchnolo (N = -t55) 

Predictors 

Male 

Age 

Ed ucation 

Y cars of Pre ·cnt Posi tion 

Tota l Years of Directorship 

Tota l Y cars of Library Service 

No. of Different Pos itions 

No . of Subordinates 

No. of Library Branches 

Library Type 

I ,ibrary Size 

Constant 

-2 log I ikel ihooJ 

Model x_ 2 

P. cudoR 2 

Df 

N 

Struelu ra l 

vs . 

I luman Reso urce 

B ex (8) 

I. I 13 ] .043 

(.783) 

.()86 ** 1.987 

(.342) 

.08 1 I .084 

(.3"2) 

-.007 .993 

(.057) 

-.044 .957 

(.060) 

-.008 .993 

(.043) 

-. I 03 .902 

(. 178) 

-. 175 .840 

(. "68) 

))'"):I< 1.249 

(. 129) 

.850 2.34 1 

(.5 8 1) 

-.286 .75 1 

(.59_) 

-7 .632* ** 

(2.6 73) 

Po litical 

VS. 

Human Resource 

11 

-.868 

(1.376) 

A52 

(.5 77) 

.228 

(.585) 

-.220 

(. 159) 

-.045 

(.089) 

. 107 

(.076) 

-.548 

(.383) 

-.080 

(.488) 

.022 

(.230) 

.404 

( l .032) 

1. 11 9 

(.675) 

-7 .657* 

(4.282 ) 

ex (_B) 

.. no 

1.57 1 

. 1.256 

.803 

.956 

1. 11 J 

.578 

.923 

1.023 

1.497 

3.062 

944.0 

85.8 

. 192 

44 

455 

/\/ot u.,·: '1:hc /3 i · the logistic reg. re sion coe ffici ent; exp (/3} or odds ratio is the anti log of 
13: and ~ta1H.lard errors arc in parentheses . 
*p< 0. 10: **p- 0. 50 : ***p <_ 0 .0 1; **** p ~ 0 .00 I. 



Ta hie 5.20 continued) 

Dua l M ul t iple 

vs. vs. 

I luma11 Resource Human Resou rce 

Predictors {] ex (/3) B ex (fJ 

Male -. -W I .670 .33 0 1.39 1 

( . .,25) ( .325) 

/\gc -. I 06 .899 -.0 14 .986 

( . 124) (. 126) 

Education .084 1.087 . 174 1.19 1 

(. 153 ) (. 153) 

Years uf Present Posi tion -.0 2 .968 -.(f'7 .963 

(.026) ( .026) 

l'ota l Years or Directorship .009 1.009 -.03 1 .969 

( .026) ( .026) 

Tota l Y cars of Libr ... 1ry Service .0"2 1.032 .05.,** 1.054 

( .022) (.02") 

No. of Di ITcr.ent Positions .040 1.04 1 .0 16 1.016 

( .066) ( .068) 

No. o f Subordinate .273* I ." 13 .408** 1.504 

(. 160) ( . 160) 

No. of Library Branches .058 1.060 .058 1.060 

(. I 12) (. I 12) 

I ,ibrary Type .066 1.068 . 174 I. 19 1 

(.246) ( .247) 

Library Size . .,38 1.403 .350 1.419 

( .297) (.297) 

Cons tant -A06 -2.092 * * 

( .852) ( .883) 

-2 Ing likelihood 9 ... i ... i.o 

Model x2 85 .8 

Pseudo R2 . 192 

l)f 44 

N 4 -5 

Notes: The /3 is th e log istic rcgn.:-ss ion coefficient ; exp (BJ or odds r;,itin is tile ~mri log of 

IJ: ~ind ~tandard e1Tors arc in parentheses. 
* p✓ o . 10 : ** p· o.so; *** p -: 0.01 : ****p / 0 .00 1. 
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Questions l O through 17 address the directors· approaches based on two 

hypothetical scenarios from Curzon (2005). T he responses to these questions are given in 

Chapter V[ Fi nJings an<l Discuss ions (Continued). 

Open-Ended Sur\'ey Results (~/, tcademic lihrmy Director . ...,·· 

Approoches lo Change Alanagement 

Quest ion I 8. Pleuse comment on uny upprooch yo11 huve employ<!cl lo manoge change 
since you hecwne u clire<.:lur. 

Among --1- 55 respondents in the final analysis of this s tudy, 183 directors ('-W.2%) 

responded to this survey question. Two respon ,es did not mention any speci lie approach 

and were exc luded from thi s analys is . The results of the completed s urveys from l 8 l 

res ponde nts are presented as follows. 

Personal and Organizational Information 

The personal and organizational information of the 181 respondents who 

co mmented on any approach they had employed arc given in Tables 5.2 1 and 5.2- . More 

females (58% ) than males (42%) responded to the survey. They represent a mean of 27.8 

years of I ihrary serv ice. 

The respondents had superv ised a mean of 41 .2 subordinates. However, the 

standard dev iation \Vas much larger than the mean because the data for respondents' 

number of subordinates were hi ghl y skewed . The result showed that 5 l (28.2%) 
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supervised one to nine subordinates, whereas 62 (34 .3(% ) thirty or more. The maximum 

number vvas 600. 

Table 5.21: Open-ended S urvey Question's Results of 
Arnde'mic Library Directors' Personal Information (N = 181) 

l">c rsunal 

1 n fo rmati on 
Ma le 

Fem ale 

/\ge ( Years) 
25-29 

30-34 

35-39 

45- 49 

50- 54 

55 -59 

60- M 

>65 

EJucat ion Leve I 
O th er 

MA/MS not in Library 
Science 

MLS 

M LS plus other 111astt:r 's 
Degree 

PhD 

MLS plus PhD 

No. of Responses 
( •i'o) 

76 
( 42.0) 
105 
(58 .0) 

0 
(0) 
2 
(I.I ) 
5 
(2 .8) 
4 
CU) 
13 
(7 .2 ) 
JO 
( 16.6) 
63 
(34.8) 
46 
(25 .4) 
18 
(9 .9) 

I 
(0.6) 
5 
(2.8) 
64 
(35 .4) 
62 
(3,U) 

17 
(9 .4) 

( 17.7) 
Legend : NO = Number, SD = Standard devi ation 
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Tahlc 5.22: Open-cm.kt.I Suncy Question's lksults of Acatkmic 
Library Directors' Organizational Information (N = 18 1) 

Organi zational No. of Mean 
ln form:ll ion Responses (SD) 

(%) 
Pos ition Title 

Co llege Librarian I 

(0.6) 
Dean -is 

(24.9) 

Director ,n 
(67.4) 

University Librarian I '"' 
(7.2) 

Work. Servi ce 
Years Jt Presen t Posi tion 9.3 

(8 .3) 
Y ca rs of Dircctorsh ip. 13.1 

Deanship or Equivalent (9 .6) 

Y cars of Library Service 27 .8 
(9.4) 

Number of Different .5. I 
Proressiona l Library Pos itions (3 .3) 

Number of Subordinate · 41.2 
( 69 .5) 

Number or Library Branches 1.7 
( 4 . I) 

Type of Institution 
Bacca laurcate-granti ng 42 

(23.2) 

Master-grantin g 7'"' 
( 40.3) 

Doctoral -gra nting 66 
(.36.5) 

Tota l Stud ent Enrollment 
< I 0,000 127 

(70.2) 

l O .()00- I 9,999 
,.,,., 
_ .) 

( 12. 7) 

20,000 29.999 17 

(9 .4) 

30,000 or more 14 
(7 . 7) 

Legend : No. Number, SD = Stan lard deviation 
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Coding Results 

The qualitative data on frce-fonn comments from 181 survey respondents ,vere 

coded according to Bolman and Deal ' s criteria for coding frame responses. as given in 

Appendix E, Table 4.4. The majority (50.3 %) of directors used si ngle approaches when 

manag ing change, \.vhilc 28.2% used dual approaches (Table 5.23 ). Multiple approaches 

\.Ve re on ly used by 2 1.5% of all respondents. 

Directors seemed to prefer the structural approach. They defined the rationale for 

change, re-engineered structure, redesigned facilities, reassigned duties, expanded the 

units, increased the size of stalI rev iewed the position descriptions with personnel on a 

frequent basis, engaged in long-term planning, and established shared goals and 

objec ti ves. /\t various times. directors also chose the human resource, pol i ticaL and 

symbolic approaches. They manuged change using staff involvement. communication. 

empowering staft: training and supporting people, and li stening. They mainly obtained 

ass istance from the state system, and resolved contlicts. They developed visions and 

va lues, celebrated successes. and worked on morale problems. 

Other approaches chosen included ex-sourcing. outsourcing or bringing in ou tside 

consultants as \.veil as facilitators. Thi s method \.Vas chosen when the directors were in 

need of taking ·taff to other librari es, identily ing obstacles to change and strategies. and 

helping with communication and leadership development. 

The structural and human resource approaches were favored by directors choosing 

dua l or multiple frames. These two approaches blend nicel y together and enable the 
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directors to Cocus on both goals and their stall while managing ch::mge. Directors spend 

much of their time working with a vari ety of people and reali gning roles and Julies o f 

staff to readdress changes brought on by technology. 

Dependent Variables 

Table 5.23 shows dcscriplive stati stical results of the depe ndent variabl es used in 

the analysis . The dependent variable is the directors' approaches to managing change . It 

encompasses sin gle, duaL an<l multipl e approaches. The single approaches have five 

subcategories : ( l ) structural: (2) human resource: (3) political ; (4) symbolic : and (5) 

other. 
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Ta hie 5.23: Coding Res ults on Academic Library Directors' Approaches Used 
in Response to Question 18: Please Comment o n Any Approach You Have 
Em 1lovc<l To Mana 1e Chanuc si nce You Became a Director (N = 181) 
Approaches Use<l No. of Responses C1,u ) 

S IN(_i_L_f:_ i\PPROAC I IFS 
• Structural 

• I luman resource 

• Po litica l 

• Symbo lic 

• Other 
Use a comple tely di ffcrent ;:ipproac h 

Tota l responses 

Dlli\L i\PPRO/\C I IES 

Structur:-il and human resource 

Structura l and symbo lic 

St ructural an<l other 

I luman resource and po lit ica l 

1 luman resource and symbo li c 

• 11 um .. 111 resou rce and other 

Tota l Responses 

MlJLTIPL E i\PPRO/\C I IES 

• 

• 

StructurcJ I. hum an resource. po lit ica l, and sy mbolic 

Structural, human resource. and politica l 

Stru ctura l, human resource. ::i nd symboli c 

Strnctur:11, human resource. :1nd other 

Structural. hum an resource, symboli c, and oth er 

I lum an resource. politi ca l, .. ind symbo lic 

Tot:.il Res onscs 

Lc!.!,end : No. c. Number 

Independent V;:-iriables 

49 

6 

6 

7 

9 1 

37 

2 

I 

4 

6 

51 

9 

3 

39 

( 12.7) 

(27 .1 ) 

(3 .3) 

(3 .3 ) 

(3.9) 

(50.3) 

(20.4) 

( I . I ) 

(0.6) 

(2 .2) 

(3.3) 

(0 .6) 

(28.2) 

(0 .6) 

(5.0) 

( 12.7) 

( I . 7) 

(0.6) 

( I . I ) 

(2 1.5) 

I ndcpendcnt vari ab le stati sti cs arc noted in Tab le 5.24. GcnJcr is a nominal 

variable. /\gc. ed ucati on lcvcL li brary size. and the num ber of subordinates arc ordinal 
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variables. [ ibrary type is a nominal variable \Vt th three categories. The oth er stati stics 

(years of work. num ber o f di ffcrent pos itions, etc.) are continuous variables. 

Age had nine categori es (25- 29 years, 30- 34 years. and on up to > 65 years) . Six 

educational levels were noted, ranging from bachelors degree to doctorate. Choices o f 

library type we re based on the Carneg ie classifications. and the library size coincided 

with student enro ll ment. The high correlation between the number o f subo rdinates and 

the number of library branches (r = .750) may indicate a potential multi co llineari ty 

problem. T herefore. the ori ginal continuous variable of the num ber o f subo rdinates was 

rccotkd to four categories. 

Tab le 5.2-t: Descri ptive Stat istics or Independent Variables Used in the A nalys is 
(N = 18 1) 

Va riab les 

Male 

Age (9-po int scale) 

fal ucat ion leve l (6-po int sca le) 

Y cars or present position 

Tota l years of al I direc torship 

Tota l years of li brary serv ice 

No. of di llcrcnt positions 

No. subord in ate · 

No. library branchc -

Library ty pe (]-poin t sca le) 

Library size (4-po int sca le) 

Legend : No . . c= umber, SD - Standard dev iati on 

·' Medi an b Ran oc , :::::, 
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Percent/Mean 

42% 

4.0a 

9.J 

13. 1 

27.8 

5.1 

2.0" 

1.7 

2.0" 

1.0" 

SD 

5.0" 

8.3 

9.6 

9.4 

3.3 
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Results of Bivariate Crosslabulation and x.,2 Test 

The bivar1atc cross-tabulation indicated that there \Vere many signitic '-mt 

associations between the independent variabks and the directors' ap proaches to 

managing change (Table 5.25 ). The chi-square test was used to chec k \vhether two 

nom inal variables are independent from or rdatcd to each other (Sarantakos 200\ 385). 

The collected continuous variables were recoded as the categorical ones. The ordinal 

variables with more catego ries were also recoded for the sake of reliable results. Results 

ind icated that demographics, human capital. and library characteris tics could be used to 

pred ict respondents· approaches to managing change. 

The i test di splayed a statist icall y ·igni ticant relationship between gender and 

approaches to managing change at the . l O level. The minimum expected count is l 6. ~ g_ 

The resul t can be trusted. The results show that male were more like ly than females to 

use single and multiple :.1pproaches to manage change, while females were more likely 

than males to use dual ap proaches. 

The i tests did not demonstrate any stati stically signiticant rel ationships between 

directors' approaches and these predictors: age. education level, library type. and library 

size at the . IO level. However, the percent.age results show that directors w ho \Vere 

twenty-five to thirty- nine employed sin gle approaches more, while directors who vverc 

sixly or more used the multi-frame approach more. Those who obtained MA/MS not in 

library sc ience and other used dual and multiple app roaches more, while those who had 

PhD used the single approach more. Those \vho \VO rkcd ror a doctoral -granting college or 
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university used si ngle :md multiple ap proaches more. Those \Vho worked for a college or 

un ive rsity \Ni th less th,Jn 10.000 stuJcnt enrollment used the singl e approach more, vvhile 

those who worked for a co llege or university with 20.000 or more stuJent enrollment 

useJ the multi - l'rame approach more. 

In Table - .25 (continueJ) below, the i tests show that there were no sign iticant 

relationships between directors ' approaches and these variab les: years of present position 

and years of all directorship at the. lO level. HL)\Vevcr, the percentage results di splay that 

Ji rectors who had been in their cu rrent positions for fcv-.,-cr than one year to four years 

used the multi -frame approac h more, while those for five to nine years used dual 

app roaches more. Those who had been in directorship frH· fewer than one year to four 

years utili zed the mulli -framc approac h more. 

Accordin g to the result of the i te st, there was a signiticant relationship between 

directo rs· approaches and total years of li brary service at the. l O level. But, the minimum 

expected count is less than 5.0. The result cannot be trusted. I lo\.vever. the percentage 

resul t demonstrates that direc tors \Vho served in libraries for fewer than one year to 

four teen years employed dua l and multipl e approaches more. 

The i tesL did not detect any signiticant re lationship between directors' 

approac hes an d these variahlcs: number of different positions and number of subordinates 

at the . IO level. l lov,,:cvcr, the percentage n.!sults show that those who held one to three 

di !Tcrcn t posi ti ons used dual and multiple approaches more. Directors \vho oversaw thitiy 

ur more suborJin ~1tcs utilized the multi -frame approach more. whi le those \.Vho oversa\v 
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twLnty to twenty-nine suhorJinates cmploycJ dual appnwches more. 

According to the result of the i test there was a significant relationship 

between Jirectors' approac hes and number of library branches at the. IO level. The 

minimum cxpecteJ cou nt is I 0 .56. Thus, the result can be trusted. Those who oversaw 

one library branch were more likely to use the multi-fr'"'m1c approach, while those who 

JiJn 't oversee any branch vvere more likely to use single and Jual approaches. 
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Table 5.25. Percentage Distribution of Directors' Attitudes toward Approaches Used to 
Manaoc Chanue N = 18 1) 

Approac hes Used ('~'o) 
Sin ule DuJ I Multi le Tota l No. 

Gender 
Female -+6 .7 3<-l .J 19.0 100.0 ( I 05) 
Ma le 55 .3 19.7 25.0 100.0 (76) 

x) - ,.L685. df · 2, p = .096 
Aue 

I", 

25-- ... () 57. 1 28.6 14.3 100.0 0) 
40-59 -+8.2 30.0 2 l. 8 100 .0 ( I I 0) 

60- -·65 -3. I 25.0 2 1.9 100.0 (64) 

x). -= .803, Jr = ..i , p -· .938 

F,ducatio n Leve l 

M/\/MS not in 16.7 50.0 33.3 100.0 (6) 
Libra ry Science & Other 

ML 50.0 28.1 2 1.9 100.0 (6<-l) 

MLS plus other 5-- _2 17A 19.4 100 .0 (6:2) 

rn Jste r· s degree 
PhD 51.0 26.5 22.4 100 .0 ( 49) 

x-2 - .... 082, dr 6, p ...: .798 

Type of Inst itution 

Bacca laureate-granting 47.6 35 .7 16.7 100.0 (42) 

Master-granting 45 .2 34 .2 20.5 100 .0 (73) 

Doctoral -granting 57 .6 16.7 25 .8 100.0 (66) 

x2 = 7.078, df c-. 4, p ---= . 1-- 2 

Total Student Enrollment 

<- I 0.000 50.4 29.9 19.7 100.0 ( 127) 

10,000 19.999 52.2 30.4 17.4 100 .0 C:2'') 

20,000 or more ~~8.-l 19.4 ... ') ~ 

-' -· 100 .0 (J I ) 

x2 3. I l 3, dr - ~I, p --= .53 9 

Total 50.3 28.2 2 1. S 100.0 

Nn. (9 1) ( 5 I ) (39) ( 18 I ) 

Legend : NlL Nu mber 



_ Ta_hlc 5.25 (continued 
Approac hes Used(%) 
Single Dual Multiple Tota l No. 

Years of Present Position 
0--l -l3.5 _9 _0 27.4 100.0 (62) 
5 - 9 -is.s 32.7 2 1.8 100 .0 (55) 
I0orrnore 60 .9 23.-i 15 .6 100 .0 (64) 
{2 ·- 5.226, Jf -= 4, p -- .265 

Yea rs of /\II Directorship 

0-4 5 1.4 2 1.6 2.7.0 100 .0 (37) 

5 - 9 -U .9 29.3 26. 8 100 .0 (-l I ) 

10 - 14 46.9 3 1.3 2 1.9 100 .0 (32) 

15 or m ore 54 .9 29.6 15.5 100.0 (7 1) 

x2 - 3.7 13,Jf - 6.p = .7 15 

Y l"a rs of Library Services 

0 - I '4 29.4 35.3 35.3 100.0 ( I 7) 

15 - 29 55.9 19. 1 25.0 100.0 (68 ) 

30 or more 50.0 33.3 16.7 100 .0 (96) 

x2 8.019, Jf c... 4, p - .09 1 

Number of Different Positions 

0 -
.., 

47 .4 29.8 22 .8 100.0 (57) 

-l -6 50.6 28.4 2 1.0 100 .0 ( 81) 

7 or more 53.5 25 .6 20.9 100.0 (43 ) 

{2 - .406, df 7. 4_ p = .982 

Number of S ubonJinatcs 

1 -9 5 1.0 27.S 2 1.6 100 .0 (5 I ) 

IO - 19 60.0 28.9 II . I 100 .0 (45) 

20 - 29 43.5 "'4. 8 2 1.7 100 .0 (2'"' ) 

30 or more 4 ~.2 2 .8 29.0 100 .0 (62) 

x-2 = 5.770, df - 6, p -= .-l49 

Number of Library Brandi es 

0 5 1.9 33 .8 14.3 100 .0 (77) 

52 .7 16.4 30.9 100 .0 (55 ) 

2 or more 44 .9 32.7 22.-l 100.0 (49) 

x2 8.457, df .:: -l, p -= .076 

Tota l 50 . .., 28.2 2 1.5 100.0 

No. l 9 1) ( - I ) (39) ( 18 I ) 

L egend : No. - Number 
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Results of Correlations 

In Table 5.26 Parts l - 2 (sec Appendix Cr), bivariate correlations show that 

there are many signi ticant correlations between the independent variables and the 

directors' approaches to rnanauino chanoe · b b b · 

Correla/ions between Independent Variuhles and Dependent f/uriahles 

Table 5.26 (Part l) (see Appendix G) demonstrates the correlations between 

independent variables and dependent variables. The cotTclation between male and 

responden ts' use of the structural approach was posit ive and significant. Males \Vere 

more likely than females to use the structural approach to manage change. The variable 

of educ:.ition level was sign ificantly and positively corre lated with directors ' structural 

approach to managing change. This demonstrates that those with hi gher education were 

more likely to use the structural approach to manage change than those who had lower 

education. 

A statistically signi ticant and positive corre lation between years of present 

position and the use of the human resource approach was detected. for longer periods of 

time directors had been in their present positions, the more likely they were to use the 

human resource approach than their counter-parts. 

Number of different positions was significantly and negatively corre lated with 

directors' political approach used. Those who held more different positions \Vere less 

likely to use the po liti cal approach than those \vho held fewer various positions. 

Education level was detected to be negatively and significantl y correlated \Vith 
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the symbolic approac h. Directors with hi gher education \Ve re less likeJ y to use the 

sy mbolic approach than those with lmvcr education. The corre la tion between total years 

of directorship and the sy mbo lic approach was negati ve and significant. Directors \.Vho 

had been in their current positions t<.)r longer pcrio<ls of time \Vere less like ly to use the 

sy mbo lic approach than their counterparts. 

The correlation between numbe r of library branches and use of other approaches 

was Jctcctcd to be pos iti ve and s ignificant. Directors ,.vho oversaw mo re library branches 

\Vere more likel y to use othe r approaches than their countcrpar1s . 

There was a pos itive and very s ignificant correlation betvvecn library type a nd use 

of othe r approac hes. Di rectn rs who worked fo r a hi gher academic degree co ll ege or 

univers ity were more li kely to use othe r approaches than those working in a lower 

academic degree co llege or uni vers ity . T he correlation between library s ize and use of 

other approac hes was positive and ve ry sig nificant. Directors \.vho worked in a college o r 

univers ity w ith higher enrollment \Vere more likely to use other a pproaches than those 

wo rking in a co llege or university with lower enro llmen t. 

The predictor of tota l years a t present position was significantl y and positively 

correlated vvi th the use o f s ing! ~ a pproaches. Directors who had been in their current 

posit io ns fo r longer periods o r time were mo re likely to use sing le ap proac hes than those 

vvho served in their current pos iti ons for shorte r periods o f time . 

T he corre lation between male and use of dual approaches was signifi cant and 

negat ive. Males \Vere less likely to use dual app ro~1chcs when managing change, 
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compared with fema les. There \Vas a nc1rativc and vcrv sioniiicant correlation between C, ., t:' 

library type and use of dual approaches. Directors who worked for a higher academic 

degree co llege or university were less likely to use dual upproaches than their 

counterparts. 

J\ ncgali vc and signi fic::mt corre lation bet ween total years of dircctorshi p and use 

of multiple approaches \Vas detected. For longer periods of time directors had been in 

direc torship, the less likely they were to use multiple approaches than thei r counterparts. 

This rejects the hypothesi s that thos \Vho have been in directorship for longer periods of 

time arc more likely to use the multi-frame approach than their counterparts. 

The predictor of total years of library service was detected to be negatively and 

very significantl y corre lated with the use of multiple approaches. For longer periods of 

time directors served in librari es, the less likely they were to use multiple approaches. 

This rejects the hypothesis that those who have been in a service for longer periods of 

time are more likely to use the multi-frame approach to manage change than their 

counterparts. 

The co1Telation between number of different library profess ional positions and use 

of multip le approaches \Vas detec ted to be positive and signi licant. The more different 

positions directors held. the more likely they were to use multiple approaches. This 

surports the hypothesis that those \Vho have held more different prorcssional positions 

;.1re more likely than their counterparts to use the multipl e approaches to manJge change. 
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The corre la tion between library s ize and use or multiple approaches was positive 

and s ignificant. Directors who worke<l in a college or university with higher enrollment 

\,ve re more likely to use multiple approaches than their counterparts. This s upports the 

hypothes i , that <lirectors who work at schools with higher enrol lment are more likely to 

use the multi-frame approach than their counterparts. 

There was a negative and significant cotTelation between total years of present 

position and use of dual and multiple approaches. For longer periods of time directors 

had in their curren t positions, the less likely they were to use dual and multiple 

approaches rather than s ing le approaches th3n their counterparts. 

The above-d iscussed correlations between predictors and dependent variables 

\Vere signi ticant. However, they were very weak and low because their calcu lated r 

values were below .30. The calculated r values did not illustrate moderate co1Telations 

( .40 to . 70) a nd s trong correlations ( . 70 or more). 

( 'orrelalions umong lnclepenJenl Variables 

The co rre lations among independent variab les are also g iven in Table 5.26 (Part 

2) (sec Appendix G). The linal correlation between number of subordinates and number 

of branches was not ddectc<l to be hi gh, indicating no multicollinearity problem. The 

othe r variables did not have a hi gh degree of collinearity. The corre lations ranged from -

.002 to .48 l. These three categories of predictors cmographics, human capital, and 

library charactcristics- coukl be used to predict respondents' approaches to manag ing 

change. 
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Results or Multinomial and Binary Logistic Regressions 

The hypotheses of this study focus on directors' use of multiple approaches versus 

single :1pproaches. Thus, ··single approaches" is used as the reterence category. Table 

5.7..7 below repo rts multinomial logistic regression estimates that predict directors' 

ap proaches to managing change. The estimated pseudo R2 displays that this set of 

variables/subscales explains 17.7% of the variation in the directors ' approaches to 

managing change. Results show that independent variables: library type and total years of 

library serv ice. show significant impact on the outcome variables. 

There was a negative and very significant relationship betvveen library type and 

single approaches versus dual approaches. This implies that each additional level in 

library type decreased the likelihood by 5 1.0% in using dual approaches rather than 

single approaches. ror the hi gher academic degree college or university directors worked. 

the less I ikely they \Vere to use dual approaches than those who vvorked for lower 

academic degree college or university. 

The negative and significant relationship between total years of library service 

and single approaches versus multiple approaches was detected. Each additional year of 

library service decreased the likelihood by 63~1c> in using multiple approaches rnther than 

single approaches. Those who had more years ot' library service were less likely to use 

multiple approaches than those who served in libraries for shorter periods of time. This 

rejects the hypo thesis that directors who have been in library service for longer periods of 
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time are more likely than their counterpa11s to use the multi-frame approach than any 

other type of approach when dealing with change. 

The relationsh ip between male and use o f dual approaches was dcteckd to be 

marginally si gnificant (significance close to. I 0). The other variables mi ght not have any 

significant impact or the directors' approaches used (significance far from . I 0). 

Binary logistic regression was used to check whether the results would change. 

Table 5.28 below reports binary logisti c regression estimates that predict directors' 

') 

approaches to managing change. The estimated pseudo R- di splays that this set of 

variables/subscalcs explains 7.3% of the variation in the directors' approaches to 

managing change. Results demonstrate that library type still shows s ign ificant impact 

on the outcome variab le. l lowevcr, the total years of library se rvice did not signitican tl y 

inllucncc respondents' approaches. 
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Table 5.27: Mu lt inom ia l Logistic Regress io n Estim ates Pred icting A pp roaches to 
Mana ino Chan 1 c (N = I 81 

Dual Approaches vs. Mul tiple Approac hes vs. 

Si ngle Approaches Single Approaches 

Predictors 8 ex (/J) /3 ex (/3) 

Ma le -.652 .52 1 .254 1.289 

(.-W5) (A27) 

/\gc -.085 .919 .250 1.284 

(. 183) (. 190) 

Education Level -.084 .920 -. 14 1 .868 

(. 17 1) (. 188) 

Years of Present Position -.035 .966 -.009 .99 1 

(.03 1) (.035) 

Total Years of Directorship .022 1.022 -.007 .993 

( .028) (.032) 

Total Y cars of .020 1.020 -.065* * .937 

Library ervice (.032) (.030) 

No. of Different -.074 .928 .074 1.077 

Positions (.088) (.067) 

No. of .205 1. 228 .208 1. 23 1 

Subordinates (. 18 1) (. 194) 

No. of Library .079 1.082 .00 1 1.00 1 

Branche (.057) (.066) 

Librc1ry Type -.7 14* * .--l90 -. 146 .864 

(.3 I 0) (.330) 

Library Size -.07 1 .93 1 .229 1.258 

(.272) (.245) 

Constant 1.348 - 1.20 I 

( 1.1 92) ( 1.3 19) 

-- log likelihood 342.3 

Mode l x_ 2 30.4 

Pseudo R2 . 177 

[)f 
,--, 

N 18 1 

Notes: l'hc /J is the logistic regression coefficient; exp (/3) or odds ratio is the anti log of f3 : 

and standard errors are in parentheses. 
*p<0. 10 : ** p ,·- cLos: *** r < 0.0 1; **** p < 0.00 1 
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Table 5.28: Binary Logistic Regression F,stimates Predicting Approaches to 
Manauino Chanuc (N = 181) 

Predictors 

1ale 

Age 

Education Level 

Y cars or Present Pos ition 

Total Years of Directo rship 

Tota l Years of Library Service 

No . of Differen t Po ·itions 

No. of Subordinates 

No. of Library Branches 

Library Type 

Library Size 

Constant 

-2 Ing likelihood 

Model X,
2 

Pseudo R2 

Of 

N 

Dual & Multiple /\pproachcs vs. 

Single Approaches 

B C ' (/3) 

-. .2...t8 .780 

(.329) 

.096 1. 100 

(. I ..i8) 

-.117 .889 

(.1-r') 

-.023 .977 

(.026) 

.0 12 1.012 

(.02.3) 

-. 027 .CJT 

(.023 ) 

.020 I .(LO 

(.053) 

.208 1.2 .3 1 

( .15 1) 

.041 1.042 

(.050) 

-.447 * .640 

(. 25 5) 

.081 1.085 

(.204) 

.85 ~ 2 .352 

(.992) 

'.2...t0 .7 

10.2 

.073 

11 

181 

Not l!s : The /3 is the logi ·tic regress ion coeffic ient; exp (13) or odds ratio 

is the anti log of 13: and slancl::lrd errors are in parentheses. 

*rr 0. 10: ** p"" 0.50: *** p ·s 0.01 : ** **p :: 0.00 1 
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Table 5.29 repo rts on the multinomial logistic regress ion estim~1tcs predicting the 

directors· approac hes to managing change by taking into account the independent 

variables used in this study. As a rde rence category, the human resource approach was 

used more often than any other single approach. The es timated pseudo R2 di splays that 

this set of variables/subscalcs explains 40 .3% of the variation in the direc tors' approaches 

to managing change in the information age. Results show that independent variables, 

such as age, number o f Ji fforent professional positions, library type. and total years o f 

I ibrary service. signi licantly impact the outcome variables. 

Age was posi ti ve ly and significantl y assoc iated with the probability of using 

the structural approach rather than human resource approach to managing change. This 

means that each additional leve l in age increased the likelihood by 80.0% in using 

the structura l approach rather than human reso urce approach. The older respondents were 

more likely than their counterparts to manage change through definin g the rationale for 

change. or re-engineering -tructure. or redesigning facilities. or reassigning duties, or 

cn°auin o in lono-tcrn1 plannino or establi shing shared noals and obiectives . b b b O o • O J 

/\ significant and negative relationship between age and human resource appr0c1ch 

ve rsus other approach was detected. Each additional level in age decreased the likelihood 

by 73 . .)% in usin g other approaches rather than the human resource approac h to manage 

change. The older directors \Vere, the less likel y they were to use other approaches than 

the yo unger ones. 

/\ge was positi ve ly and signiti cantly associated with the probability of usin g 

143 



multip le appro:.iches rather than the human resource approach to manage change. Each 

additional level in age increased the likelihood by of using multiple approaches by 

..i8.7%. Directors who were older were more likely to use multiple approaches while 

mana0 in° chan°e than the vo un°er ones This suppot1s the h'1 pothes is that directors who 00 b ..1 b · } 

are older are more likely to use the multi-frame approach than their counterparts. Age did 

not have any sign ificant e ffect on the other categories: the human resource approach 

versus politicaL symbolic, and dual approaches. 

There \Vas a significant and negative relationship between number o f dift~rcnt 

proless ional posi ti ons and the human resource versus political approach. Each additional 

numhcr in different profess ional positions decreased the likelihood by 62 .5~~> in using 

the political approach rather than human resource approach. Those who had held more 

differen t professional positions were le ·s likely to use the political approach to mange 

change than those who had held fewer different positions. 

Library size was detected to be positively and significantly related to the use of 

the human reso urce approach ve rsus other approaches. Those who worked in a college or 

univers ity with higher enrollment were 2.6 times as likely as those who vvorked in a 

co llege or univers ity with lovvcr enro llment lo use other approaches to manage change. 

The re lat ionship between library type and the human resource approach versus 

dual approac hes WtlS detected to be significant and negati ve. Each additi onal leve l in 

library type decreased the likelihood by 52 .9% in using dual approaches rather than the 

hum:.:in resource approach. For hi gher academ ic degree of a col lcge or university directors 
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wnrkcJ, the less likely they were to use Jual approaches to manage change than thei r 

counterparts. 

There \Vas a significant and negati ve relationship between years of all libr::iry 

serv ices anJ the human resource versus multiple approaches. Each additional year in all 

library se rvices decreased the likelihood by 7.5% in using multiple 3pproaches rather 

than the human resource approach. for longer periods of time directors served, the less 

likely they \Vere to use multiple approaches than their counterparts. This rejects the 

hypothesis that Ji rectors who have been in library services for longer periods of time arc 

more likel y than their cnuntcrparts to use the multi-frame approach than any other 

approach ,.vhcn Jcaling with change. 

The relat ionship between total years of direc torship and the human reso urce 

ap proach versus sy mbolic approach was detected to be marginally significant 

(significance close to . l 0). The other variables might not have any signi licant impact of 

the directo rs' approaches used (significance for from . I 0). 
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Tahle S.!9: Multin o mial Logistic Rcgres ·ion Estimates Predicting Directors' 
A l roaches to l\ilanauing Chanuc N = 181) 
-

Structural vs. Political vs. Symbo lic v ·. 

Human Resource Human Rc ' ource Human Resou rce 

Predictors f3 C.\ (B) B ex (B) B C:\ (B) 

Male .749 2. 11 5 I .089 2. 970 -.730 .482 

(.5 62 ) (l.]67) ( 1.267) 

/\ge .5 88 ** 1.800 -.046 .95 - . 167 1. 182 

( .272) (.572) (.493) 

Ed uc .Hi on . 190 1.2 10 -.675 .509 -.927 ."96 

(.2.n) (. -98) (.610) 

Y cars o f Present -. 034 .966 .033 I .034 .011 1. 0 11 

Pos ition (.046) (.074) (.097) 

Tota l Y ca rs of -.04 I .960 -.074 .929 -. 177 .833 

Dircc torsh ip (.042) ( .080) (. I 12) 

Tota l Y cars of -.03 9 _96_ . 126 l. 1.3 5 .00 I 1.00 1 

Library Service ( .O•l") ( .098) (.076) 

No . of Di ffc rent -. 130 .878 -.98 1** ." 75 .006 . 1.006 

Pos ition s (. 128) (...+47) (.119) 

No. of .090 1.094 -.49 1 .612 -. 128 .880 

Subordinates (.274) (.53 I) (.460) 

No. o f' Library -.027 .973 -. 168 .845 -.425 .654 

Br::rnches (. 135 ) ( .4~i6) (.527) 

Lib rary Type -. "89 .678 . 154 1.1 67 .408 1.504 

( .442) (.809) (.758) 

Library Si1.:e .02 1 1.02 1 .950 2.585 -. I I I .895 

(.403) (.6 15) (.624) 

Constant -2 .89 1 .260 1.675 

( 1.884) (3.36 1) (3.517) 

-2 log likelihood 508 .9 

Model x_2 88.9 

Pseudo R 2 .403 

df 66 

N I 8 1 

Notes: The /3 is th e log istic reg ress ion codTic icnt ; C.\P (IJ) or odds ratio is 
tile anti log of /3: anJ : tandard errors are in parentheses. 
* p<O. I 0; * * r- 0. 5 0: ** * p <~ 0. 0 I : * * * * p <: 0. 00 I 
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Tahle 5.29 (co ntinu ed) 

Other Dua l Multi ple 

V S. vs. vs. 

Human Reso urce I luman Resource I luman Resource 

Pred ictors B ex (B) B C.\ (/J) B ex (/J) 

Male -. 127 .880 -.427 .652 .475 1.608 

( . 946) ( .460) (.486) 

A ge -.1.3 19* .267 .047 1.048 .3 97** IA87 

(.7 10) (2 14) ( .2T ) 

Educat ion -.22 1 .802 -. 11 9 .888 -. 18 1 .834 

(.458) ( . 194) (.2 13) 

Years of Prc_cnt Position .057 1.058 -.044 .957 -.0 16 .984 

(.077) (.035) ( .0J9) 

Total Y ca rs or Dircctorsh ip .068 1.070 .008 1.008 -.020 .980 

(.065) (.0"'2) (.0"'7) 

J'otal Years o f Library Service .084 1.088 .0 12 1.0 12 -.078 * * .925 

( .097) (.037) ( .035) 

No. of Di tTcrcnt Positions .2 11 1.235 -.129 .879 .037 1.038 

( .20"') (.099) ( .075) 

No. of Subordinate · . "'52 1.422 .166 I. 18 1 . 164 1. 179 

(.422) ( .207) ( .223) 

No. of I .ibrary Branches .026 1.027 .093 1.098 .006 1.006 

( .004) (.080) (.088) 

Library Tyre 1.690 5.42 1 -.753** .47 1 -. 180 .8"'6 

( 1.2" 0) ( .354) (.''74) 

Library Size .960** 2.6 11 . 107 I. I 13 .399 1.490 

(.484) (.3 19) (. _97) 

Constan t -LL90 I 1.765 -.ns 
(J .845) ( l. "39) ( I .469) 

-2 log like lihood 508.9 

Mode l / 88 .9 

Pseudo R ~ .-HD 

df 66 

N 18 1 

Notes : The B is th logisti c rcgrcs ·ion coeffic ient: exp (/J) or odds ra ti o is the ant i log of B: and 
standard erro rs arc in pa rentheses . 
*v 0 . 10 : ** fY_0 .5 0; *** p -:-_ 0 .0 I: ****r '_- 0 .00 I. 
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Free ( 'ommenls on the Sun-ey 

Question I <J. I'feusefeel.fi"ee lo provide any comments regarding the sun·ey queslions 
and design. 

/\mong 455 subjects in the rinal analysis, 31 respondents (7 .0<¾)) provided 

Jdditiona l com ments. Most respondents gave pos itive foedhack and commented that thi s 

survey was wel l lk signed. I lowcvc r, some offe red ,uggc ·tions such as more clearl y 

defining ·• ritual" or "ri tuali stic ." 

()u<::slion ]0. Would you like l o recein: a hriefreporl (f this surrey ! 

;\ majority of respondents (249, 54.7%) asked to receive a brie f survey summary. 
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CHAPTER VI 

FINDINGS AND DlSCUSSlON (CONTINUED) 

This chapter reports and discusses the empirical results of e ight multi-part 

questions which class ify directors ' approaches to planning change, setting goals for 

change, reso lvin g conflict commun icating with the public and staf[ managing change, 

conducting meetings, making cha nge J ec isions. and evaluating change (see /\ppcndix D 

fo r survey 4ucstionnaire on change management). These questions, based on two 

scenarios* adapted from Curzon ( 2005 ). arc designed to ga in ins ight into how· directors 

use thc i r approaches to managc change. 

Questions l O through 14 relate to the first scenario, a hypothetical situati on where 

·• 'olin" has been named interim director following the dismissa l of the original director, 

" Ken." Th se five questi ons are: 

l . Ques tion 10. I fow wou ld you plan change if you were Co lin? 

2. Question 11 : I low wou ld yo u set goals for change if you were Co lin? 

J. Question 12: flow would you approach con llict resulting from Ken's supporters? 

4. Ques tion 13: I low would you communicate with the public and your staff i r you were 

Colin? 

* l\:rmi ss ion to use these two change scenar ios in the survey \Vas obta in ed from Dr. 
l' urzon by c- mai I be fore the pi lot study. 
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5. Question 14: What approaches wo uld you employ to manage change if you were 

Colin? 

Questions 15 through l 7 relate to the second scenari o, a hypothetical situa ti on 

where " Frank' ' is a newl y hired director vvho is co nfronted vvith an ex.tensive backlog of 

cataloging. These three questions ar : 

1. Question 15: l low \Nould yo u conduct mee tings if you were Frank? 

2. Question 16: How would you view dec ision making if you \Vere Frank? 

J. Question 17: l low wou ld you view eva luation if yo u were Frank? 

Large-scale change causes a transfo rmati on and enables library resources and 

serv ices to continuously meet the demands o f students, t-aculty, and staff v ia an intensive 

planned and complex process. How this change is managed may we ll make the difference 

between a negative or po ' itive outcome. 

Curzon · s ( 2005) two sce narios mt: ntioned above and desc ribed in dctai I in the 

Appendix D present typical situation , that academic library directors may race. The 

survey question s chosen re fled key elements of change management and were designed 

to help undcrstrnd di ffcren t ways that directors use to manage change. 

f-or eac h question, descripti ve results are reported and di scussed firs t. Secondly. 

results o r bi variate cross-tabu lation and chi -square test arc Jcmonstrated and 

summarized. Third ly, the results of correlations bctv,,rccn independent variab les and 

dependent vari ables arc summarized and analyze<l. Finally, the results of multinomi a l and 

hinmy logistic regress ions arc analyzed o.nd di scussed. 



.·I/JJJrow:hes lo Plunning ( 'hunge 

(Juestion JO. flow would you pion change fyou ii·ere Colin! 

De 'Criptive Results 

Question l 0 was asked to ascertain how library director ~ would respond in a 

similar situation. The responses varied. although the majority of <lirectors (57.4%) would 

use multiple approaches to plan change (Table 6. l ). 29.9% vvould use dual approaches. 

while only 12. 7% would usc single approache ' . No respo nJent \Vould usc si ngle political, 

symholic or other approach to phn change. No respondent checked N//\ (not applic1blc) 

l<.) r each response. 

The structural and human resource approaches were favored by Ji rectors choosing 

dual or multiple frames. These tvvo approache · blend nicely together and enable the 

directors to focus on both goa ls and their staff while managing change. Directors spend 

much of their time work inf.!. with a variety or people and realigning roles and duties of 

staff to readdress changes hrought on by tec hnology. 

The "other·· approach was checked by 42 (9.2%) respondents. Of these 

respondents, 2--t- commented on the ··other" approach they vvotdd use. 1 lowevcr, only one 

respondent "othe r" approach did not actually co rrespond to Bolman and Deal's model. 

Thi s di rector comme nted abo ut the use or an ex ternal foci I itator to plan change. 

/\ econ.ling to Bolman and Deal' . crite ria tor codi ng the open-ended l'ramc responses cited 

in Appendix E. live responses were ac tuall y the structur~d approach; dcwn, human 

reso urces~ one, political: and two, symbo li c. The remaining 18 rcsrondcnts did not 
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specify \Vhat their uthcr approaches we re and therefo re could not be ruled out as not 

actuall y us ing ··o ther approac h· ' catc 0 ury in Table 6. 1. /\s a result, 19 responde nts are 

includcJ in the " o the r approach~' ca tegory in Table 6. 1. 

The rree comments on the "other" approach respondents used demonstra te that 

d irectors used the human resource approach more than l)ther approaches. T hey uscJ 

p lanning to focus on peop le anJ com munica tio n. At the same time, they used the 

structural approach. 

Dependent Variables 

Table 6 . l shO\vs Jcscriptivc s tati stical results of the depende nt va riables used in 

the anal ys is. The dependent variable is the directors· approaches to p lannin g chan ~c. It 

cons ists of three main categories: ( l) s ing le ap proac hes: (2) dua l approaches: and (3) 

multip le approaches. The s ing le ap proaches incluJe tvvo subcatego ries: ( 1) structural. and 

(2) human resource. 

I '" , ) _ 



Ta hie 6.1: Approaches Used in Response to Question I 0: I low Would You Plan Change if 
You Were Colin '! N = -455 

_01? roaches Us-:J 

SI GLE /\PPRO/\CHES 
STRUCTURAL 
• U e planning as a strategy to ·d change goa ls and object ives 
I IUM/\N RESOURCE 
• Use planning as a gath ering to promote pcople· s invo lveme nt and 

participation 
POLITICAL 
• U ·c planning as a way to approac h conllicts and realign pov,,er 
SYMBOLIC 
• Use planning in a ritualistic fashion 
OTHER 

l Jsc a co mplete ly Jirfcrent approach 

Total Re<spon sc · 

DU/\L /\PPR.OJ\ ' 1 IES 

• 

Structur;.i l and hum an resource 

Structura l anJ politica l 

l lurnan resource and political 

Human resource and symbolic 

11 uman resource and other 

Total Rcspon ·cs 

MULTIPLE /\PPROJ\ HES 

• 

Structural , human rc. ource, and political 

Struc tural , human resource, po litical. and symboli c 

Structural , human resource, po l iticaL and other 

Struc tural , human resou rce, and symbolic 

Structural. hum,:111 resource, and othe r 

1 luman resource, politica l, and symbolic 

Human resource, po lit ica l, and ·ymbolic 

Tota l Res onses 

Lcgrnd : No. Number 

I ndcpcndcnt Vari ables 

No. o f Res on ses (0 o) 

27 

3 1 

() 

0 

0 

58 

T1 

4 

3 

136 

184 

56 

I J 

4 

3 

26 1 

(5 . 9) 

(6 .8) 

(0) 

(0) 

( ()) 

( 12.7 ) 

( I S.5) 

( 5. I ) 

( ..t.8) 

(0.9) 

( 0.7) 

(29.9) 

(40.4) 

( 12.J) 

(2 .9) 

(0.9) 

(0.7) 

(0.2) 

(0.2) 

(57.4) 

Stat istical analyses of Quest ions 10 through 17, inc luding the ranges of independent 

v;.1 riables, arc the s;_imc as those for Q uestion 9 on page l 04 of Chapter V f indings and 

Discussion (sec th~ related ana lysis or Table 5.1 5 on page 105 ). 
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Results of Bivariate Crosstabulation and x-Test 

The bi variate cross-tabulation indicated that there were many signi licant 

assoc iations between the independent variables and the directors' approaches to planning 

change (Table 6.2). The chi-square test was used to check whether tvm nominal variables 

are independent from or rel ated to eac h other (Sarantakos 2005, 385). The collected 

continuous variables vver recoded as the categorical ones. The ordinal variables vvith 

more categories \Vere al so recoded for the sake of reliable result s. Results indicated that 

demographics. human capital_ and library characteristics could be used to predict 

respondents· approaches to planning change. 

In Table 6.2, the i test did not demonstrate any stati stica lly igni ficant 

relationships between directors' approaches and these predictors: gender. age, ed ucation 

level, and 1 i brary size at the . 10 leve l. However. the percentage results show that females 

used dual and multiple approaches to plan change more often than males. Directors who 

were 25 to 39 emp loyed dual approaches more, while directors who were 40 to 59 used 

the multi-frame approach more. Those who obtained M/\/MS not in library science and 

other used the rnulti-lramc approach more. while those who got MLS utilized dual 

approaches more. Tho ·c who worked ror a college or university \Vith less than 10,000 

total student enro llment used the single approach more, while those vv ho worked for a 

co ll ege or university with 10,000 to 19,999 employed multiple approaches more. 

The i test shows that there \Vas a sign ificant relationship between directors' 

approaches to planning change and li brary type at the .05 level. The minimum expected 
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count is l --L-40. Thus. the result can he trusted . Those vvho worked f<.)r a baccalaureate-

granting college or uni ve rsity were more likel y to use the single approach, vv hilc those 

who workcJ for a Joc tor:il-granting co llege or uni versity ,ve re more likel y to use the 

mu lti-lramc :_i pproach. Thi s supports the hypothesis that directors \Vho \Vo rk fo r a hi gher 

academic degree co llege or uni ve rsity arc m )re likel y than their co unterparts to use the 

mu lti-frame appro:_ic h whik managing change. 

In Table 6.2 (continued) below. the i test did not J etcct any significant 

re lationships between directors' approac hes to planning change and these vari ables: years 

at present position, total years of direc torship, total years o r I ibra ry service. numhcr o f 

di ffcrent positions, anJ number or subo rdinates at the . l O leve l. l Iowcver, the percentage 

result s show that d irectors who had been in their current positions fo r fe wer than one year 

to fou r years used the multi - frame approach more to plan change, while those for ten 

years or more used dual approaches more to plan change. Those who had been in al I 

direc torship for fewer than one year to fo ur years utilized the multi - frame approach more 

to plan change, while those fo r I 5 years or more employed dual approaches more. 

Di recto rs who served in Ii brar ies fo r tev..,e r than one year to fo urteen years used the 

multiple approaches more , \vhil e those for fi !teen to twent y-nine used dual :..1pproaches to 

plan change. Those who he ld seven or more di ffe rent pos itions used the multi- lramc 

approac h mo re. whil e those who held four to ·i:-( differen t positi ons employed dual 

approaches more. Directors who oversaw thirty or more subordinates utili zed the multi -
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fr:.1me approach more to plan change, \Vh i le those \Vho oversaw twenty to twenty-nine 

suborJinatcs used dual approaches more. 

According to the result of the i test, there was a -·igni ficant rel ationship between 

directo rs· approaches and number of li brary branches at the. l O level. The minimum 

expected count is 15.8 l. Thus. the result cm be trusted. Those vvho oversaw tvvo or more 

library branches were more likdy to use the multi -frame approach, while those who 

oversa\v one branch were more likely to use dual approaches to plan chan!l,c. 
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Table 6.:!: Pe rcen tage Dist ri butio n o f Directors' A ttitud es toward A pproach es Used to Plan 
C hanue ( N = -t55) 

Approaches Used (0 'o) 

Sin° le Dual Multi le Tota l No. 
Ccntlcr 
Female 11 .4 30.7 57 .9 100 .0 (254) 
l\fale 14.4 28.9 56.7 100 .0 (20 I ) 
x-2 -= .953, Jr - 2_ p - .62 1 
Age 

25--..>9 3. 8 38.5 57.7 100 .0 (:26) 

40-59 13. 1 28.6 58.3 100 .0 (283) 

60 or more 13 .7 --o.s 55 .5 100.0 ( 146) 

x2 -= 2. 1 12. df - 4. p - .c)o7 

F.d ucat io n Leve l 

MA/MS not in 16.7 16.7 66 .7 100 .0 ( I 8) 
Library SciL·nce & Oth er 

MLS 1-- .0 ... 1.6 55.4 100.0 ( 177) 

MLS plus oth er 10.6 3 I. I 58.4 100 .0 ( 16 1) 
master's J cgrce 

PhD I - .2 27.3 57.6 100 .0 (99) 

x-2 - 3.23 8. uf = 6. p -= .778 

Type o f Insti tutio n 

Bacc::i laureate-granti ng 17.7 -- 2. 1 49.6 100 .0 ( I 13) 

Master-granting I 5.7 28 .1 56.2 100.0 ( 185) 

Doctoral-granti ng 5.7 _9_9 6<-l .3 100 .0 ( 15 7) 

{2 -= 12 .555. df -:c: 4. p = .0 14 

Tota l S tud ent Enrollm ent 

< I 0,000 14.6 --0.4 55 .0 100 .0 ( "'29) 

I 0,000- 19.l 99 10.8 24 .6 64.6 100 .0 (65) 

20,000 or more 4.9 32.8 62.3 100.0 (6 1) 

'{2 -- 5.984, Jf - 4, p = .200 

Tota l 12. 7 _9_9 57.4 100 .0 
No. (58) ( I .., 6) (26 1) (455 ) 

Lq;cnd : No. Num ber 
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_!ahle 6.2 (continued) 
/\pproache ' Used (0/o) 

' ing le Dual Multiple l'ot;i l No. 
Y ca r · of Present Position 
0--l- 9.6 27 .5 62 .9 100.0 ( 167) 
5 - 9 I - . ., 30.6 54 .2 100.0 ( I 4-i) 
10 or murc I .9 .. 1.9 54.2 100.0 ( 144) 
x2 - -L 113 . df - 4. p c.- . ---9 1 
Y ca rs of All Directorship 

0--t 9.3 24. 1 66.7 100.0 ( I 08) 

5 - 9 I .>.9 
..,,.., ,.., 
_).,_ __ 53 .9 100.0 ( I 15) 

10 - 14 I "'.9 29. 1 57.0 100.0 (79) 

15 or more I .7 32 .7 53.6 100.0 (153) 

x2 5 ... rn. df - 6. p - .489 

Yl·ar of Library Ser ice 

0 - I 4 5.4 _8.6 66. 1 100.0 (56) 

15 - 29 15. 1 ... 0.8 54. 1 100.0 ( I 7:~) 

30 ur rnnrc 1 __ 8 29.5 -7_7 100.0 (227) 

x2 - I. .. 19. d f '-4, p .J 65 

Nu mber of Diff rent Po ·ition 
0 - .. 1--- . 1 _8 _8 58.2 100.0 ( 153) 

4-6 10.6 "2.9 56.5 100 .0 (207) 

7 or more 16.8 25 .3 57.9 100 .0 (95) 

x2 .l. 9_, Jf .., -L p = A94 

Numh ·r of ._' ubon.Jinatc 

I - 9 I->. "2 .8 5" .9 100.0 ( 128) 

10 - 19 16. _6.0 -7 _7 100.0 ( 123 ) 

20 - 29 I -· 36.9 50.8 100.0 (65) 

30 or more 9.4 27. 6".., . .) 100.0 ( 139) 

x2 6.-l-(> 7, d r 6, p 7 

Numb r of Library Branche 

() 15.2 26.8 57.9 100 .0 ( 164) 

11 . 37 .1 5 1. 5 100.0 ( 167) 

2 or more I I. ,., 24 .2 64.5 100.0 ( 124) 

x2 8. 157. df .p .086 

Total 1 __ 7 29.9 -7_4 100.0 

No. (58) ( 136) (16 1) (455) 

I ,cgt:nJ : 0. umber 
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Results of Correlations 

Table 6.3 below reports the results or bivariate con-elations among variables used 

in the analys is. 

Correlations hetween Independent Variables and Dependent Variahles 

The resu lt of this study co ncune<l with the hypotheses presented earli er 

regarding the use of multiple approaches (_Table 6.3 ). However, calculo.tcd r values for the 

variables were . ,0, making the correlations ve ry weak or low rather than moderate or 

strong. In this study. there was no significant association bet\veen gender and directors· 

mu ltiple appro:::ic hcs used. ondation between library type and the use of multiple 

approaches were detected to be positive and s ignilicant. Weak co 1Tclati on was also notcJ 

between library type and the use of dual ::rnd multiple approaches. Directors who worked 

at a large schoo l or library were more likel y to use multiple approaches or dual and 

multiple approaches to plan change than their counterparts. However. the study results 

diJ not co incide vvith other hypotheses. 

'o ndation between library size and the use of dual and multipl e approaches was 

detected to be pos iti ve and significant. Directors w ho worked at a large sc hool or library 

were more likel y than their counterparts to u ·e dual and multiple approaches \Vhcn 

plannin g change. I lov.-cvcr, the co rrelation between number of different positions was 

detec ted to he negative and signilicant. Directors who held more different positions were 

less like ly than their co unterparts to use dual and multiple approaches. 



There were many significant co rrelations hctwcen the independent variables and 

the approaches to plan ning change. The structural ;:ipproach was more like ly to be used 

by direc tors having higher education levels or holding their current positions for longer 

period or time. However. negative correlati ons \Ve re noted for directors who had more 

subordinates, worked at a large sc hoo l or library in addition to working at uni versities 

with higher enro ll men t. 

The human resource approach \Vas more likely to be used by direc tors who held 

more di ffcrrn t profess ional pos itions or oversaw more subordinates. The s ingle approach 

was mo re li kely to be used by direc tors who hdd more different pos itions. l Jowcvc r_ 

negative corrcb ti ons were noted for directors \vho worked at a lar~e sc hool or library, or 

at universitic · \Vi th higher enrollment. 
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Ta hie 6.3: Corrl'lation Matrix for Variables Used in the Analys is (N = -t55 

Approaches lo Planning Change 

!\ R C l) E 

.00 1 .058 .045 -.020 -.01 2 

2 -.002 .0'-14 .03 2 -.026 .002 

3 .082** -. (1<+5 .02...i .0 14 -.030 

4 .088** -.058 .0 1() .022 -.033 

5 .0-i 1 -.0 16 .0 17 .047 -.055 

6 .009 .05 ~ .048 .011 -.042 

7 .05 1 .062* .()8J ** -.024 -.034 

8 -. 146**** .06 1 * -.057 -.025 .062 

9 -.060 .007 -.037 .0 14 .0 12 

10 -. l-l-1 **** -.. 057 -. 143 **** -.020 . I I 5*** 

11 -. 11 4*** -.027 -. IO I** .024 .046 

Notus: IV = tructura l, 13 -- Human Re ·ourcc, C---Sin glc, D= Dual, £::0 Multipl e, 

1: ·Single Approaches vs. Dua l & Multiple Approac hes 

F 

-.045 

-.03 2 

-.024 

-.0 19 

-.017 

- .O..t8 

-.083 ** 

.057 

.037 

.14"*** * 

. IO I** 

I ·Ma le, 2 · Age, .., -=- Education, 4c.c= Y cars at Pr sent Position, s --=Total Y ca rs of Dircctorsh ip, 
6 -Total Years or Library Servi ce, 7 =-No. o f Differen t Position ·, 8- No. of Subordinates, 
9 No. or Libr;1ry 8ranchcs, I () :..... Li brary Ty pe, I I -= I ,ibrary Size 
*p<O. I 0: ** p :- 0.05: *** p <: 0.0 I; *** *p-::0. 00 I 

( 'orrelulions anwng lnclependenl Variah/es 

The correlations among independent variable · are the same as those given in 

Tab le 5. 17 ( Part 2 ) on page "'74 of Chapter V Findings and Di scussion . T hese rcsulls also 

~1 pp ly to the fol lowing quest ions 11 - I 7 in th is chapter in terms of corrcl a ti nns ~m1ong 

independent variab les. 
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Results or Mul tinomial and Binary Logistic Regressions 

The hypo theses o f this study focus on directors· use or multipl e approaches versus 

single approaches. Thus. "s ingle approaches·· is used as the refe rence category. Tab le 6.4 

reports the multinomial logi stic regress ion estimates that predict directors ' approaches to 

plann ing change. The cs timatcJ pseudo R2 di splays that this set of variables/s ubscalcs 

explains 6.4% of the vari ation in directors· approaches to planning change. The results 

show that independen t vari ab les- number of di tTcrcnt professional positions and library 

type --s ignificantl y impact the outcome va ri ·1bles. 

The rdationship between number of different prokssional posit ions and the use 

of single approac hes ve rsus du~1I approaches was significant and negati ve. Eac h 

additional number of different professional positions decreased the likelihood of us ing 

dual approaches by 9.4%. Directors who held more different professiona l positions would 

be less like ly than their counterparts to use dual approaches to plan change than their 

counterparts. 

There \Vas a positi ve an l signi tic-mt relationship between numhcr of di ffcrent 

prolcss ion81 ros itions and the use o f single approac hes versus multiple approaches. Each 

additional number of different positions increased the lil elihood of using multiple 

approac hes by I 0%. Those who held more diftercnt positions would be more likdy to use 

multip le approac hes than those vv ith f wcr different positions. Thi s supports the 

hypothes is that directors who held more di ffe rent professional positions are more Iii cly 
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lhan their counterparts to use the multi -rrame approach than any other type of approach 

whrn <lea! ing vvi th change. 

A positive anJ ve ry significant relationship between library type anJ the use of 

si ngle approaches ve rsus multiple approaches was Jetcctcd. Each additional level in 

library type increased the likelihood of using multiple approaches by 88.41%. i ◄'o r a higher 

academic degree college or university Jirectors worked, the more likely they woulJ be to 

use multiple approaches to plan change than their counterparts. Thi s supports the 

hypothesis that directors who vvork for an institution offering a hi gher academic Jcgrcc 

an~ more likely than their counterparts to use the multi-frame approach than any other 

type or approach when dealing vvith change. 

The relationship between library type and the use of dual approaches \Vas detected 

to be marginally significant (significance near .10). '[ he other variables might not have 

any ignificant impact of the directors ' approaches used (significance far from. l 0). 

Binary logistic regression was used to check whether the results would change. 

Table 6.5 li st, binary logistic regression estimates that predict directors· approaches to 

planning change. The estimated pseudo R.2 indicates that this se t of variablcs/subsca les 

expbi ns 8.0% or the variation rega rding the directors ~ approaches to planning change. 

Resu lt s di splay that the predictors or number of di ffcrent professional positions and 

library type show significant impact on the outcome variables. The other variables mi ght 

rn.H influence the directors' approaches used (significance far from. lO). 
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Table 6.-J: Multinom ial Logistic Regression Es timates Predicting Approaches to 
Planninu Chanoc N = -t55) 
-----

Dua l /\pproaches vs. Mu ltiple Approaches vs. 

Si ng le 1\pproaches Single Approacht:s 

Predictors 13 ex (_/J) n e:o(/]) 

Ma le -.392 .676 -. "' 19 .727 

( .33 (>) (.3 13) 

!\ gc -. 09...i .9 11 .006 1.006 

(. I ➔6) (. I 3 7) 

Ed ucation Level -.093 .911 -. 148 .862 

(. I 5'') (. 1-l-l) 

Y cars nf Present Position -.006 .994 -.002 .998 

( .027) (.025) 

Tota l Years of Directorship .025 1.025 .006 I .006 

(.025) (.023) 

Tota l Years of -.0 15 .985 -.025 .975 

Library ' crv 1cc (.025) (.023) 

No. of Different -.099 * .906 . I 05** .900 

Pos iti ons (.059) (.052) 

No. of .005 1.005 .076 1.079 

Subordi nates (. 162) (. 15 1) 

No. o r Librar) ' -. 027 .974 -.039 .962 

8 ra nchcs (.060) (.058) 

Library Type .4 12 1.5 11 .633 ** * 1.884 

p59) (.2-l I) 

Libr::iry Size .-l 16 1.5 16 .3 10 1.363 

(._99) (.288) 

Constant 1.3.JS 1.54 1 

(.955) (. 902) 

-2 log lik eli hood 830.8 

Mode l x_2 25 .4 

Pseudo R. 2 .064 

Dr ')') 

N 455 

Notes: The /3 is the log istic re gress ion coclTicicnt; c,p (/3) or odds ratio is th e anti log of IJ : 
and s tanda rd e1Tors are in parenlhese ·. 
* rr _ 0. I 0: * * p .,. 0. 0 5: * * * p ':: 0. 0 I : * * * * p <~ 0. 00 I 
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Ta hie 6.5: Binary Lo~istic Reg ress ion Estimates Predicting Approaches to 
~~ nninu Cha nue (N = -'SS 

Predictors 

ivL.ik 

A ge 

l:ducation Level 

Y cars or Present Posit inn 

t'ota l Y c:,rs of Director ·hip 

t'<)tal Y cars or I ,ibrary Service 

No. or Different Pos ition . 

No. or Subordinates 

No. o r Library Bran che 

I ,ibrary T y pe 

1.ibrary SiYc 

Co11 -..; tan t 

-2 l0° likelihood 

Mode l X 

Pseudo R : 

1)1' 

N 

Dual & Multiple A pproaches vs. 

Sing le Appro3c he 

B C\ (B) 

__ ... 44 .709 

(.JO_) 

-.028 .9T2 

(. 1_,J ) 

- . 129 .879 

(. 139) 

-.004 .996 

( .02-l) 

.0 L, 1.013 

( .O_J) 

-. 022 .978 

(.022 ) 

- . I 0.., ** .902 

(.050) 

.05 1 1.0 -3 

(. 147) 

-.0 ... 4 .966 

(.057) 

.557** 1. 746 

( ,2J _) 

.347 1.41 5 

(.28 ... ) 

2.12 1 ** 8.3 6 

(.875) 

327 -

19 .8 

.080 

II 

455 

:\'n i l's : The /3 is th e log istic regression coe ffi cient: exp (8) or odds rJti o 

i -..; the anti log ul" IJ : ;rnd " tancl ard errors arc in p3rcnth csc ·. 

* p O. I O: H 1r O. 5 0; H * p O. 0 I ; * *up < (). 00 I 
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Table 6.6 reports on the multinomial logisti c regress ion es timates that predict 

the directors· approaches lo planning change. /\s a refe rence category. the human 

resource approach was used more o ften than any other single ap proach. The estim ated 

pseudo R~ inJ icates that thi s set of variables/subscalcs exp lains 12.2% of the variation of 

the directors' aprroaches to planning change. Results show· that independent vari ahles, 

such as educati on leve l. years of present position, number of subordinates, male, and 

library type. signit1c:..111 tl y intluencc directors· approac hes used. 

Fducation level was detected to be pos itive ly and hi ghl y significantly assoc iated 

\Vi th th t: probabi lity of using the structural approach rather than the human resource 

app roach to rlan change. Each additi onal level in educati on increased the like lihood by 

I 08% that di rectors \Vo uld use the structural approach rather than the hum an resource 

approach. Those with hi gher educati on would be more likely to use the structural 

approac h than those with less educati on. However. educati on level did not affect the use 

of the human resource approach ve rsus dual and multipl e approaches. 

There was a pos iti ve and significant relati onship betwee n years o f present 

position and the use of the human resource ve rsus structural approac h. Each additional 

year in a current positi on increased the likelihood by 9.5% of us ing the structural 

approach rather than human resource ap proach. For longer periods o f ti me directors were 

in the ir cu n cnt positions. the more like ly they would he to use the structural approach to 

plan change than the ir co unte rparts. 

Th~ rc la ti onshi11 between number o f subord inates and the human reso urce 
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approach versus structural approac h was J ctectc<l to be 11egalivc anJ signi ficant. Eac h 

additiona l kvd in subordinates decreased the likelihooJ by 55 .7% in usin g the 

strnctural approach rather than the human resource approach. The more subordinates 

directors owrsaw. the less likely they would be to use the structural approach to plan 

change than their counkrparts. 

The predictor of male was detected to be negati vely and s igniticantl y related \Nith 

the use of the human resource app roach versus du:.il approaches. Maks \Vould be about 

5 1 % less likely than kmales to use Jual approaches rather than the human resource 

approach to plan change. 

The relationship bd\vecn lib rary type and the human reso urce approac h versus 

mu ltiple approaches was Jetccted to be positive and significant. Each additional level in 

library type increased the li kelihood by 92.6% in using multipl e ap proaches rather than 

the human resource approach. This support s the hypothesis that directors \Vho work at 

research libraries arc more likely to use the multi-l'ramc approach than the ir counterparts. 

In terms ot· using the human reso urce approach versus dual approaches. numher of 

subordinates was detected to be a margi nally significant predictor if the sample size were 

larger (sign ificance close to .10). Th is was a lso true for the rel at ionship between male and 

the human resource approach ve rsus the mu lti -frame approach. However. the resu lts of 

nth er variahles did not signi li c:.rn tl y impact the di rectors· approaches used (si gni li cancc 

rar from . 1 0 ). 
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Tahle 6.6: Multino mial Log istic Regress ion Estim a te , Predicting Approaches to Planning 
~~l!anoc (_N = -t55_) ________ _ _ _________________ _ 

Structural vs . 

I lum~rn Resource 

Predictors ____ IJ ____ c~ (B) 

Male 

I ·:ducal ion 

Years or Present 

Posit ion 

Tuutl Y cars of 

Din.:c torsh ir 

I ot::il Y cars of 

Library Sc..:rvicc 

o . o f Di lfcrcnt 

Pos ition , 

No. or 
Subordinates 

No. of I .ibr;.iry 

Br~rnch cs 

Library Type 

I ,ibrary Size 

Const;.i nt 

-2 log likelihood 

Model x2 

P-;cudo R2 

df 

-.794 .-.i52 

(.~87) 

-. 158 .854 

( .253 ) 

.732*** 2.080 

(.269) 

.09 1* 1.09-

(.0-l8) 

.oo_ 
(.0-i-') 

-.026 

( .0 .. P) 

.089 

(.089) 

-.8 14 ** 

(."04) 

-. 0 I .:. 

(. 182) 

.12_ 

( .44 .J ) 

-.656 

. 173 

( 1.735 ) 

1.002 

.97-l 

1.093 

A43 

.988 

1.130 

.5 19 

Dua l vs. 

I lum;m Resource 

13 

-.702* 

(.-+ 25) 

-. I 60 

( . 193) 

.255 

( .2 13) 

.045 

( .o.rn > 

.01 7 

( .(f'2) 

-_O_ I 

( .0 , I ) 

-.0 -8 

(.080) 

-.328 

(.205) 

-. 02 I 

( .065) 

A ,4 

( .324 ) 

.2% 

( .J .. i .. i ) 

1.84 

( 1.266) 

ex ( /3) 

.--l9 5 

.852 

1.29 1 

1.0 17 

.979 

.944 

.720 

.979 

1.544 

1. 344 

885.2 

5 1. 1 

.122 

Mu ltiple vs. 

I luman Resource 

13 

-625 

(. -+ 06) 

-.0 59 

(. 185) 

.195 

(.205) 

.050 

(.03 )) 

-. 002 

( .0, l) 

-.OJ2 

(.030) 

-.065 

(.0 74) 

-.254 

( . 196) 

-. 0, ...i 

( .063) 

.656* 

( .309) 

. 190 

( .3 ... ,) 

2.05 I 

( 1.223 ) 

ex 1(B) 

.535 

.9-+3 

1.2 16 

1.05 I 

.969 

.937 

.776 

.967 

1.926 

1.209 

:Vot es: !"he /3 is the log istic rc~rcss i() ll rnc rl icicnl; c,p (!J) or odds ra ti o i. the ~rnt ilog of 13 : ;.i nd 
. tandarJ errors arc in parentheses . 
*p- 0 . 1 0 ; ** p 0. 50: ** *p ' 0 .0 I: **** p < 0 .00 I. 
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.- lpproctc.:hes lo Setting Goals }hr C'lwnge 

Q11eslhm I I. How would you set goulsfhr change i{you were Colin ! 

Descriptive Results 

As shown in Table 6. 7 be low·. 90. l % of directors would use multiple approaches 

to set goa ls for change if they were Colin. Only 4.2% would use dual approaches. The 

total s ingle approaches wou ld on ly be used by 5. 7% of al l respondents. No respondent 

\Vould use single political, symbolic or other approach to set goa ls for change. No 

respondent checked / ;\ ( not appl icablc) fo r each response. 

The structural and human resource approaches were favored hy directors choosing 

dual or multiple approac hes. Most li ke ly. these approaches appear together more ottcn 

over the others because directors spend much of thei r time \Vorking with a variety of 

people an<l rea li gning roles and duties of staff in current academic librari es that arc 

ca ught up in the mode of rapid ly changing tec hnology. 

The "'o ther'' approach was noted by 37 ( 8. 1 %) respondents. Of these responden ts. 

15 commented on the "other'' approach they would use. l lowcvcr, no respondent I isted a 

true "other'' approach. /\ccord ing to Bolman and Dcah criteria fo r coding the open­

ended fram responses cited in /\ppend ix E, fo ur re ·ponses were actuall y the structural 

approac h~ live, human resources: one. po liti ca l: two, symbolic ~ one, dual approach : and 

l\vo, comments. The remai ning 2:2 respondents did not specify \Vhat their other 

approaches wcr and therefore could not be rnlcd out as not actually using ·--other 
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~1pproach" category in Table 6.7 . /\s a resu lt, 12 rcspon<lcnts arc incluJeJ in the '"other 

approach .. category in Tab le 6. 7. 

The l'rcc comments on the '"other" ~1rproach respondents used demonstrate tha t 

Ji rectors used human resource approach and structural approach more than other 

approaches. In setting goals for change. they empowered people, and focuscJ on 

communication, li stenin g, and Jialog \Vith ·taff. /\t the same time, they used structural 

approach . They used strategic planning, anJ clarified ro les of indi vi<luul s while setting 

goal s rnr change. 

Dependent Variables 

Tabk 6. 7 di splays descripti ve stat istical resu lts of the dependent variables used in 

the analys is. The dependent variab le i · the directors' appro:.1chcs to setting goa ls for 

chan ge. It is composed of three main categories: (I) sin gle approaches: (2) dual 

~1ppnrnchcs: and(~) multiple approaches. The sin gle approaches consist of two 

subcategories : ( 1) structural: and (2) human resource. 
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Tab le 6.7: Approac hes Used in Response to Question 11: How Would You Se t Goa ls for 
Change if You Were Colin ? (N = -455) 

/\ roaches Used 

SING L E A PPROA HES 
STRUCTU RAL 
• Kee p change e fforts headed in th e ri ght direction 
I IUM A N RESOU RCE 
• Kee p peo ple invo lved and commu ni cati on open 
POLIT IC/\ L 
• Provide opportuni ty for individua ls and group to express their 

concern , 
SYMBO LI C 
• Deve lop hared va lues 
OTII ER 
• Use a compktc ly different approach 

Total Responses 

DUA L 

1 luman resource and symbo li c 

Po lit ica l and ·ymbo lic 

Total Responses 

MU LTIPL E A PPRO ACII ES 

• 

• 

• 

• 

• 

• 

• 

Structu ra l, hum an re ource, po li tica l, and ymbolic 

Structu ra l, hum an resource, po lit ical, ymbolic, and oth er 

Structura l, hum an resource, and po liti ca l 

tructural, hum an resource , and ymbo li c 

Structural, human resource, and other 

tructur~tl , po li ti ca l, and ymbolic 

Human resource, po li tical, and symbolic 

I luman resource, symbo lic, and other 

Total Responses 
Legend : No. = Number 

No. of Res onscs (% ) 

13 

13 

0 

0 

0 

26 

11 

8 

19 

'"' 40 

19 

5 

2 

40 

2 

4 10 

(2.9) 

(2.9) 

(0) 

(0) 

(0) 

(5. 7) 

(2. --l) 

( 1. 8) 

(4 .2 ) 

(74.7) 

(4 .2) 

( I.I ) 

(0.4) 

(0.2 ) 

(0 .:n 

( 8.8) 

(0.4) 

(90 . 1) 

Results of Bivariate Crosstabulat ion and x-Test 

The bi variate cross-tabulation indicated that there were many significant 

associat ions between the independent variables and the directors ' approac hes to sett ing 

goals for change (Table 6.8 ). The chi -square tes t was used to check whether two nominal 

va ri ab les a re independent from or related to each o lher (Sarantakos 2005 , 385). The 
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co llected continuous variables were recoded as the categorical ones. The ordinal variables 

with more categories we re a lso recoded for the sake of reliable results. Results indicated 

that demographics, human capital , and library characteristics could be used to predict 

respondents· approachc · to setting goals for change. 

In Table 6.8, the i test <li splayed the stati stically significant relatio nship bet\veen 

gender and approaches to setting goals for change at the .05 leve l. The minimum 

expected count is 8.39. T hus, the result can be trusted. The results show that fem ales 

,vcre more likely than males to use dual and multiple approaches to set goals for change. 

This supports the hypo thesis that females are more I ikely than males to use the multi­

frame approach. 

Those who worked for a master-granting college or univers ity were more like ly to 

use the multi -frame approach. The i test shows that there was a significant re lationship 

between direc tors ' approac hes to setting goals for change and library type at the .05 leve l. 

The minimum ex pected count is 4.72 . It is close to 5.0. The result mi ght be trusted. 

The i tes t · cl id not demon 'trate any s ta ti stica lly significant rclationsh ips be tween 

directors· approac hes used and these predictors: age, education leve l. and library size at 

the . l O level. l Iowcver, the percentage results di sp lay that directors who were 25 to 39 

used multiple approac hes more, while directors who were 40 to 59 used s ing le 

approac hes more. T hose who obta ined M LS employed the multi-frame approach mo re. 

Those w ho worked fo r a co ll 'ge or university ,vith less than I 0 ,000 total s tudent 

enro ll ment utili zed the multi - frame approach more, \Vhil e those who ,.vorked for a co llege 
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or univers ity with 20.000 or more used dual approaches more to set goals for change. 

In Table 6.8 ( continued) below, the/ tests did not Jetect any significant 

relationships between directors' approaches used and these variables: years at present 

position and total years of directorship at the . l 0 level. However. the perce ntage result 

shows that directors vvho had been in their CUITent positions for ten or more years used 

the multi-frame approach more. Those who had been in all directorship for five to nine 

years used the sing le approach more to set goals for change, while those for ten to 

fourteen years employed multiple approaches more. 

According to the result of the i test, there was no s ignificant relationship between 

directo rs· approaches used and total years of library service at the .10 level. 1-lovvever. the 

percentage results demonstrate that directors who served in libraries for thirty or more 

years employed dual and multiple approaches more. while those for fewer than one year 

to fourteen years used sing le approaches more to set goals for change. 

The result of the / tes t di splays that there was a significant connection between 

directors· approaches used and number of different positions at the .05 level. The 

minimum ex pected count is below 5.0. The result cannot be trus ted. flowevcr. the 

percentage results show that those who held one to three differe nt positions used the 

mu lti - l'rame approac h more, while those who held seven or more different positions 

employed dual approaches more. 

Accordin g to the results of the/ tests, there vvcrc no s tati st ically s ignificant 

re lationships between directors ' approac hes used and th ese predicto rs: number o f 
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subordinates anJ number of Ii brary branches at the . l O level. However, the percentage 

results di splay that directors who oversaw twenty to twenty-nine subordinates employed 

the multi - frame a pproach more to set goa ls for change, while those who oversaw thirty or 

more subo rdinates used s ing le and dual approaches more. Those who did not oversee any 

library b ranch employed the multi-frame approach more, \Vhile those who oversaw two 

branches o r more used s ingle and dual approaches more to set goals for change. 
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Table 6.8: Percentage Distribution of Directors' Attitudes toward Approaches Used to Se t 
Coals for Chanuc N = -t55 

Approaches Used(%) 
Sin°le Dual Multi le Tota l No. 

Gender 
Female 3. 1 5. 1 91.7 100.0 (254) 
Male 9.0 3 .0 88. 1 100.0 (20 I) 
x2 -= 8.009, df = - , p = .0 18 
Age 

25 -39 3. 8 0 96.2 100.0 (26) 

40-59 6 1.5 4.6 89.8 100.0 (283) 

60 or more 6.2 4.1 89.7 100.0 ( 146) 

x2 = I. -30, df -= 1-L p = .82 1 

Education Level 

M/\/ M. not in 11 . 1 0 88.9 100.0 ( 18) 
Library Sc ience & Other 

Ml,S 4 .0 4 .0 92. 1 100.0 ( 177) 

M LS plus other 4 , .J " .7 9 1.9 100.0 ( 16 1) 

master uegree 
PhD 10. 1 6 . 1 83 .8 100 .0 (99) 

x2 = 8.000 , df 6, p - .2 "'8 

Type of In titution 

Bacca laureate-granting 4.4 6 .2 89.4 100.0 ( I 13) 

Master-granting ,., ') 1.6 95 . 1 100.0 ( 185) 

Doc toral-granting 9.6 5.7 84.7 100.0 ( 157) 

x2 = 12 .294. ur 4, p = .015 

Total ~tudent Enrollment 

< 10,000 2.7 9 1.8 100.0 (329) 

10,000 19,999 6.- 7.7 86.2 100.0 (65) 

_o,ooo or more 6.6 8.2 85 .2 100.0 (6 1) 

X- 6.,-L9, df 4. p = . 169 

Tota l 5.7 4.2 90. 1 100.0 

No . (26) ( 19 4 10) 455 
Legend : No. = Number 
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Ta hie 6.8 (contin ued 

/\pproaches Used(%) 
Single Dual Multiple Tota l No. 

Y cars of Present Position 
0-4 5.4 5.4 89.2 100 .0 ( 167) 
5 - 9 6.9 5.6 87 .5 100.0 ( 144) 
IO or more ·-L9 1.4 9".8 100.0 ( 14-+) 
x.2 - 4.855, df -= 4, p -== .303 
Years o f All Directorship 

0 - -l - .6 7.4 87 .0 100.0 ( I 08) 

5 - 9 8.7 5.2 86. 1 100.0 ( I 15) 

10 - 14 3.8 2 .5 93.7 100.0 (79) 

15 or more 4 .6 2.0 93 .5 100.0 ( 153) 

x'2 = 8.580, Jf - 6, p = . 199 

Years of Library Service 

0 - 14 8.9 1.8 89.J 100.0 (56) 

I - - 29 6.4 3.5 90. 1 100 .0 ( 172) 

30 or more 4.4 90.3 100 .0 (227) 

x-2 - 3.469, Jr · 4, p = .48 

Number of Different Positions 

0 - ,.., - .9 2.0 92.2 100.0 ( 153) 

4-6 6. 2.9 90.8 100.0 (207) 

7 o r more 4 .2 10.5 85 .J 100.0 (95) 

x) .. = 12 .6 11 , df - ·l p = .01" 

Number of Subordinate 

I - 9 ' , __ .) 92.2 100.0 ( 128) 

10 - 19 4 . 1 4. 1 91 .9 100.0 ( 123 ) 

20 - _9 4.6 1.5 93 .8 100.0 (65) 

30 or more 7.9 7.2 84.9 100.0 ( I 39) 

x2 = 7.685, Jr 6, p -= .262 

Nu 111 bcr of Lihra,·y Branches 

0 3 .0 4 _, 92. 7 100.0 ( 164) 

6.6 3. 6 89.8 100.0 ( 167) 

2 or more 8. 1 4 .8 87 . 1 100.0 ( 124) 

x.2 , .977. df - , p -= .409 

Tolal 5.7 4.2 90. 1 100 .0 

0 . (26) ( 19) (-+IO) (455) 

L egend : No. Number 
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Results of Cone lations 

As shown in Table 6.9 below, there are many significant bivariate coITelations 

among vari ables used in the analy is. 

( 'orrelutions hetween Independent Variahles und Dependent Variables 

The re ·ult f this ~tudy co incided with two hypo theses presented earli er 

regarding the use of multi form approaches (Table 6.9). However, calculated r values for 

th' vari ables were < .30, making the correlations very weak or low rather than moderate 

or stro ng. [n thi s tudy, years at present positi on and total years o f directo rship were 

res pecti vel y detected to be po itive ly and significantly correlated with the use of multiple 

approaches. Director \.vho we re in th ir current positions or all directorship for longer 

periods o f time were more likely to use multiple approaches to set goa ls for change than 

the ir co unterparts. However, the study results <lid not coincide with other hypotheses. 

Signifi cant and n 'gative corre lati ons were noted fo r directors who were males, or had 

higher education leve ls, or over ·aw more subordinates. or worked at a large sc hool or 

library in <-1 ddition to working at universiti · , with hi gher enrollment. 

Male and library type were re ·pectivcly detected to be negative ly and 

significantl y correlated with the use of dual and multiple approaches. Directors who were 

males, o r wo rked at a large schoo l or li brary. were more likely than their co unterparts to 

use Jua l and multiple approaches when setting goals for change. 

There were many significant co rrelati ons between the independent variables and 

the ap r roachcs to setting goals for change. The structural approac h was more likdy to be 
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used by di recto rs ove rsee ing more library branches. I lowevcr, negati ve corre latio ns were 

no ted fo r directo rs who ha<l been in directo rship, o r se rved in I ibraries fo r longer periods 

of time . 

T he human resource approach was m o re likely to he used by directo rs who were 

males, o r ha<l hi gher education levd s, o r oversaw mo re subordina tes, o r wo rked at a large 

schoo l o r library. The sing le approach was more like ly to be used by directors who were 

males, o r \Vo rkcd at a large schoo l o r library. Direc to rs who served in li braries fo r lo nger 

periods of time , o r held more Ji ffe re nt pos itio ns, or oversaw mo re subo rdinates, o r 

workc<l at uni vers it ies w ith hi gher enro llment were fo und to be mo re like ly than the ir 

coun te rparts to use dual approaches to set goals for change . Ho \veve r_ negati ve 

correlati ons we re no ted fo r d irec to rs w ho had been in the ir curre nt pos iti o ns, o r aJl the 

directo rship for longer periods of time. 
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Tab le 6.9: C o rr~la tion Matrix for Variables Used in th e Anal ·s is (N = -'55 

A pproac hcs to Setting Goa ls fo r Change 

A B C D E F 

.007 .166** ** . 124** * -.05 3 -.06 1 * - . 124** * 

2 -.0 15 .035 .0 14 .043 -.040 -.0 14 

3 -.04 . I I I*** .049 .049 -.07 1 * -.049 

-l .007 -.040 -.024 -.088** .077* .024 

5 -.065* -.0 12 -.05- -. 127*** . 128 *** .055 

6 -. 084** .00 1 -.060 .072* -. 002 .060 

7 -. 0-'7 -. 0" 7 -.05" . I 06** -.030 .053 

8 -.024 .087** .045 .083** -.09 1** -.045 

9 .082** -. 020 .045 -.006 -. 03 1 -.045 

10 .0 13 . 11 6*** .093** .002 -. 074* -.093 ** 

11 -.0 18 .027 .007 .087** -. 064 * -.007 
Notes : I\ " tructura l. B=Human Re ource, C=Sin gle, O-"' Dual, E=Mul tiplc, 
F Single Approac hes vs. Dual & Multiple J\ pproache · 
I - Ma le, 2 -Age, "=Education, 4=Y ars at Present Pos ition, 5=Total Years o f Directorship, 
6 -=To tal Y ca rs of Library Service, 7- No. of Di ITerent Positions, 8.:...:No. or Subordinates. 
9 No . o r Li brary Branches, I 0=Library Type , I I =Library Size 
*p<0 . 10; ** p -~ 0.05; *** p <. 0.0 1; **** p~0. 00 1 

Results of Multinomial and Binary Logisti c Regress ions 

The hypotheses of thi s study foc us on di rectors· use of multipl e approaches versus 

single approaches. Thus," -inglc approac hes·· is used as the reference ca tegory. Table 

6. 10 re ports the multi nomial logistic regress ion esti mates that predict directors' 

approac hes lo s 'tt in~ goals for change. The estimated pseudo R2 displays that thi s set of 

va riab lcs/subsca lcs explains 18 .9% of the variation in J i recto rs~ approaches to setting 
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goals for change. The results show that independent variables- male, total yea rs of 

library service. library type, and total years of dircctorship--significant]y influence the 

outcome variables. 

Male was Jctcctcd to be negatively and significantly related to the use of single 

approaches versus dual approaches. Males vvould be about 74% less likely than females 

to use Jual approaches rather than single approaches to set goals for change. 

The relationship b tween tota] years of library service and the use of single 

approaches versus Jual approaches was detected to be positive and significant. Each 

additi onal year in library service increased the likelihood by 10.2% of using dual 

approaches rather than inglc approaches. Those who served in libraries for longer 

periods of time wou ld be more likely to u e dual approaches than those who served for 

shorte r periods of time. 

There was a negative and s ignificant relationship between library type and the use 

of sing le approaches vcr ·us dual approaches. Fach additional level in library type 

decrea ·c<l the likelihood by 68.5% of using dual approaches rather than single 

approaches. Those \Vl10 worked for a hi gher academic degree college or uni ve rsi ty would 

be less I ikely to use dual approaches than those vvho worked in a lower academic degree 

college or university. 

;\ ·ignificant and negative relationship between male and the use of single 

approaches versus multiple arp roachcs was detected. Males vvould be about 65% less 

likely than fr~malcs to use multiple approaches to set goals for change. This suppo11s the 
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hypothesis that females ::ire more likely than males to use the multi-frame approach. 

Total years of direc torship was detected to be positive ly and significantly related 

to the use of single approaches ve rsus mult iple :.ipproaches. Each additional year o f 

Ji rcc torship increased the likclihoo<l o f using multiple approaches by 7.2%. For longer 

pcrio<ls of time in <l irectorshi p Jirectors had been. the more like ly they would be to use 

multip le approaches rather than ·ingle approaches. This supports the hypothesis that 

Ji rectors who have been in directo r hip fo r longer periods of time are more likely than 

the ir counterparts to use the mul ti-frame app roach than any other type o f approach when 

dca lino with chanuc. b 0 

There wa a significant and negati ve relati onship between lib ra ry type and the use 

or single approaches versus multi ple approaches. Each additional leve l in library type 

decreased the likelihood of us ing mul tiple approaches by 46. 7%. Thi s indicates that those 

who workcJ for a higher academ ic degree co llege or university wo uld be less likely to 

use mu ltip le approachc , than their counterparts. Thi s rejec ts the hypothesis that directors 

who work at the research schoo ls are more likely than their counterparts to use the multi ­

frame approach than any other type of approach when dealing w ith change . 

The relationshi p between li brary size and the use o f single ap proac hes versus dual 

approac hc - wa ~ c.ktcctcd to be marginally ·igni ti cant if the sample size \Ve re larger. Thi s 

\Vas i.dso true for the relat ionshi p between age and the directors· use of multiple 

.. 1pproachcs (s ignificance near . l 0). The other vari ables mi ght not have any significant 

impact of the direc tors' approaches used (significance fa r l'rom .10). 
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Bina ry logis tic regress io n was used to check w hether the results wo uld change. 

Tab le 6. 11 li sts bina ry log isti c regress ion estimates that predict direc to rs' a pproac hes to 

setti ng goals fo r change . T he es timated pseudo R2 shows that thi s se t o f 

variab lcs/subsca les explains 11 .8% of the vari ati on in the directo rs ' approac hes to set ting 

goals fo r change. Results indicate tha t the pr dictor ~ o f male~ to ta l years o f directo rship, 

and library type ·ti ll demo nstrated ignifi cant impact on the outcome variabl es. However, 

the prcd ic to rs o I' to ta l years o f Ii brary serv ice anJ Ii hrary type did no t signi ri cantl y 

inllucncc res pondent s ' a pproac hes used. 
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Table 6.10: Multinomial Logistic Regression Estimates Predicting Approaches to 
. c ttinv Coa ls for Chanve (N = -&55 

Dual Approaches Multiple /\pprmchcs 

vs. vs. 

S ing le Approaches Single Approaches 

Predictors R ex (B) B ex (B) 

Mak - 1.328* .265 -1 .054** .3-:l9 

(.688) (.457) 

/\ge -. 100 .905 -.228 .796 

( .J 13) (.170) 

Education Level __ 11 1.234 -. 179 .836 

( .286) (. 194) 

Years of Present l)os ition -.04 1 .960 -.022 .978 

(.068) (.03 7) 

fotal Years of Directorship -.08 "' .92 1 .069* 1.072 

(.064) (.03 7) 

rota l Years of .097** 1.102 .018 1.018 

Library Service (.050) (.028) 

No . of Different . 16_ 1.176 .100 1.106 

Po ·it ion · (. 13 I) (. 107) 

No. ot· .227 1.255 -.050 .952 

Subordinates (. I I ) (.209) 

No . of Li~rary -. I 12 .894 -.056 .. 945 

Branche ( . I 18) (.062) 

Library Type - l _l -4** ."' 15 -.630* .533 

(. - I 7) (.359) 

Library Size .676 1.967 .3T 1.452 

(.438) (.326) 

Constant - I .,.., 9 5. 195**** 

(2 . 164 ) ( 1.327) 

-2 log I ikcl ihood 30- .7 

Mode l x2 49.2 

Pseudo R2 . 189 

[)f 
,..., 

N 455 

1\/ntc.:s : The fi is the logistic regression coe l'fi c icnt; exp (8 ) or odds ratio i · th e ant il og of 13 : 

and st~mdarcl errors arc in paren th eses. 
*p- 0. 10: ** p · 0.05: * ** p < 0.0 I : ****p < 0.00 I 
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Ta hie 6. 11 : Bin a ry Logis tic Reg ress io n Es timates Predict ing Approaches to 
Settino Goa ls fo r Chanue N = -6 5 

Predictors 

Ma le 

Age 

Education Leve l 

Y cars of Present Posit ion 

Total Years of Directorship 

fota l Years of Library Service 

No. of Di ffcrent Po ·ition · 

No. of Subordinates 

No. of Library Bran ·hes 

Library Type 

Library Size 

onstan t 

-- Ing likelihood 

Mode l x_ 2 

Pseudo R2 

LX 

N 

Dual & Multip le Approac hes vs. 

Single Approaches 

B ex B) 

-. 1.066** .344 

(.456 ) 
- ...,,...., .80 I 

(. 169) 

-. 163 .850 

(. 19.., ) 

- .02 _ .978 

( .0 ... 7) 

.064* 1.066 

(.036) 

.02 1 1.02 1 

( .028) 

. 104 I. I I 0 

(. I 07) 

-.036 .965 

(.209) 

-.060 .942 

( .062) 

-.65''* .520 

( . .., 8) 

,.)99 1.490 

(."26) 

2.095**** 3.273 

( I. .., I 8) 

179.8 

19.5 

. 11 8 

11 

455 

No/1:s: The /3 is the logistic regression coeffic ient: exp (B) or odds ratio 

is the arllilog of 13: and standard error · arc in parentheses. 

* p· -0. I O: * * p- 0. 5 0: * * * p · 0. 0 I ; * * * * p <~ 0. 00 I 
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Taking into accou nt the independent variables used in thi s study, Table 6.12 

reports on the mu ltinomial logis ti c regress ion estimates that predi ct the direc tors' 

approaches to sett ing goals fo r change. The structu ral approach was the re ference 

category. The esti mated pseudo R2 di splays that thi s set of vari ables/subscaks ex plains 

25.2% of the va riati on o r the direc tors' approaches to setting goal s for change. Results 

show that independent vari abl es, such as male, years of present positions, total years of 

direc torship, total years of li brary service. and number of library branches, significantly 

intl ucm::e Ji rectors· approachc , Lt. ed. 

Male was detected to be pos iti ve ly and significantly related to the use of the 

struc tural approach versus the hum an reso urce approach. Mal es would be about 2.9 times 

as likely as females to u ·e the human resource approach rather than the structura l 

approach. l Iowcver, ma l did not impact direc tors' approaches used in terms of trnctural 

approach vcrsu.' dual, and multipl e approaches. 

There was a nega ti ve ·m<l significant relati onship between total years of present 

position an<l the use or the slru..:t ura l appr 'tch vc r ·u the human re ource approach. Each 

add itional year in present pos ition decrea ed the likelihood by 12.0% that directors would 

use the human resource approac h ra ther than tructural approach. Direc tors who had been 

in their cuncnt positions fo r longe r pe ri ods o f time wo uld be less likely to use human 

resource appro·lch than their counterparts. 

Total years of li brary service vvas detec ted to be pos iti vely and significantly 

related to the use of the structura l approach versus dual approaches. Eac h additi onal year 
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in all library se rvices increased the likdihood by 13.7% in using two approaches rather 

than the structural approach. Direc tors \vho served in libraries for longer periods of time 

would be more like ly to use Jual approaches to set goa ls fo r change than their 

counterparts. 

There was a negative and positive relationship between number of library 

branches and the use of the structural approach versus dual approaches. Each additional 

number or library branc he dccrea 'e<l the likelihood by 19.5%) of using dual approaches 

rather than the structural app roach. The more library branches directors oversaw. the less 

like ly they would be to use dual approac hes to set goals fo r change than their 

counterparts. 

Total years of present po iti on was detected to be negative ly and significantly 

related to the u e of the structural approach ver us multiple approaches. Each additional 

year in a current posit ion decreased the likelihood of using multipl e approaches rather 

than the structural approach by 0.9%. Directors who had been in their current positions 

I( r I< ngcr periods or tim wou ld be less likely to use multiple approaches than their 

counterparts. This reject , the hypo thes is that directors who have been in their current 

pos itions for longer periods or time arc more likely than their coun terpa rts to use the 

multi - rrame Qpproach vvhile manag ing change. 

There \Vas a significant and positi ve relationship between total years o f 

direc torship and the use o f the structural approach versus multirle approaches. Those 

who had hccn in directorship for longer periods of time wou ld be more I ikcl y to use the 
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multi-frame approach rather than the structural approach when setting goals for change. 

For each additional year of directorship, thi s likelihood increased 12.8%. This confirms 

the hypothesis that directors who have been in directorship fr)r longer periods of time are 

more likely to use multiple approaches than their counterparts. 

·1 he relationship between number of library branches and the use of the structural 

approach versus multiple approaches was detected to be negative and significant. Each 

additional number of library branche decreased the likelihood by 14.5% of using 

mu ltiple approaches rather than the structural approach. The more library branches 

directors oversaw, the le · likel y they \VOuld be to use multiple approaches to set goals 

fo r change than their counte rparts. 

ln tcm1s of using the structural approach versus the human resource approach, 

number of branch was detected to be a marginall y significant predictor (significance 

close to. l 0). This was also true for the relationship between library size and the use of 

the structural approach versus dual approaches. I [owever, the results of other variables 

did not significantly impact the director.··· ~•pproac he · used (significance far from . l 0). 
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Ta hlc 6.12 : M ultino mia l Logis tic Reg ress ion Estimates Predicting Approaches 
to Sl'ttinv Coa l · fo r C han e (N = -t55 

Predictors 

Male 

/\ge 

Fducation 

Y cars of Present 

Pos ition 

l"ota l Year. o f 

Directorship 

l'uta l Y cars of' 

Library Serv ice 

No. of Di ffcrent 

No. of 

Subordinates 

No . or Library 

Branches 

Library ryrc 

I ,ibrary Si1.c 

Cons tant 

-2 log likelihood 

Model x2 
Pseudo R2 

di' 

N 

I luman Resource 

vs . 

Structura l 

B 

.287* 

( __ 18) 

-.08.., 

.(3''6) 

.62..i 

(.405) 

-. 127* 

(.074) 

.069 

( .076) 

.070 

(.056) 

-. 166 

(. 208) 

_--4 I 

(.427) 

-. -ioo 
(.24 5) 

.766 

(. 7 6) 

.573 

(.700) 

-7 __ --o** 

(_, 9 18) 

c:x (/3) 

2. 850 

.920 

1.866 

.880 

1.07 1 

I .OT 

.847 

1.406 

.670 

_ _ t 5 1 

I .7T 

Dual 

vs. 

Structural 

B 

-.562 

(.799) 

-. I I I 

(.344) 

.530 

( .3 58) 

-. I I " 

(.077) 

-.032 

(.080) 

. 129** 

( .05 ) 

. 102 

( . 150) 

.406 

( .3 80) 

-.2 17* 

( . 126) 

-.84 _ 

(.596) 

.985 

(.638) 

-3 .868 

(2 . ..i56) 

ex (/3) 

.570 

.895 

1.699 

.893 

.968 

1.13 7 

1.108 

I. SOI 

.805 

.43 I 

?..679 

.., 19.4 

7 1.6 

.25?. 

33 

455 

Mult ip le 

vs . 

Structu ra l 

/3 

- .320 

(.606) 

-.240 

(.22 1) 

. 139 

( .289) 

-.095* 

( .05 1) 

. 120** 

(.06 1) 

.049 

(.035) 

.040 

(. I JO) 

.1 --0 

(. 30 3) 

-. 157** 

( .072) 
... ,.., -. _ _, 

(.464) 

.676 

(.565) 

?..697 

( 1.740) 

ex (B) 

.762 

.78 7 

1.1 49 

.9 10 

1. 128 

1.050 

1.04 1 

1.1 39 

.855 

.724 

1.965 

Notes : The /J is the logis tic regress ion oc ffi c icn t; ex p (B) or odds r;.itio is the anti log of B: and 

standard errors arc in parentheses. 
*p,... 0 . 10: H p, 0.5 0 ; *** p ,, 0.0 I; H** p <. 0.00 I. 
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Approaches to Re.wiring Cor?/lict 

Question 12. I low would you approach cor?flict resultingFom Ken 's supporters? 

Descripti ve Results 

Table 6. 13 be low <l ispl ays tha t 54. 7% directors wo uld use dua l approaches to 

resolve conllict resulting from Ken ' s suppo rters. Of a ll the rcspo n<lents, 23.3% would use 

mu ltiple approaches. The total ing le approaches wo uld be used by 22 .0% o f a ll 

respon<lents. No rcspon<lrnt wo uld u ·e the s ing le po liti cal approach to reso lve confli ct. 

o respo ndent checked / !\. ( no t a pp licable) fo r each response. 

The structural and human resource approaches we re favo red by direc to rs choos ing 

dua l o r multiple approaches. Mos t like ly, these approac hes appear togethe r more o ften 

ove r the other because di rec tors spend much o f their time wo rkin g with a vari ety of 

peop le and rea lign ing ro les and duti es o f sta ff in current acade mic libraries that a rc 

caught up in the mode of rap idly cha nging technology. 

The "othe r" approach wa · no ted by 43 (9 .5%) res ponde nts. Of these respo ndents, 

17 com mented on the ··other'' approach they wo uld use. 1 lowcv r, no respondent li sted a 

true --o the r" approac h. Acco rding to the Bo lman and Dear s mode l, ti ve responses \Vere 

ac tua ll y the structu ra l approach; two, huma n reso urces; one, po liti cal: two symbo li c; 

three, <lual approach; and l(rn r comments. T he remaining 26 respondent s did not spec ify 

\vhat their other ap proaches were and therefo re could not be ruled o ut :is no t ac tually 
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using "other approac h'' category in Table 6.13 . As a result, 26 respondents are included 

in the ··o ther approach" catego ry in Table 6 . l3 . 

The free comments on the ··other" approach respondents used indicate that 

directo rs used the struc tural approach more than other approaches . They foc used on the 

shared goa ls and respons ibilities w hil e reso lving conflict. 

Dependent Vari ables 

Table 6. 13 demo nstrates desc riptive stati sti cal results o f the dependent vari ables 

used in the anal ys i . The dependen t vari able is the directors' approaches to resolving 

confli c t. It cons i ' ts of th ree ma in categories : ( 1) sing le approaches: (2) dual approaches: 

and ( 3) mu ltiple approaches. T he s ingle ap proaches have fo ur subcategori es: (I) 

structural : (2) human reso urce: (3) symbo li c: and (4) other. 
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Tab le 6.13: Ap proaches Used in Response to Question 12: How Would You Appro..ach 
Conflict Resultin from Ken's Su orters'! N = -t55 

/\ roaches Used 

SING LE APPROACHES 
STRUCTURAL 
• Ma inta in change goa l, by having authorities reso lve con fl ict 
lllJMJ\N RESOU RCE 
• Develop re lat ionships by hav ing individual s confront confli ct 
POl, ITI C L 
• Develop power by bargaining, and forcing others to win 
SYM BOLIC 
• Develop ·hared va lues and use conflict to negot iate meaning 
OTII ER 

Use a com plete ly different approach 

fota l Respon -c · 

I) lJ 1\. '-'LC.C.., --'--'-'--'--'--'-=-'-=-=---'-'--'-'c.= 

■ Structural and human resource 

■ Structura l and ymbo lic 

■ Structura l and L)th er 

■ I luman resource ~rnd polit ica l 

■ Human resource and symbolic 

■ Human resource and oth er 

■ Po lit ica l and sy mboli c 

■ Symbo lic and other 

Tota l Response 

MULT IPL E APP ROA II ES 

Structura l, hu man resource, po litica l, and symbolic 

Struct ural. hum an resource, and polit ica l 

Struct ural , human resource, anc.l ymbolic 

Structural, hum an re ource, and other 

■ Stru ctural. pol it ical, and symboli c 

Human resource, po liti ca l, and symbolic 

■ I luman re ource, -ymbo li c, and other 

Tota l Res onses 
Legend : No . Number 

191 

No. of Res onses (~'o) 

10 (2 .2) 

20 ( 4.--l) 

0 (0) 

60 ( 13.2) 

10 (2.2) 

100 (22. 0) 

11 (2 .4) 

18 (4 .0) 

(0 .2) 

2 (0.4) 

20 1 (44.2) 

I (0 .2) 

10 (2 .2) 

5 ( I. I) 

249 (54.7) 

14 (3. I) 

3 (0 .7) 

--l8 ( I 0.5) 

(0 .2) 

3 (0 .7) 

29 (6.4) 

8 ( 1.8) 

106 (23 . "') 



Results o f Bivaria te Crosstabulation and x2 Test 

·n1e bivariate cross-tabul a ti on indicated that there we re many s ig nificant 

associations between the independent vari ables and the directors' approaches to reso lving 

conflict (Tab le 6. 14 ). The chi -squa re test was used to check whe the r tvvo nominal 

va riables arc independent from or re la ted to each o ther (Sarantakos 2005 , 385). The 

co llected continuous vari ab les we re recoded as the categorical o nes . The ordinal variables 

\v ith more categories we re a lso recoded fo r the sake o f re liabl e results. Results indicated 

that demographics, huma n c-1pita l, and library characteri stics co uld be used to predi ct 

respondent ,' approaches to re o lv in g co nflic t. 

In Table 6.1-+ hc low. the/ tc ts did not detect any s ignificant rel a ti onships 

be tween director · · approache used and these vari ables: gender, age. education leve l, and 

library type at the . IO leve l. However, th pe rcentage results how that females used 

s ing le approache: more o rtcn than men, whil e males employed the multi-frame approach 

mor . Directors who we re 25 to 39 employed dual and multiple approac hes more. Those 

who obtained PhD used the multi - frame approach more, while those who go t MLS plus 

o ther ma tcr' · Jcgree ut i I izcd dua l approac hc more. Those who worked for a 

baccalaureate-gran ting co ll ege or uni vers ity used the ·ingle and dual app roachc more. 

while those who wo rked lo r a docto ra l-granting co ll ege or uni vers ity utili zed the multi ­

frame approac h more . 

The i tes t <li d no t demonstrate any stati s ti ca ll y ·ignificant connec ti o n betwee n 

directors · ,1pproac hcs used and li bnry s ize at the .10 leve l. 1 lovvcvc r, the pe rcen tage 
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res ults Ji sp lay that those who worked for a college or university with less than l 0.000 

to tal stuJent enro llment used dual approaches more, while those who worked for a 

co llcg or uni ve rsity with _0_000 or more employed multiple approaches more to 

rcso l ve con 11 ict. 

In Table . 14 (continued) b low. the i tes ts Jid not detect any significant 

relation ·hip ' between directors· approaches used and these predictors at years at present 

p )Sit ion. total year ' of dir ctorship, and total years of library service at the .10 leve l. 

1 lowcvcr. the percent· ge result show that Jirectors who had been in their cuITcnt 

positions !'or five to nine yc·ir · LI.'ed the multi -frame approach more. while those for 

tc,vcr than one year to lc.rn r years employed dual approaches more. Those ,.vho had been 

in all Ji rector ·hip for le\ er than one yc·1r to four years utili zed dual approaches more, 

while th) ' C fo r ten to r urteen car used multiple approache more. Directors who 

served in lihrari c ft r fewer than on· yea r to fourteen years utili zed dual and multiple 

approachc more, whil e those for thirty year ' or more used single approaches more than 

their coun terparts . 

The resu lt o f the i test di splays that there was no ·ignificant connection between 

Ji rectors' ap proa ·hes used and number of di llcrent positions at the .10 leve l. lfowcvcr, 

the percentage rcsul ts demonstrates lhat those who held one to three di ITcrcnt positions 

used the sin !..! lc ·•ppr( a ·h more. vv hilc those who held four to six different positions 

emp loyed dual a1 I roaches more . Those \,Vho held seven or more different positions used 

the multi -frame appnrnch mor . 
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i\ccording to the result of the i tests. there were not ~rn y stati sticall y signi ficanl 

relationships between director ·· approuches used and these predictors: number of 

subord inates and number of library branches at the .10 leve l. I lowcver. the percentage 

resu lt di ·play that director who oversaw ten to nineteen subordinates used the single 

and multi-frame approac h more, while tho e who oversaw twenty lo twenty-nine 

subo rdinates used Jual approac h s more. Those who oversaw two or more library 

branchc used the multi - frame Jpproach more, while those who oversaw one branch 

uti I izcd ·i nglc approaches more. 
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Tahlc 6. 1-t : Percentage Distribution of Directors' Attitudes toward Approaches Used to 
Reso lve on nict N = -155 

G ende r 
Pcma le 
Mak 
x2 - I ."'T,df - _, p - . -0 "' 

Age 

- - "'9 

•-W-59 

60 or more 

(2 4.6 "' 1. df - 4. p ."'2 7 

Education Le e l 

MA/ MS not in 
Library Science , Other 

M LS 

M LS r l LI S ot her 
mas ter ' . ucgrcc 

PhD 

X- 3. 88,df 6. p - .759 

T pc o f In , titution 

Bacca l urcat -grantin6 

Master-gran tin g 

I octora l-gra ntin u 

X- 5 . ._i._i 6, J f 4. p . 2 5 

Total tudcnt Enro llm ent 

- 10.000 

I 0,000 19.999 

_o,ooo or more 

X- 2. 094. d f , p .7 18 

Tota l 
No. 
L egend : No. umber 

Approac hc · Used(%) 
Sin° 1 Dual 

- .6 
19.9 

7. 7 

2 1.9 

2 .7 

_ 7 .8 

- ., .7 

18 .6 

- .9 

_ I .6 

- 1.0 

2 1.9 

21. 

- .., .0 

___ o 
( I 00) 

54.7 
54 .7 

6 1. 5 

56 .2 

50 .7 

50.0 

5 .4 

57.8 

49 .5 

60 .-

54.6 

1.0 

56.~ 

,, .8 

47 .5 

4 .7 
( _49) 
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Multi le 

2 1.7 
25.4 

30.8 

2 1.9 

24 .7 

22.2 

20 .9 

23.6 

27."' 

15.9 

23. 8 

28.0 

2 1.9 

24.6 

29.5 

2'"' .3 
( I 06 

Tota l 

100.0 
100 .0 

100.0 

100 .0 

100.0 

100 .0 

100 .0 

100 .0 

100 .0 

100 .0 

100 .0 

100.0 

100.0 

100.0 

100 .0 

100 .0 
(455) 

No. 

(254) 
(20 I ) 

(26) 

(283) 

( 146) 

( 18) 

( 177) 

( 16 1) 

(99) 

( I 13) 

( 185) 

( 157) 

(3 29) 

(65) 

(6 1) 



Table 6.1 -' (continued) 
Approaches Used(~';>) 
Single Dua l Multiple Tota l No. 

Years of Present Pos it.ion 
0-4 18.6 -9 _9 2 1.6 100.0 ( 167) 
5 - 9 2 1. 5 5 1.4 27. 1 100 .0 ( 144) 
IO or more 26.-i 52. 1 2 1.5 100 .0 ( 144) 
x) == 4.758, df --= 4, p = .3 13 
Y cars of All Directo rship 

0-4 18.5 - 8.J 2J . I 100 .0 ( I 08) 

5 - 9 25 .2 50.4 24.3 100.0 ( I 15) 

10 - 14 2 1.5 53 .2 25.3 100 .0 (79) 

15 or more 22 .2 56 .2 2 1. 6 100 .0 ( 153) 

x2 = 2.279. df = 6, p == .892 

Years o f Libra ry Serv ices 

0 - 14 14 . 5 1.8 33 .9 100 .0 (56) 

I - - 29 _2. 1 54.7 1, , 
_ .) . .) 100.0 ( 172 ) 

30 or more 23.8 55 .5 20.7 100 .0 (227) 

X- ~ 5.Jr, Jf -c: 4. p - .2-5 

Number of Different Positions 

0 -
-, 

25.5 48.4 26. 1 100 .0 ( 153) 

4 - 6 19 .3 58.9 2 1.7 100 .0 (207) 

7 or more 22. 1 55 .8 22. 1 100.0 (95) 

X- = 4. 150, df -= 4, p = _, 86 

Number of , uhorcJinatcs 

I - 9 2 .4 52.3 24.2 100 .0 ( 128) 

IO - 19 _4.4 49 .6 26.0 100 .0 ( 123) 

20 - 29 2 1.5 6 1. - 16.9 100 .0 (65) 

30 or more 18 .7 58.3 23.0 100 .0 ( I J9) 

x2 -= 4 . , 04 , df - 6, p == .6 ,6 

Number o f Library Branches 

0 22.6 56 . 1 2 1.3 100.0 ( 164) 

2_. 8 S - . I 22.2 100 .0 ( 167) 

2 or more 20 .2 52 .4 27.4 100.0 ( I _4) 

x2 - 1.705, df , p - .790 

Tota l 2 __ 0 5-U 'l", - . .) 100.0 

n. ( I 00) (_49) ( I 06) (455 ) 

Legend : No. = Number 
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Results of Correlati ons 

/\s shown in Table 6. l 5 below, there are many significant bi variate correla tions 

among variab les u ed in the analys i . 

Correlutions hetween Independent Variables and Dependent Variables 

The re ·ult of thi s study concurred vv ith the hypotheses presented earlier 

regarding the use of mul tiple approaches (Table 6.1 5) . However, calcul ated r values fo r 

the variables were < . ~o, making the correlations ve ry weak or low rather than moderate 

or strong. In thi study, there wa no sign ificant as ociation betw en gender and 

directo r · multiple approac hes used. Correlation between library type and the use o f 

multiple approaches \Vere detected to be positi ve and significant. Direc tors who worked 

at a large schoo l or library were more likely to use multi.pie approaches to resolve conflict 

than their counterpart . I Iowcver. the study re ults did not coincide with other 

hypotheses . Directors who s rved in li brari es fo r longer peri ods of time were less likely 

to use multip le approaches than their co unterparts. 

The variables of age, years at present pos iti on. and total years of li brary se rvice 

were respective ly detected to be n -gati vc ly and ignificantly corre lated \vith the use of 

dua l and mu ltiple approachc . Directors who were olde r, or had been in their cu1Tent 

positions or library service fo r longer periods of time were less likely than their 

counlcrparts to use dua l and ,nul tip lc ap pro ·Khes to reso lve confli ct. 

There were many signi li canl correlat ion , between the independent variab les and 

the approac hes to reso lving conflict. The struc tura l approac h was more li ke ly to be used 
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by Jin:ctors having hi gher cJucation leve ls or hol<ling their current positions for longer 

pcrio<ls of time. 

The human resource ::ipproach was more likd y to be used by older directors. 

1 lowcvcr, directors who were more educated were found to be less like ly than their 

counterpart to use it to reso lve conflict. Directors who had been in their current positions 

or library . crvice for longer p riod ~ of time were more likely than their counterpai1s to 

ut ili ze the sy mbolic approach, \-v hil e males were less likely than femal es to do so. 

The other ap proach was more like ly to be used by directors vvho had higher 

education level s or held more differ nt po itions. Director who were older. or had been 

in their current positions or li bra ry serv ice for longer periods of time were more likely to 

use sin gle approaches to re ·olv conlli ct than their counterparts. Dual approaches were 

le · likely to b used by Jirector who had been in their current positions fo r longer 

periods of time, or wo rked at a large school or library, or at universities with hi gher 

enro llment. 
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Tab le 6. 15: Correlation Matrix for Variables Used in the Analvsis N = -t55) 

Approac hes to Reso lv ing Confli ct 

2 

3 

5 

6 

7 

8 

9 

10 

11 

A 

-.0 13 

.050 

.068* 

.082** 

-.0 13 

-.056 

.. 003 

.053 

-.0 9 

-.0 0 

B C 

.025 - .072* 

.092 ** .038 

-. I 05* * -.027 

.054 .06 ... * 

.000 .04 1 

.060 .07 8** 

-.02 1 -.022 

-. 0•.W -.040 

-. 039 .000 

-.0 I J -.007 

-.. 0 18 

D E F 

.0 18 -.045 .000 

.002 .095** -.040 

. 108*** -.0 12 -.035 

.004 . I 09*** -.07 1 * 

-.055 .028 -.004 

-.0 ~7 .068* .o:w 

. 175*** * .0 13 .038 

.oo-- -.0 0 .064 

.053 .0 18 -.009 

.00 I -. 025 -.070 * 

.02 1 -.06 1 * 

G 

.044 

-.046 

.052 

-.022 

-.024 

-.090* * 

-.058 

-.027 

-.007 

. 107** 

.05 1 

II 

.045 

-.095 * * 

.0 12 

-. 109* ** 

- .028 

-.068* 

-.0 13 

.0 0 

-.0 18 

.025 

-.02 1 

Notes: A Structura l, B_c:, l luman Res urce, =Symboli c, D=Other, E=Single, F=Du a l, G=- Multipl e, 
H- Sin gle pproachcs vs. Dual & Multiple Approaches 
I M ale, 2 Age, 3 - 1-:uucation, 4-= Ycars at Present Position, 5 =Total Year o f DirL:c torship, 
6 =Total Y ca rs of Library Service, 7- No. o f Different Po it ions, 8=No. o f Subordin ates, 
9 No. or Li brary !J ra nchc ·, Io- Library Type, I I -= I ,ibrary Size 

Results of Mul tinomi al and Binary Logistic Regressions 

Th ' hypothc e of thi s study foc us on directors· use of multiple approaches ve rsus 

single approachc ·. Thus, -- ingle approac hes" is used as the refe rence category. Table 

6. 16 reports the multinomi al logistic regrcs , ion estimates that predi ct direc tors' 

approachc · to resolving conflict. The estimated pseudo R2 di spl ays that thi s set of 

va ri abks/suhsca lcs explains 7.2%, o f the vari ation in direc tors· approaches to 
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resolving conflicts during the ch;.mge process. The results display that independent 

variables- total years of present position. and library type- significantly impact the 

ou tcome variab les. 

i\ ncgati ve and signi fie ant relationship was noted between the total years at the 

presen t position and the use of single approaches versus Jual approaches. Each additional 

year at pre ent positi on decreas d the likelihood by 4.5% to use dual approaches. 

Directors in their current positions for a longer period of time wt.:re less likely than their 

countcrpat1s to use dual ap pro;.ichcs to resolve con llict. 

Library type was detected to be positive ly and significantly re lated to the use or 

single approaches versus multiple approaches. Each additional level in library type 

increased the like lihood by 60. 1 % of using multiple approaches rather than single 

approachc ,_ Director who worked at research librari es were more likely to use multipl e 

approaches than those who worked in a lower academic degree co llege or unive rsity. This 

supports the hypothesis that directors work fo r a hi gher academic degree college or 

universi ty arc more likely thi.ln th -ir co unterparts to use the multi - frame approach w-hile 

dea ling with change. 

The rela ti onship between age an<l the use of dua l approaches was detected to be 

marginally signi l'icant (signi licancc near . I 0). Thi s was also true for the re lation ship 

between number or subordinates and the directo rs' use of dua l approaches. The other 

va riables mi ght not have any significant impact of the directors· ap proaches used 

(s ignilicance for l'rom .10) eve n if the sample size \Vere larger. 
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Binary logistic regression was used to check whether the results would change. 

Table 6. 17 show binary logistic regression estimates that predict directors' 

approaches to reso lving conflicts. The estimated pseu<lo R2 demonstrates that this set of 

var iablcs/subscales explains 4.4% of the variation in the Jirectors' approaches to 

resolving conflict. Result Ji splay that the predictor of years at present position still 

significant ly impact on the outcome variables. However. the predictor of library type Jid 

not sign i ti cant! y in fl ucnc~ respondents' approaches used. 
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Table 6. 16: Multinomial Logi ·tic Regression Estimates Prellicting Approaches to 
Rcsolvin Contlict (N = -t55 

Dual Approaches Multiple Approaches 

vs. vs. 

Sing le Approaches Single Approaches 

Prcu ictors 13 ex (/J) 13 ex (B) 

Ma le .1''4 I . 1-l-l .2 11 l .235 

(.256) (.300) 

Age -. 177 .838 -. l 33 .875 

( . I I 0) ( . 124) 

Educat ion Level -. 054 .947 .078 1.081 

( . I 16) (. 135) 

Years of Prc:"cnt Pos ition -.046* * .955 -.030 .97 1 

( .02 1) (.024) 

Total Years of Directorship .0_9 1.029 .02" 1.023 

( .020) (.023) 

Total Year · of .005 1.005 -.022 .979 

Library Scrv ice ( .018) (.020) 

No . o f Differen t - .00" .997 - .038 .963 

P) ·ition · ( .04 7) (.058) 

No. o f . 189 1.209 -.008 .992 

Subordinate (. I 18) (. l 38) 

No . o f I ,ibrary - .008 .992 - .0"5 .965 

l3ranchc, ( .0 8) (.049) 

l ,ibrary Tyre - .0_ l .979 .47 l * * 1.60 1 

( . 196) (._JS) 

l .ibrary Si1:c - . l 62 .850 -.055 .947 

( . 175 ) (. l 94) 

Constant 2.0 8*** .452 

( . 7 7) ( .846) 

-2 log likelihood 882.8 

Mode l x_2 _9, "' 

I scuuo R 2 .072 

l)f 7 

N 4 -5 
- ----
Nntt.:s : The/J i the log istic regress ion coe ffici ent; ex p (/J) or odd · ratio is th e anti log of B: 

and standard errors arc in parenthc cs. 
-tc p- 0 . I O: * * p < 0. 0 5; * * * p · 0. 0 I ; * * * * p ~ 0. 00 I 
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Tahle 6. 17: Bi nary Log i ·tic Reg ress ion Es timates Predicting Approaches to 
Rcsolvin Con fl ic t N = 455 

Pn:dictors 

1alc 

J\gc 

EJucation Level 

Y cars of Present Po ition 

Total Years of Directorship 

Total Years of Library S ' rvicc 

No. o f Di ITcrent Positions 

No. of Subordin::itcs 

No . of ibrary Branches 

l, ibrary rype 

Library Si ze 

Constant 

-2 log likelihood 

lode! x2 
P ·eudo R2 

DC 

N 

Dual & Multiple Approaches vs. 

Sing le Approaches 

8 ex (B) 

.159 1.172 

( .2-Vi) 

- . 160 .853 

( . I 05) 

- .0 18 .983 

( . I I 0) 

- .04 1 ** .960 

( .0 19) 

.027 1.027 

( .0 19) 

-.004 .996 

( .0 17) 

-. 0 I " .987 

( .045) 

. 128 1.1 37 

(. I 12) 

-.0 17 .98" 

( .036) 

. 122 1. 130 

(. 186) 

~. 11 6 .89 1 

( . 16") 

2.207 *** 9.089 

( .708) 

..i66 .0 

13.2 

.044 

II 

455 

Nol<!s : The /3 is the logisti c regression coeffi c ient; exp (BJ or odds rat io 

is th' anti log o f 13: and standard errors are in parcnthesc . 

*ry 0 . 10: ** 1-r 0 .5 0: *** p '· 0.0 I : **** p , 0.00 I 
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Table 6. 18 below li sts the multinomial logi stic regression estimates that predict 

the directors' approachc , to resolving conflict. As a reference category. the symbolic 

approach was used more often than any other single approach. The estimated pseudo R2 

inJ icates that this se t of vari able /sub ·cales explains 16.5% of the variation of the 

director · approache · to reso lving conflicts. Results di splay that independent variables, 

such as male, age, eJucation leve l. total years of library service, number of different 

pro t'css ional positions, and library t., pe, significantly impact the outcome variables. 

ak was detected to be positively and ·ignificantly related to the use of the 

sy mbo li c approach vc r us the human resource approach. Males vvcrc about 3 times as 

li kely as female · to use the human resource approach to resolve conflicts. However, male 

diJ not have any significant effect on the u e of the symbolic approach versus, structuraL 

other, dual , anJ mu ltiple approaches. 

The relationship between age and the use of the symbolic approach versus the 

human res urce approac h wa Jctccted to be positive and significant. Each additional 

level in age increased the likelihood by 72 .6% that directors would use the human 

resource approach rather than the symbolic approach. Older directors would be more 

likely to use the humun reso urce approach to resolve con11icts than yo unger directors . 

/\gc had no s ignili cant elT'cL however. on the u ·e or the symbolic approach versus 

strncturaL other_ duaL and multi pk approac hes. 

The rel ationship between education le vel and the symb( lie approach versus 

the human resource appn ach to resolvin g con llict was detected to be significant and 
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negative. Each additional level in education decreased the likelihood by 43.4% of using 

the human reso urce approac h ra ther than symbolic approach. Those with higher 

education level wou ld be less likely than their counterparts to use the human resource 

approach rather than 'ymbol ic approach to reso lve conflict. Education level was also 

detected to he stati stically posi tive ly and signi ti cantly related to the use of the symbo lic 

approach vcrsu , other approach in reso lving conflict. Those with higher education would 

he 2 . ..., times as I ikcly as those vv ith le, education to use other approac hes to handle 

con l1icts durin g the change process. chooling had no signiticant, however, on the use of 

symbolic approach vcrsu , ·truc tu raL dual, and multiple approaches. 

There was a ncgati c and s igniticant relati on 'hip between to tal years of all library 

s ' rvicc and the use of the ,ymbo li c approach versus other approaches. Those who had 

more years of a ll library crvice would be less likely than their counterparts to use the 

other approach rather than the sy mboli c approach to reso lve confli ct. For each additi onal 

year of library se rvice. thi likelihood dec reased 7.9%. Total years of library service was 

also detec ted to be negative ly and igniticantl y related to the use of the symbolic 

approac h versus multiple approache . Each additional year in library se rv ice decreased 

the likelihood by 4.9<¾) in us ing mul tiple approaches rather than the symbolic approach. 

This reject the hypothesis that direc tors who have been in li brary se rvices fo r longer 

periods of time arc more likely to use mul tip le ~1pproachc than their co unterparts. 

The relationship between the number or diffe rent library pro fess ional pos itions 

and the use or the symbolic approach versus other approach wns detected to be pos iti ve 
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and signi licant. Eac h additional number in different pos itions increased the likelihood by 

28. l % or using the other approach rather than symbo lic approach lo reso lve conflict. 

Directors who held more prol'ess ional pos itions wo uld be more likely than their 

counterparts to use other approaches rather than the symbolic app roach to reso lve 

conllict. 

Lihrnry type was de tec ted to be pos iti ve ly and ve ry significantl y re lated to the use 

of the symbolic approach versus multiple approaches. Eac h additi onal leve l in library 

type increased the likel ihood by 56.4% of using multiple approaches rather than the 

symbo lic ~tpproach to handle conlli ct ' . Di rec tors who worked at research libraries would 

he mor likely to use multiple approaches than those who worked in a lower academi c 

degree college or univcr ity. Th i , ' Upports the hypothesis that directors who work fo r a 

higher academic degree co l leg or uni versity are more likely than their counterparts to 

use the multi - lramc approach whi le manag ing change. 

In terms of using the symbo lic approach versus structural approac h, number o f 

hnnch was a marginall y signi licant pred ictor ( ·igni ticance close lo . l 0). T his was also 

true !'or the rc lationsh i p between to tal year , o f di rcc torsh i p and the symbo lic approach 

ve rsus other approa ' h, and the relationshi p bdween number of subordinates and the 

symbo lic approach versus dua l approaches. 1 lowcvcr, the results o f other vari ables did 

not significantly impact the director ,' approaches used (signiti cancc far from . I 0). 
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Table 6.18: Multinom ial Logistic Regress ion Estimates Predicting Approaches 
to Rcsolvinu Con nict N = --t55 

Predictor· 

Male 

gc 

faluca tion 

Y cars or Pre ·cnt 

Posi ti on 

rota I Y car · of 

Directorship 

fota l Y ca r · of 

Library Scrv ic~ 

No. of Di ffcrc nt 

Positions 

No. uf 

Subordinate 

No. of Library 

l3ranchc 

Library Type 

I .ihrary Si/.C 

Const,rn t 

-2 log like lihood 

Model --/ 

Pseudo R-' 

Jr 

Structura l 

vs. 

Symbolic 

13 

-. IO I 

( .779 ) 

T '7 

( .,.. - -) 

.-l I -

( . I 5) 

.057 

( .0 -7 ) 

-.0 ... -l 

( .060) 

-.057 

( .049) 

-. 071 

( .- 07) 

.248 

(."79) 

. 134 

( .089) 

- ._i9 

( .60 I) 

-77 1 

( .730) 

- .2" 8 

(2 . ... J _) 

I luman Re ·ource 

vs . 

Sy mbolic 

Other 

V . 

Symbolic 

ex ( 13) f3 ex (fl) B 

.904 1.093* 2.982 .80 I 

1.40 I 

1.5 10 

I .058 

.967 

.945 

.9"_ 

1.2 8 1 

1.14 

.706 

(.574) 

.5-l6** 

(.276) 

-.570* 

(.29") 

.OT 

( .046) 

-.049 

( .04 - ) 

- .0 19 

(.04 1) 

-. 006 

( . I - ) 

-.05 2 

(. 25 8) 

-. 166 

( . 18 1) 

_ 1_4 

( .420) 

-.05" 

(. " 78) 

-_.294 

( 1.906) 

I .T26 

.566 

.952 

.981 

.994 

.950 

.847 

1. 1 "2 

.948 

1055.2 

74 .7 

.165 

-5 

4')5 

(. 788) 

.2-l I 

(.3 I I ) 

8.., "** . _)_) 

(T l ) 

.076 

(.059) 

-. I 03 

(.065) 

-. 082* 

(.046) 

.248** 

(.098) 

-. 147 

(."87) 

. 100 

(.087) 

-.19_ 

(.6_8) 

-. 11 6 

(. 28) 

-5.426** 

(2.395 ) 

ex (B) 

2.228 

1.172 

2.299 

1.078 

.902 

.92 1 

1.28 1 

.863 

1. 105 

.825 

.89 1 

Notes : l'hc /3 is the logisti c rcgrc ·sion coc lli c icnt ; ex p (B ) or odds ra tio i · the anti log of B: and 

standard erro r · ~ire in pa rcntlh:scs . 
*r, 0. 1 o: ** p< o.so: ** *p _ o.o 1: H** p -- o.oo 1 
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Table 6.18 (con tinued) 

Dua l Multiple 

V . vs. 

Symbo lic Symbo li c 

PrcJictors B ex (B) B ex (B) 

Male .366 I .442 .442 1.556 

( ." 16) (.353) 

/\ gc -.009 .99 1 .034 1.0"4 

( . I " 6) (.148) 

Education Level -.0 16 .984 .120 l . 127 

( . 144) (. l 60) 

Years or Present Po ·ition - .023 .978 -.006 .994 

( .O_ - ) (.028) 

l'utal Years llf Directorship .009 1.009 .003 1.003 

(.02"') (.026) 

fo ta l Y cars l)f l ,ihrJry Serv ice -. (L4 .976 -.05 I * _9- I 

( .(L 4) (.027) 

No. o f Di ffcrcnt Positions .067 1.070 .034 l.035 

(.075) (.084) 

No. or Subord inates .19 1 I .~ 11 -.007 .993 

(. 14 1) (. l 58) 

No. of Library f3ranchc · .007 1.007 -.020 .980 

( .048) (.058) 

l ,ihrary rypc -.042 .959 .447* 1.564 

( __ "9) (.272) 

I ,ihra ry , i;:c -. 249 .779 -. 139 .87 1 

(._0_) (.2 19) 

Constant 1.820** __ 07 

(.865) ( .963) 

-2 log lil-- c lihoud 1 os-.2 

Mode l x_2 74.7 

Pseudo R2 . 165 

df 55 

45 -

:Vnt l's: The n i.s the log i: tic regress ion coc lTi ·icnt; ex p ({J) or odd ' rat io is th e anti log of B; and 
standard crTors arc in parentheses. 
·~r-0. 1 o: H p- o.so: *** p , o.o 1; **** p <. o.oo 1. 
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Approw.:hes lo Communirnting the Puhlic and Stld/" 

Question 13. I low would you communicate \.l'ilh the ;mhlic and your stl~fj"i/you were 

Colin! 

Descriptive Results 

, , Jisplayed in Tab le 6. l 9 below·. 78.7% directors woulJ use multiple approaches 

to communicate with the public and their taff if they were Colin, while only l 0.5% used 

dual approac hc ·. The tota l inglc approache would only be used by I 0.8% of all 

responJents. No respondent wo uld u ·c the single political. sy mbolic, or other approach to 

commu nicate with the public and ·taff. No respondent checked N/A (not applicable) for 

··1ch response. 

The structu ral and human rcsourc appr aches were favored by directors choosing 

Jua l or multiple approache -. Most likely, these approaches appear together more often 

over the other - because directors spend much of their time working with a variety of 

people ·md reali gning roles and duties of ·taff in current academic libraries that are 

c~1ught up in the mode of rapiJly changing tec hnology. 

The "oth r'' approach was n ted by - 7 (5 .9% ) respondents. Of these respondents. 

I ~ commented on the ··other" approach they wo uld use. However, no respondent li sted a 

true .. nther" approac h. c ·ordin g to the Bolman and Deal's mode l, seven response - were 

~1ctuall y the human res( urce approac h: one, political: two, symboli c: one, Jual approach : 

anJ !'our. comments. The remaini ng 12 respondents did not spcci ly \.Vhat their other 

~lpproachcs \Vere and therefore cou ld not he ruled ou t as not actua ll y usin g "other 
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approach" category in Table 6. 19. J\s a result. 12 respondents are included in the ··other 

approach'' category in Table 6. 19. 

The free comments on the ·'other" approach respondents used show that directors 

used the human resource approach more than other approaches. They focused on staff 

invo lvement. :.ind listen ing in the change process. 

Dependent Variables 

Table 6. 19 li st · desc ri pti ve stati stical re ults of the dependent variables used in 

the ana lys is. The dependent variab le is the directors' approaches to communicating with 

the public and staff. It compri ses three main categories: ( l) sin gle approaches: (2) dual 

approaches: anJ (] ) multi pie ar proachc . The single approaches are made up of two 

subcatcg )rics: ( l) .' tructural: and(- ) human resource. 
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Table 6. 19: Approaches Used in Response to Question 13: How Would You Communicate 
with the Public an ti Your Staff if You were Colin '! N = -155 

• Comm unicate fact and in formation during the change process 
HUMAN RE OU R E 
• Exchange in formatio n and needs durin g the change process 
POLITIC L 
• View communication a a vehicle fo r influencing other 
SY MBOLI 
• U ·e stories to com municate a vi ion to individual in vo lved in the 

change proccs 
OTII ER 

Use a compktc ly different approac h 

To tal Respun ·e 

DUAL 

• 

• 

• 

• 

Structura l and human rcsnurcc 

, truct ural and po liti ca l 

Structural and sy mbolic 

I luman resource and politica l 

11 uman re ourcc and symbo li c 

Total Respon ses 

Structural. human rcsourc , po liti a l, and symboli c 

.' tructura l, human res urce, and po liti ·a l 

Structural, human resource, and ·ymbolic 

Stru ·tura l, human re. our e, po liti a l, symboli c, and other 

Structural, pol iti ca l, and ·ymholic 

I luman resource. po liti ca l, and symbolic 

Legend : 

No. of Res onses (%) 

22 (4 .8) 

27 (5.9) 

0 (0) 

0 (0) 

0 (0) 

'-i9 ( I 0.8) 

2 1 (-l .6) 

7 ( 1. 5) 

6 ( I .3 ) 

9 (2.0) 

5 ( I.I ) 

48 ( I 0.5 ) 

243 (53.4) 

7 1 ( 15.6) 

24 (5.3) 

12 (2.6) 

4 (0.9) 

4 (0 .9) 

'15 8 (78 . 7) 

Re ' lilts or Bivariate rosstabulation and x2 Test 

The bivariate cross-tabul ati on indicated that there were many significant 

associations bdwcen the independen t vari ab les and the director ' approaches to 

communicating with th pub lic and staff ( L:ible 6. - 0). The chi -square test was used to 
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check \Vhether two nominal vari ables are independent from or rel ated to each other 

(Sarantakos 2005. 385). The co llec ted continuous variables were recoded as the 

categorica l ones. The ordinal variables with more categories were also recoded fo r the 

sake o f reliab le result . 

In Table 6.20 be low. the i test did not demonstrate any significant relationship 

bctvve n directors· appro:ichcs and gen<ler at the . l 0 leve l. However. the percentage result 

displays that female . emp loyed sin gle and dual approaches more than males. Compared 

wi th fcma k . . males used the mul ti-fra me approach more to communicate with the public 

;.111<l sta IT. 

The i tests did no t show any significant conn ction between <lirectors' 

approache used and the ·e pr dictor : age, education level, library type. and library size 

at the . IO I 'V ·I. l lovvevcr, th percentage r ults di splay that directors who were forty to 

lilly-nine cmp l( ., cd multi ple approache. more, while directors who were sixty years or 

more used <lua l approachc more. Tho e who obtained MA/MS not in library sc ience and 

other emp loyed the single 'ind multi - frame approach mor , whil e those who got MLS 

uti I izc<l dua l ap1 roaches more. Tho ·e who worked fo r a bacc~daureate-granting co llege or 

uni vc rsit used Jual ·1pproac hc m re. while those who worked fo r a ma ter-grantin g 

col lege or uni ve rsity cm lo~ cd the multi -frame approach more. Those who worked fo r a 

co ll e~c or uni vc rsit with less tlnn I 0.000 total student enro llment used the multi -frame 

approach more. wh il those who ()rk d fo r a colbre or uni vers ity with 20,000 or more 
C, ~ 

stuJcnt enrol lin 'nt us ,J lhc single and multi ple approaches more. 
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In Table 6.20 ( continued) below, the/ test di<l not detect any significant 

relat ion ·hip betwt::cn dir ctors ' approache to communicating with the public and staff 

and total years of present po ition. However. the percentage result shows that directors 

who had been in their curr ' nt po itions fo r fewer than one year to four years used the 

: ingle approach more. whi le tho e for t n years or more used the multi-frame approach 

more . 

i\ccon.lin° to the result. of the i tests, there were no significant relationships 

hct\vccn direct )r ' approaches used and these variables: total years of direc torship. total 

ye ·tr: or I ihrary se rvice, numb r f di ffcrcnt positions, number of subordinates. and 

numbe r o f library branches at the .10 leve l. l lowever, the percentage results display that 

those who ha l b"'cn in all directo r hip for fewer than one year to four year used the 

single appr a ~h more. v hile tho , f r ten to fo urteen y ars used multiple approaches 

more. Director · who · rv -d in li brarie for fewer than one year to fourteen years used 

si ngle app roaches more, whi le tho · for firt en to twenty-nine used multiple approaches 

more . T hose who held four to ·ix ii fferent po itions were more likely to use the multi ­

l'ramc approa ·h. whi le tho c who held one to three different positions used dual 

approaches more. Directors wh ov r aw ten to nineteen subordinates used the multi­

fram e apr roach more, while tho. e who over ·aw one to nine subordinates employed 

single and Jual ai pre ach~s more. Those who over ·aw two or more library branches 

utili /.cd Jtnl and multiple approaches mor . 



Tab le 6.20: Pe rce ntage Dis tribution of Directors ' Attitudes toward Approaches Used to 
C ommunicate with the Public a nd S taff ( N = .t55) 

Gender 
Female 
Mal 
X- """ . 5 3 7. u f - 2. p == . 7 64 
A ge 

25- 39 

60 or more 

X- - I . 11 0, dr - ,t p - .89 ') 

Educa tion Leve l 

M / M.' not in 
Lihr:.iry Science , Other 

M L .. 

M LS plus other 
maskr" · Jcg, rc 

PhD 

X- - - .368, Jf -= 6. p = .498 

T pe of Institu tion 

Bacca laureate-granting 

Master-granting 

Doc toral-granting 

x2 5. -+ ~, df - . p -= .-46 

T otal .. tudcnt Enrollm ent 

, I 0.000 

10,000 19,999 

_o,ooo or more 

x2 4 _2'"' - , d f . p - .3 76 

Tota l 
0 . 

I ,cge n I: o. Number 

Approaches U ·ed (%) 
Single Dual Multiple Total No. 

11.0 
I 0.4 

15.4 

9.9 

11 .6 

16 .7 

9.0 

I 1.2 

I __ I 

8.0 

10. 

I .4 

9. 

10.8 

18.0 

10.8 
9) 

11.4 
9.5 

7.7 

10.6 

I 1.0 

0.0 

I "' .6 

8.7 

10.1 

15.0 

8.1 

10.2 

10.3 

10.8 

11.5 

10.5 
48) 

214 

77.6 
80. 1 

76.9 

79.5 

77.4 

83 .3 

77.4 

80.1 

77 .8 

77 .0 

81.6 

76.4 

80.2 

78.5 

70.5 

78.7 
35 8) 

100.0 
100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 

100.0 
(45 5 

(254) 
c~o 1) 

(26) 

(283) 

( I --l6) 

(18) 

( 177) 

( 16 1) 

(99) 

( I 13) 

( 185) 

( 157) 

(329) 

(65) 

(61) 



Table 6.:!0 (co ntinu ed) 

pproaches Used (~o) 

ingle Dual Mult iple Total No. 
Y ca rs of Pre ent Pos ition 
0 - ➔ 12.0 9.0 79.0 100.0 ( 167) 
5-9 11 .8 11 .8 76.4 100.0 ( 144) 
IOormorc 8.J I I.I 80 .6 100.0 ( 144) 
x-2 1.973. df ➔ , p - .N I 
Y ca rs of All Directo r ·hip 

0- ➔ 14.8 9.3 75 .9 100.0 ( I 08 ) 
~ 

- 9 12._ 100.0 ( I 15) 10.4 77.4 
IO - I ➔ 10.1 83 .5 100.0 (79) 

15 or llH re 9 .2 11 .8 79. 1 100.0 ( 153) 

x_2 --L 39.d f 6. p .6 17 

Y l'}t rs of Lihra r , crviccs 

0 - I ➔ 17. 9 7.1 75.0 100.0 (56) 

15 - 29 9." 11 .0 79.7 100.0 ( I 7'2) 

30 or llll)rc 10. 1 I 1.0 78.9 100 .0 (227 ) 

X.- 3. 862. df ~L P .•L 5 

Nu mber of Diffe rent Po it ion 
0 - ., 

I I . I I I.I 77.8 100.0 ( 153) 

10.1 80.7 100.0 (207) 

7 or more I ,., _7 10.5 75 .8 100 .0 (95) 

x_2 1 . .55_ , df "~, p . 'I 7 

Number of , ubon.Jin ate 

I - 9 I 
,., 

14.8 71.9 100.0 ( 128) 

IO - 19 8.9 8.9 82. 1 100.0 ( 123) 

20 - 29 9 __ 10.8 80 .0 100.0 (65) 

30 or more 10. 7.9 81. 100.0 ( I .> 9) 

x.2 .5 .80.), df 6. p •LiLi6 

Numh ·r of Library Bra nches 

0 10.4 8.5 81.1 100.0 ( 164) 

I __ 6 10.2 77.2 100 .0 ( 167) 

2 or more 8.9 , ,.,_7 77.4 100 .0 ( 124) 

X:2 __ ()( I. If -+ . p .56-+ 

rota l 10.8 I 0. - 78.7 100.0 

No. (49) ( <l 8) (358) (455) 

Legend : 0 . umber 



Result of Correlations 

Table 6 __ l below reports the results of bi variate correlations among variables 

used in the anal 1 . 

( 'orrelations he/ween Independent Variobhs and Dependent Variables 

The result ' of thi , study coincided with the hypotheses presented earlier regarding 

the use of multi pl approaches (Table 6.- l ). However, calculated r values for the 

variable , ·ere < .--- o. making the corTe lations very weak or low rather than moderate or 

stron g. In thi · study, thcr was n ignificant assoc iation between gender and directors~ 

multiple appn aches used. on-elat ion b tw 'en number of subordinates and the use of 

mu lti p l ' a1 prnach' v "re detected t be positive and significant. Directors who oversaw 

more sub )rdinat , , ere m r lik ly t use multiple approaches to communicate with the 

pub lic and staff than th ir count rpart . How ver, the tudy results contradicted other 

hypotheses. [ ir 'c tor · who worked at uni vc r ities with higher enrollment were less likely 

to uti li ze the multi -fram e appr ach to communicate with the public and staff than their 

co u n tc rpart s. 

Years at pre: cnt ~ o ·ition W 'L po ·itivdy and ignificantl y correlated with the use 

ol'Jua l and rnu ltipl, approa ·he ' . Directors who had been in the ir current positions for 

longer pe ri ods or time were more likely than their counterparts to use dual and multiple 

approa -he.· to communica te with the public ·rnd staff. I lowevcr. the co rrelations between 

the type ~md si1.c or libraric · nnd the use of dual and multiple approaches \Vere detected to 

he ll C!..!,a ti vc anJ signilicant. Directors who worked at a large sc hoo l or libra ry, or at 



unive rsities with hi gher enrollment were less likely than their counterparts to use Jual 

and multip le approaches. 

The variabl e o f age, total years of library service, and number of subordinates 

were re ·pecti vc ly detected to b " negatively and significantly corTelated with the structural 

app roach. The structural approach was less likely to be used by directors who were older. 

or served in librarie for longer periods of time, or oversaw more subordinates. 

The human resource approach \Vas more likely to be used by directors who were 

more e<lucate<l. f lovvevc r. Ji rectors who had been in their current positions for longer 

pcriuJ s or ti me, or worked at a large school or library, or at universities with higher 

enro llment were less like ly to use the human resource approach to communicate with the 

pub I ic and staff than thci r count rparts. The single approach was more likely to be used 

by Ji rectors who wo rked at univcr ities with hi gher nrollment. Directors who oversaw 

more suh )rd inatcs were le s lik I to u , dual approaches to communicate with the 

pub I ic and sta ff than thci r counterparts. 
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Ta hie 6.2 I: Co rrelation Ma trix for Variab les Used in the Anal ·s is N - -t55) 

pproache to ommunicating with th e Public and Staff 

A 8 C D E F 

.(L6 -. 0-'6 -.009 -.032 .OJ I .009 

2 -. 1,7*** .099** -.0 19 .006 .0 10 .0 19 

-. 025 .049 .020 -.0 12 -.006 -.020 

-. 0 18 -. 06,* -.06 1 .006 .04 1 .06 1 * 

5 -.027 -. 040 -.049 -.010 .045 .049 

6 -.07 _ * . 0" I -.026 .0 16 .008 .026 

7 -.03-+ .0.,., .oo_ -.009 .005 -.002 

8 -. 07 _ * .O" -_o_ - -.076* .076* .025 

<) -.0.,5 -. 0 18 -.03 8 .009 .022 .038 

10 -. 01 5 -. IO_ ** .067 -. o-.., -.0 11 -.067* 

.087** .087** .0 10 -. 073 * -.087** 

: tru ·tur~il , B- 1 lum an Re ource, == Single, D-= Oual, E=- Multip le, 
F SilH!. lc pproa ·he v ·. Dua l Multiple Approachc 
1 M .. tk , _ gc , 

., 
Education , -~-=Yt:ars at Present Pos ition, 5-=Total Years of Directorship, 

6 l'ota l Years or Li brary , crvi , 7 No. of Different Po it ions, 8=No. o f Subordinates, 
9 o. or 1,ihrary Bran ·h s. I 0 Li brary Type, I I Library Size 
i< p 0 . 10 : i< p · ().(L; ***1 0.0 I; **** p< 0. 00 I 

Resu lt of Mu lt inomial and Binary Logisti c Regression 

The h p thes 'So r Lhi s stud focus on direc tor.· use of multiple approaches versus 

single apr roaches. Thus, ··s ingle approac hes·· is used as the reference ca tegory. Table 

6.22 reports th, multin rn1i ·ll log istic regress ion c timatcs that predict directors· 

~1pproaches to communica tin l wit h the public :.111d staff. "I he estimated pseudo R
2 

dcmonstrntcs th at this .' ' l of variab le'/ ubscalc , ex plain , 4. 7% of the variation in the 
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Ji rcctors' approaches to communicating with the public and staff. The results show that 

only one predictor-I ibrary size- significantly impact the outcome variables. 

The preJict r of library size was detected to be significantly and negati ve ly 

related to the use o r sin gle approac he ve rsus multiple approaches. Each adJitional level 

in library s ize dccrea ·cd the likelihood by 29.7% of using multiple approaches rather than 

single approaches. Directors who worked at schools with higher enrollment were less 

likely to use multiple approaches to communicate with the public and staff than those 

\Vith 10\ver enro ll men t. Th is rejects the hypothc is that directors who \vo rk for a college 

or unive rsity wi th hi i!.h r cnro llm~n t are more likely than their counterparts to use the 

multi-frame approach while managing change. 

The rela tionship between number of branch and the use of dual approaches was 

detected to be marginall y significant ( igniti cance near .10). The other variables might 

not have any signilican t impact of the direc tors' approaches used (significance far 

from . l 0). 

l3 i nary lo , is li e reg re ·s ion was used lo check whether the results would change. 

Tabk 6. ~-' repo rts binar logi ·tic rcgrc sion estimates that predict directors' 

') 

approaches to com muni ·at ing with the public and staff. The estimated pseudo R-

dcmonst ratcs that thi s sd or vari abl s/ ·ubscale · explains 4.4% of the variation in the 

directors · appr( ac hes to commun ica ting with the public and staff. Results show that 

the pred ictor o f li brary size still ·igni ficantl y affec ts the outcome variables. 
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Tab le 6.22: Multino mial Logistic Regress ion Es timates Predicting Approaches to 
Communicati n with the Public and Staff N = .iss 

PnxJictors 

ge 

EJucat ion Level 

Years or Pre!)cnt Posi tiu n 

fota l Ye.tr or I ircctorship 

l'otal Years or 
Libra erv 1 ·c 

No. of I i ITcrent 

Positions 

o . of 

Subordin tc 

o. uf Libr::u 

l3ran -h 'S 

l.ihrary l'ype 

Library S i1.c 

-2 log lil-.e lihood 

odc l x_2 

Pseudo R~ 

[)f 

N 

Dual Approac hes 

VS. 

... in gle Apprmches 

B 

-. I 27 

(A36) 

.006 

( . 177) 

- .0 -

(. 197) 

.019 

( .0 7) 

-.00 I 

( .0 ,, ) 

.0 16 

( .0 , I ) 

-.00 

( .087) 

-.075 

( . 196) 

. I..A 

(. 09 1) 

- .464 

( . 6) 

-. 110 

( .-6 7) 

.7"1 

(. 1. 186) 

ex (B) 

.880 

1.006 

.965 

1.0 19 

.999 

1.0 16 

.997 

.928 

1. 1 2 

.896 

590 .0 

15.9 

.047 

22 

Multi ple Approaches 

vs . 

Single Approaches 

B 

.0:Z-l 

(.326) 

-.008 

(. 13 I ) 

-.085 

(. 148) 

.022 

(.029) 

.008 

(.025) 

.000 

(.022) 

.0 I -

(.063) 

. 179 

( .1 45) 

. 111 

(.08 1) 

-.2" 6 

(. 254) 

-.353* 

( . I 92) 

2.497*** 

(.887) 

ex (B) 

I .0:Z 5 

.99:Z 

.9 19 

1.0:Z:Z 

1.008 

1.000 

1.0 15 

1.196 

I. I 18 

.790 

.703 

Noll's : !'he /J is the logi.- tic rcgrcs -ion coe fli c icnt: exp (/3) or odds ratio is the anti log of B: 

<.; tandard errors arc in paren thesc . 
~1T 0 .1 o: ** r (L05 ; u r • o.o 1: ****p < o.oo 1 
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Ta hie 6.23: Bina ry Logist ic Reg ress ion Estimates Predicting Approaches to 
Communicat in o with the Public and Staff N = -t55 

Predictors 

ale 

Education Level 

Y car · of Present I osi ti on 

l'otal Y cars of Dircctorsh ip 

rota I Y cars nf I .ibr:1ry ,' crvicc 

No. of Di ffcrcnt Position, 

No . o f Subordinate 

No . o f Li brary L3ranche ' 

L ihrary l'y pe 

I .ibrary S ize 

( 'onsta11t 

-2 log likclihon I 

Mode l x_2 

Pseudo R2 

l)f 

Dual & Multiple Approac hes vs. 

Single Approaches 

B 

.006 

(.323) 

-.006 

(. I JO) 

-.079 

(. 147) 

.022 

(_0_ 9) 

.007 

(.024) 

.00 I 

(.022) 

.014 

( .062) 

.148 

(. 144) 

. 11 2 

(.08 1) 

-.26~ 

- - I * 

(. 189) 

2.6- 6 *** 

(.881) 

ex (B) 

1.006 

.994 

.924 

1. 022 

1. 007 

1.00 1 

1.01 4 

1. 159 

I. I I 9 

.770 

14 .2A 

300.8 

10. 1 

.044 

11 

455 

o i l's : !'he /J is the logi ·tic regress ion coeffic ient; exp ([3) or odds ratio 

is the :111tilog of 13: and standard errors arc in parcnthcse .. 

•p· 0 . 1 O: H p- 0 .50: *** p · 0 .0 I ; **** p ~ 0 .00 I 



Taking into account the inJcpendent variab les used in this stuJy, Table 6.24 

repo rts on the multinomial logistic regression estimates that predict the Jirectors ' 

approaches to communicating with the public and staff. As a reference category. the 

human re ·ource approac h was uscJ more o lten than any other single approach. The 

. ., 
estimated pseuJo R- indicat s that thi set of variables/subscales explains 9.9% of the 

variation of the director · approach . Results display that independent variables, such as 

age. and library type, significantly influenc the outcome variables. 

ge \, as detected to have consistent ignificant effects on three models. It was 

Jctcctcd to be stati ·ticall ., ncgati cly and sign ificantly related to the probability of using 

the struct ural approach rather than the human resource approach to communicate with the 

publi , and ·taff. Each add iti onal leve l in age decreased the likelihood by 58.9% of using 

the struc tural appr ach ra ther than the human re ource approach. Older directors were 

less l i kc! t ) use th structural approach than younger directors. 

The re lationship between age and the use of human resource approach versus dual 

dpproachcs was detected tc be nc 1 ativc and significant. Each additional level in age 

decreased the like! ihood b 8 .... % of using dual approaches rather than the human 

resource apprna ·h. Older Ji rectors were less likel y to use dual approaches to 

communicate wi th the public and : ta!Tthan younger directors. 

There was a nega ti ve and s ignificant relationship between age and the use of the 

hu man resource ~1pproach ve rsus multiple approaches. Each additional leve l in age 

decreased the likelihood hy ..,9% or using multiple approaches rather than the human 



reso urce approac h. Older directors were less likely to use multiple approaches to 

co mmun icate \ ith the pub lic and staff than younger directors. This rejects the hypothesis 

that o lder direc tors arc more like ly to use the multi-frame approach than younger ones. 

The re lat ionship between library type and the use of the human resource approach 

versus dua l approaches \Vas detected to be negative and significant. Those ·who worked 

for a higher academic degree co llcg or university would be less likely than their 

counterpart s to LU~ the dua l approaches rather than the human resource approach when 

curnmun icating v.-i th th, pub li c and s talf. 1:or each additional level of library type. thi s 

li kelihood decre;1seJ 50 .9%. 

In terms ol' u.- ing th ' human rC'O Ltrce approach versus multiple approaches, 

li hrar_ ty pe\ ·as detected to h-- marginall y significant pred ictor (significance close to 

. I 0) . I fmvcvcr, th, resu lt , of other ari ab le did not significantly impact the direc tors' 

~1pproac hes use I (signi li can ·c far from . l 0). 



Table 6.2-t: Multino mial Logistic Reg ress ion F.stimates Predicting Approaches 
to Comm unicatin with the Public and Staff N = -tSS) 

Structura l 

v s. 

Dual 

vs. 

Multi ple 

vs. 

I lurnan Resource I luman Resource Hum an Resource 

Predictors 

Male 

t\ge 

!:ducal ion 

Y cars or Present 

Position 

fota l y C, trs or 
Direc torship 

l"otal Y cars or 
LibrJry Service 

No. or Different 

Position 

No. of 

Subordinates 

No. o f Library 

BratKhcs 

Li bra ry f"ypc 

I .ibrary Si/.c 

onstant 

-2 log lik elihood 

Model x_2 

Pseudo R2 

df 

N 

/3 

.680 

( .63"') 

-.890* ** * 

( .276) 

-.200 

( __ 86) 

.0.:-2 

(.05 ) 

.048 

( .048) 

.0 I 5 

(.0 5 ) 

.030 

(. 124) 

__ , _6 

(.28 1) 

.002 

(. 16_) 

-.5 ... 0 

(_49 .. i) 

·- '17 

(.358 ) 

5. 807*** 

( 1.867) 

ex (/3) /3 

1.974 .2 18 

A ll 

.8 19 

1.053 

1.049 

1.030 

.88 1 

1.002 

. ~88 

(S 'O) 

-.48 1 ** 

(.240) 

-. 134 

( .23 I ) 

.045 

( .0·P) 

.022 

(.0"9) 

.02 1 

( .034) 

.004 

( .096) 

-. 12 

( .232) 

. 129 

( . I I I ) 

-.7 12* 

(.4 10) 

.002 

(.308) 

4 .899*** 

( 1.740) 

ex (8) 13 

1.244 .370 

.6 18 

.875 

I .o .. iG 

1.022 

1.02 1 

1.004 

.884 

1.1 38 

.49 1 

1.002 

6 7.1 

"6., 

.099 

455 

( .444) 

-.495** 

( .208) 

-. 182 

(. 19 1) 

.048 

( .04 1) 

.03 1 

( .032) 

.005 

( .027) 

.022 

(.074) 

. 129 

(. 19 1) 

. 11 6 

(. I 0 ... ) 

-.484 

(.346) 

-.240 

(.245) 

6.645**** 

( l .544) 

ex (/J) 

1.448 

.610 

.883 

1.049 

I .OJ I 

1.005 

1. 022 

1.1 38 

1.123 

.6 16 

.786 

iYoti.:s : The /J is the lo!!,ist ic regress ion cocfTicicnt; exp ( fJ) or odds rn lio is the anti log o f B: and 

'- lambrd errors arc in parentheses. 
*r~ 0.1 o: ** r· o.so: ***p - o.o 1; ****p - o.oo 1. 
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.·lpproaches lo Manuging Change 

Question 1-1. What approaches would you employ lo manage change ifyou ·were Colin ? 

Descriptive Results 

· Ji splayeJ in ·1 ab le 6.25 below. 75.8% directors would employ multiple 

i. pproachc, to manage change if they were Co lin, while only 15 .'.2% used dual 

approac hes. T he total _ ingle approaches would only be used by 9.0% of all respondents. 

No res pondent \Vou ld use ·inglc political. symbolic. or other approach to managing 

clwnge. No respondent ch eked /;\(not applicable) for each re 'ponse. 

The structural ·m<l human re ourcc approaches \Vere favored by directors choosing 

dual or multipl e approac he . Mo t likely, the e approaches appear toge ther more often 

ove r the others because director spend much of their time working with a variety of 

pcopl' an<l rea li gning ro les and dutie of staff in current academic libraries that are 

caught up in the mode of rapidly changing technology. 

The .. o ther .. ·1pproach wa noted by l 9 ( 4. 2%) respondents. or these respondents. 

I_ commented on the ··o ther" approach they would use. Hmvevcr. no respondent li sted a 

true --ut hcr" approach. According to the Bolman and Dcal's mo<ld, four re ponscs were 

;.1ctua ll the human n:sour · approac h: three. symbolic ; three. dual approaches; and two, 

commen ts. rh , rcmuinin g 7 re ·pond nl <lid not specify what their other approaches were 

and thcrc!'ore co ul<l not he ruled out a · not ac tuall y using ··o ther approach" category in 

T1hlc () .25. r\ s ·1 r -sult, 7 respondents arc included in the ··o ther approach'' category in 

Tahlc ().25 . 
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The free comments on the ·'other~· approach respondents used show that <lirectors 

usc<l the human resource, symbolic, and dual approaches more than other approaches 

while managing change. They focused on empowering staff, creating social rituals. and 

deali ng with conflict in the change process. 

Dependent Variables 

Table 6.25 ·hO\ descriptive statistical results of the dependent variables used in 

the analys i . The dci cmknt variable i the directors ' approaches to managing change. It 

com prises three main catc}.!orics: ( l) singl approaches~ (2) dual approaches: and (3) 

multiple approaches. The single approaches consist of two subcategories: ( l ) structural; 

.. md (2) human resource. 
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Ta ble 6.25: Approad1c · Used in Response to Question 14: What Approaches Would You 
Em toy to Mana e Chanoe if You Were Co lin'! N = _.55 

I\ 

• ' o rnmunicate anJ rea li gn formal ro les ;ind re lat ionship to reduce 
confu · ion and unpred ictability 

I llJM/\N RESOUR E 
• Provide train ing and ·upport fo r pe pie who le I incompetent, 

nceJy , and powcrlc · becau e of change 
POLl rI C/\L 
• Dea l with co11llict and form new coa lition 
SYMBO L! 
• C reate ritual s 
CHI IFR 
• l lsc a completely Ji1Tcrc11t approach 

l'uta l Rcspons 

Dll /\1 .!_t\ PPRO _J IF:S 

• 

• 

Struc tural anJ human re ·ou rce 

Struc tural an I p lit ic- I 

I luman resource and po liti ca l 

I luman resource and · mb li e 

l'ota I Responses 

~ll J L rI £ .LI-...:...-~ .c._:..:.....c._;_:__.:..~~'-= 

• 

• 

• 

• 

Struct ura l. human resource. and po litica l 

, truc tural. human res um.: , po liti ca l, and symboli c 

Struc tural. human r'sourcc. ;ind ., 111bo li c 

Structural. f)( litica l, and symboli c 

1 luman re · ur c. politica l, anJ · rnbolic 

No. of Res on ses (°'o) 

20 

2 1 

0 

0 

0 

4 1 

49 

14 

4 

69 

174 

147 

9 

( 4.4) 

(4.6) 

(0) 

(0) 

(0) 

(9 .0) 

( I 0 .8) 

(0.4) 

(3. I ) 

(0 .9) 

( 15.2) 

(38.2) 

(32.3 ) 

(2 .0) 

(0 .2 ) 

7 ( 1.5) 

• 1 luman r 'Source. po liti ·al, and other 7 ( 1.5) 

_ l'ota ~cspon cs ____________________ :_,4_5 __ __,~7_5_.8....:...) __ 

Legend : No. u111ber 

I csult · or Bivariate ro ·tabulation and£- Test 

Th~ bivari-1tc cross-tab ulati on indicateJ that there were many signilicant 

assoc iations between the ind 'P -nJcnt variables anJ the direc tors' approaches to 

managin1!, chan11,c (Tahk 6.26). The chi -square test was used to check whether two 
'- '-

227 



nom inal variable arc in<lepcnJcnt from or related to each other (Sarantakos :2005, 385). 

The co llected continuou variables were recoded as the categorical ones. The ord inal 

variables with more categories \.Vere also recoded for the sake of re liab le results. Resu lts 

inJicatcd that J cmographics. human capital. and library characteristics could be used to 

predict responJcnts· approach , to managing change. 

Th i le 't di ph cJ no ·tatistically significant relationship between gender and 

a ppr )ache · to man a , i ng change at the . IO level. However, the percentage result <lisp lay 

that males employee.I Jual anJ multiple approaches more to mange change than females. 

The [ test dcmonstntc , that there wa stati stically sign ificant relationship 

b 'tween age and apr roa ·he· t managing change at the .05 leve l. But the minimum 

expected c )Ul1t is bcl( v - .0. The re ·ult cannot be tru tcd. However, the percentage 

resu lts Ji spla that Jirector v ho were twenty- live to thirty-nine empl oyed dual 

approac hes more, v hil directors wh were forty years or more used the multi-frame 

approach 111( r--. 

The / t 'S t did n 1t detect any tatistically significant as ·ociation bet\,veen 

educat ion level and ·1ppn a ·hes to manaoin g change at the . l O level. However. the 

p ' rcentagc result · Ji: 1 h tint tho · ~ who obtained MA/MS not in li brary sc ience and 

other used th, multi -l'nmc app r ach rnor . while tho ·c who go t PhD employed dual 

approaches more. 

The / tes t : hov _ that there was a very signi ti cant relationship between directors' 

~1pproachcs to managin ~ chan~c and li brary type at the .00 l leve l. The minimum 
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expected count is l 0. 18. The result can be trusted. Those who worked for a 

baccalaureate-gra ntin g co llege or uni versity were more likely to use the single and dual 

approache . \Vhi le those wh worked for a doctoral-grantina colleoe or uni versitv were b b ., 

more I ik >ly t( use th multi- frame approach. Thi s upports the hypothesis that directors 

who work for a hi gher acad mic <lcgre co llege or university are more likely than their 

counterparts to use the multi- frame approach while managing change. 

The i test did not de tec t any ·tatisti ca ll y significant connection between 

directors· approache · and library size at the . l O leve l. However, the percentage results 

demonstrate that those who wo rked fo r a co llege or university with less than I 0.000 total 

student enrol lment used ingle and dual approaches more, whil e those who worked for a 

col lcg,c or uni er it with l 0.000 to 19.999 student enro llment used multipl e approaches 

more . 

ccordin g to th re ult , f the/ te ts in Table 6.26 ( continued) below, there 

were no stati s tical ! ignifi cant re lati onships between directors' approaches and these 

predictors: yea rs r pr sent po itions. year · of all direc torship. years of library se rv ice, 

number of di ffercnt pos it ion . number of subordinates. and number of library branches at 

the . IO level. Sin ·c mo ' t chi -square results arc not significant, there are no significant 

rclationsh i ps. I Iowever, the percentage result , di play that directors who had been in their 

current positions for fewer than one year to fo ur years empl oyed the multi -frame 

approach more. whi le tho c fo r ten car or more utili zed single and dual approaches 

more to manage change. 
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Those \Vho had been in all Jircctorship fo r ten to fou11een yea rs utili ze<l the multi­

frame approach more, \vhile those for ti fteen years or more use<l Jual approaches more. 

Director, who se rved in I ibraries for fewer than one year to fourteen years used 

single approaches more, wh ile those for fifteen to t\.venty- nine used dual approaches 

more. Those who se rved for thirty years or more used the multi-frame approach more. 

Those who held seven or more diffe rent positions employeJ the multi-frame 

approach more. \vhile those who held fo ur to six differen t positions used dual approaches 

more. 

Directors who oversaw thirty or more subordinates cmpl oycJ the multi-frame 

approach more. while those who oversaw twenty to twenty-nine subordinates used dual 

approaches more. 

Thos vvho oversaw two or more library branches used the multi-frame approach 

more, whi le those who oversaw one branch employed single approaches more to manage 

change. 
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Tahl ' 6.-6: Pcn:cnt agc Di ·trihution of Director '' Attitudes toward Approache Used to 
Manau ha ll ,~ I ~ -r") 

----''---------------------------

( ;ende r 
Female 

tak 

X- -· 10-~. df -· p .30 I 
., gc 

- " ,<) 

W-5 > 

(>() or I1H r~ 

X q /NO. d i -1. 11 (q _ 

Ed ucatio n L 'H' I 

1S IHll i11 

I 1hr.tf) Sc 1c1H.:t: '· 1hc r 
11 S 

11 S plu nlhcr 

111.1 IL'r l k !.!. r ·t: 
Phl) 

! 2 1 1><11 • d r < . ~ . 8 l_) 

T~ pc of ln~tituti ln 

lt1cc.tl ,1ur ·,1tc-~r.111ti n::!, 

1,1 kr- •r,mt 1111.~ 

I )n ·tnr,1l -!.!. r ;111l111 ._1 

X.- . df I. I .( ( 

Total . · 111d nt Enn llm nt 

10.()()() 

I 0.00 ) I<>. qqq 

1 0.( 00 or more 

X.- h 7 - . ell 

I ot.il 

I I) 

I L'!.!.l'lld () 

. p . I 

11111h ·r 

10. 
7.0 

11 . 

11 . 

s .( 

I ( .7 

8. 1 

l . I 

- .( 

I( . 

( --1 I 

I : .8 
16.9 

2 .9 

1 __ 4 

I -

IS . .., 

I L 

17.0 

9,_ 

I I. _ 

I.\_ 
( 9) 

-- I 

75.6 
76. 1 

1. 5 

7 .7 

76.7 

8 .9 

74. 0 

77 .0 

7 .7 

1. 1 

78. 

8- .3 

7 __ 

8 

8 

le Tota l 

100.0 
100.0 

100.0 

100 .0 

100 .0 

100 .0 

100.0 

100.0 

100.0 

100 .0 

100 .0 

100.0 

100 .0 

100.0 

100.0 

75. I 00 .0 
" 5) -l55 ) .,__---'-----

o. 

(25.+) 
(_0 I ) 

(26) 

(_8 ) 

( 1 ➔ 6) 

( 18) 

( 177) 

( 16 1) 

( 99) 

( II ) 

( I g_- ) 

( 157) 

( 29) 

( >5) 

(6 1) 
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Tahle 6.26 (continued) 
Approaches Used(% ) 
Single Dual Multiple Tota l No. 

Years of Present Position 
0-4 7.2 15 .6 77.2 100.0 (l 67) 
5-9 9.7 13.2 77 . 1 100.0 ( 144) 
10 or more I 0.4 16.7 72 .9 100.0 ( 144) 
x2 = 1.850, df = 4, p = .763 
Yea rs of All Directo rs hip 

0-4 7.4 13.0 79 .6 100.0 ( I 08) 

5 - 9 10.4 13 .9 75 .7 100.0 ( l 15) 

10 - 14 7.6 12.7 79.7 100.0 (79) 

15 or more 9.8 19.0 71.2 100.0 (153) 

X:2 = J.880, df = 6, p = .693 

Years o f Librar:y Services 

0 - 14 12.5 12.5 75.0 100.0 (56) 

15 - 29 9.3 15 .7 75.0 100.0 ( 172) 

JO or more 7.9 I 5.4 76.7 100.0 (227) 

f2 = 1.41 2, df = 4, p -= .842 

Number of Different Positions 

0-J I I.I 13.7 75.2 100.0 ( 153) 

4-6 8.7 18.8 72.5 100.0 (207) 

7 or more 6.3 9.5 84.2 100.0 (95) 

x) = 6.818, df = 4, p = . 146 

Number of S ubon.linates 

I - 9 12.5 16.4 71.1 100.0 ( 128) 

10 - 19 10.6 14.6 74.8 100.0 ( 123) 

20 - 29 6.2 2 1.5 72.3 100.0 (65) 

30 or more 5.8 I 1.5 82.7 100.0 ( 139) 

i2 = 8.778, df = 6, p = .186 

Number of Library Branches 

0 9.8 17.1 73.2 100.0 ( 164) 

10.2 15.6 74 .3 100.0 ( 167) 

2 or more 6.5 12. 1 81.5 100.0 ( 124) 

X:2 --= 3. 162, df = 4, p = .53 I 

Tota l 9.0 15 .2 75.8 100.0 

No. (4 1) (69) (345) (455 ) 

Legend : No. = Number 



Results of Correlations 

r n Table 6.27 below, bivariate correlations show that there are many significant 

corre lations between the independent variab les and the directors ' approaches to 

managing change. 

Correlations hetween Independent Variab les and Dependent Vuriab les 

The results of thi s study concutTed with a number of the hypotheses presented 

earlier regarding the use of multiple approaches (Table 6.27). However, calculated r 

val ues for the variab les we re < .30, making the coJTelations very weak or low rather than 

moderate or strong. In thi s study, there was no significant association between male and 

directors· multiple approaches used. Con-e lations between the following variables and the 

use of multiple approaches were detected to be positive and significant: 

• Age 

• Number of different positions 

• N umber of subordinates 

• Number of library branches 

• Library type 

• Library size 

Directors who were older, held more different positions. oversaw more subordinates or 

more library branches, or worked at a large school or library, or at universities with 

hi gher enrollment \Vere more like ly to use the multi -frame approach to manage change 

than their counterparts. 1 lowcver, the study results contradicted the hypotheses that 
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directors vvho haJ been in their curTcnt positions or entire Jirectorship for longer periods 

of time would choose multiple approaches. 

Male, age. total years of library serv ice, number o f subordinates. ::md library type 

were respectively detected to be positively and significantly correlated with the use of 

dual and multiple approaches. Dual and multiple approaches were more likely to be used 

by directors who were males or o lder, se rved in libraries for longer periods of time. 

oversaw more subordinates, or \Vorked at a la rge schoo l or I ibrary. 

Signi Ii cant and negative correlations di splayed that Ji rectors who were ma les o r 

o lder, served in libraries fo r longe r perioJs of time. or worked at a large school o r library, 

or at uni versities with higher enro llment were less like ly to use the structural approach to 

manage change than their counterparts. Simila r vari ables and weak corre la tions were also 

noted for directors who used s ing le approac hes . Directors who oversaw more 

subordinates were less like ly to utilize single approaches to manage change than the ir 

counterparts. 

The human reso urce approach was less like ly to be used by directors who we re 

older. oversaw more subo rdinates, or worked at a large school or library. Directo rs w ho 

had been in directorship for longer periods o f time were more likely than their 

counterparts to use dual approac hes to manage change. However, negati vc and s igni li can t 

correlations were noted fo r directors who wo rk ed at a large schoo l or lihrary, o r ~1t 

univers iti es w ith higher enro llment. 
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Table 6.27: Correlat ion Mat ri x for Va riables Used in the Ana l 1s is N = -t55) 

Approac hes to Manag ing Change 

A B C D E F 

-. I 04** .015 -.064* .043 .006 .064* 

2 -.072* -.082** -. 11 2*** -.003 .078** . 11 2*** 

3 -.037 .02 1 -.012 .046 -.030 .012 

4 .025 .032 .041 .04 1 -.062* -.044 

5 .0 12 .0 11 .017 .073* -.072* -.018 

6 -.066* -. 053 -.086** .027 .035 .076* 

7 -.033 -.043 -.056 -.056 .084** .050 

8 -.0.., I -. I 05** -.099** -.039 .099** .080** 

9 -.036 - .022 -.042 -.058 .076* .030 

10 -. Ill *** -. 15 1**** -.190**** -.070* . 186* *** .170**** 

I I -.067* -.023 -.065* -.068* . IO I** .039 

Nolt!s : A=Structural, B= Human Resource, C=Single, D= Dual, E=Multiple, 

F - Si ngle Approac hes vs. Dual & Multiple Approaches 
1-- Ma le, 2=A gc, 3=Education, 4=Y cars at Present Pos ition, 5=Total Years of Directorship, 
6 -Total Years of Library Service, 7=No. of Different Pos itions, 8=No. of Subordinates, 
9 - No. of Library Branches, I O= Library Type, 11 =Library Size 
* p-:. 0. I O: * * p :S O. 0 5: * * * p _ 0. 0 I ; * * * * p _ 0. 00 I 

Results of Multinomial and Binary Logistic Regress ions 

The hypotheses of thi s study focus on directors ' use of multiple approaches versus 

single approac hes. Thus, ·•single approaches'~ is used as the reference category. Table 

6.28 reports the multinomial logistic regress ion estimates that predict directors' 

approaches to managing change. The estimated pseudo R2 di splays that thi s set of 

variablcs/subscalcs explains I 0.6% of the variation in the directors· approaches to 
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managing change. The rcsul ts show that independent variables- age and Ii brary typc­

signi ficant ly impact the outcome variables. 

Age was detected to be positi vely and stati stica lly s ignilicant re lated to the use o f 

sing le approac hes ve rsus multiple approaches. Eac h additional level in age increased the 

like lihood by 30.6% in using multiple approaches rather than single approaches. The 

older directors were more likely to use multiple approaches than younger ones. This 

supports the hypothesis that o lder directors are more like ly than younger ones to use the 

multi - frame approac h wh il e managing change. 

There was a pos iti ve and significant re lationship betvveen library type and the use 

of s ing le approac hes versus dual approaches. Directors who worked for a higher 

academic degree co llege or university were about 99% more like ly than their counterparts 

to use dual approaches rather than single approaches to manage change. 

The re lationship between library type and the use of s ingle approaches vers us 

multiple approac hes was detected to be positive and very s ignificant. Direc tors who 

worked for a higher academic degree college or uni vers ity were about 2. 7 times as likely 

as the ir co unterparts to use multiple approaches rather than single approaches. This 

supports the hypothesis that directors who work fo r a hi gher academic deg ree college or 

un ive rs ity arc more likely than their counte rparts to use the multi-frame approach to 

manage change. 

The re lationship bet\veen male and the use of dua l approaches was detected to be 

margina ll y signilicant (signi ti cant near. l 0). This \Vas al so true for the relati onship 
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between male and the use of multiple approaches, and the relationship between the total 

years of directo rship and the directors ' use of multiple approaches (significance near .10). 

The other variables mi ght not have any significant impact of the directors' approaches 

use<l (s ig nificance far from .0 l ). 

Binary logistic regression was used to check whether the results would change. 

Table 6.29 li s ts bi nary logistic regression estimates that predict directors' approaches to 

managing change. T he estimated pseudo R2 shovvs that this set of variables/subscales 

ex plains 11.5% of the variation in the directors ' approaches to managing change. Results 

indicate that independent variables, such as age and library type. s till show significant 

impact on the outcome vari ables. 
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Table 6.28: Multi nomial Logistic Regress ion Estimates Predicting Approaches to 
Manauin o Chanue N = -t55) 

Dual Approaches vs. Multiple Approac hes vs. 

Sing le Approaches Single Approaches 

PreJictors B exp(B) B exp( /3) 

Male .658 1.93 1 .564 1.757 

(.43 7) ( .380) 

Age . 153 1.1 65 .267** 1.306 

(. 169) (. 14 I) 

Education Level -.015 .985 -.129 .879 

(. 193) (. 166) 

Y ~ars of Present Pos ition - .025 .976 -.0 I 6 .984 

(.033) (.029) 

Total Y ca rs of Dircctorsh ip -.0 19 .98 I -.043 .958 

(.033) ( .029) 

Total Yc:.irs o f .032 1.033 .0 17 1.017 

Library Service (.03 I ) (.026) 

No. of Different -.073 .930 -.008 .992 

Pos itions (.093) (.07 1) 

No. o f .05 1 1.052 .086 1.090 

Subordinates (. 203) (. 174) 

No. of Library -.047 .954 -.005 .995 

Branches (.091) (.067) 

Library Type .690** 1.993 .98 1**** 2.668 

(. 34 1) ( .295) 

Library Size -.275 .760 -.2 36 .790 

(.33 3) (.280) 

Con ·tant - 1.635 -746 

( 1.064) (.888) 

-2 log likelihood 6 10.6 

Mode l x2 38.0 

Pseud o R~ . 106 

Df 22 

N 455 

Notes : The B is the log istic regress ion coe ffi cient: exp (!3 ) or odds ratio is the anti log o f 13: 
~md standard errors are in parentheses . 
* p< 0. I O: * * p -::.: 0. 0 5 ; * * * p ~ 0. 0 I ; * * * * p ~ 0. 00 I 
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Table 6.29: Binary Logis tic Regression Estimates Predicting Approaches to 
Manaoi nu Chan ue N = -t55 

Predictors 

Ma le 

/\ ge 

Education L~vel 

Y cars of Pre ent Position 

Tota l Years of Directorship 

Tota l Y cars of Library Serv ice 

No. of Di ffercnt Pos itions 

No. of Subordinates 

No. of Library Branches 

Library Type 

Library Size 

Constant 

-2 log like lihood 

Mode l x_2 

1>scudo R2 

Of 

N 

Dual & Multiple Approaches vs. 

Single Approaches 

B exp(B) 

.563 1. 756 

(.375) 

.278** 1.32 1 

(. 140) 

-.088 .915 

(.162) 

-.02 1 .979 

(.028) 

-.036 .965 

( .028) 

.0 13 1.0 13 

(.025) 

-.0 15 .985 

(.070) 

.032 1.033 

(. 169) 

-.007 .993 

( .059) 

.907*** 2.477 

(.289) 

-.350 .704 

(.259) 

-.281 .755 

(.863) 

25 1.0 

24 .5 

. 11 5 

11 

455 

Notes: The B is the logistic regress ion coe ffi cient: exp (BJ or odds ratio 

is the anti log o r B; and standard errors are in parentheses. 

*p<~ 0. 10: ** p: 0.50; *** p :S 0.0 I: ****p ~ 0.00 I 
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Table 6.3 0 reports on the multinomial logist ic regress ion estimates that predict the 

d irectors · approac hes to managing change. i\.s a reference category, the human 

reso urce approach was used more often than any other single approach. The estimated 

pseudo R
2 

indicates that thi set o f variablcs/subscales explains 12.3% of the variation of 

the d irectors· approaches to managing change. Res ults show that independent variables, 

such as male. library type, and library size, s ignificantly impact the outcome variables. 

There \Vas a negat ive an<l s ignificant relationship between male and the use of 

the human resource approach ve rsus s tructural approach. Males were about 74% less 

li kely than kmalcs to use the structural approach rather than human resource approach. 

Library ty pe \Va , dct ·cted to be positively and significantly related to the use of 

the hu man resource approach ve rsus dua l approaches. Directors who worked for a higher 

academic degree co llege or uni versity were about 2. 7 times as likely as their counte rparts 

to use dual approaches to manage change. The re lationship between I ibrary type and the 

use or the human reso urce approach versus multiple approaches was found to be positive 

and very significant. Directors who worked for a hi gher academic degree college or 

uni vers ity \Vere abo ut 3.6 times as like ly as the ir counterparts to use multiple approaches 

ra ther than sin gle approaches to mange change. This supports the hypothes is that 

directors who work for a hi gher academic degree college o r university are more likel y 

than their counterparts to use the multi - frame approach while dealing with change. 

There \N a a ncgati ve and s ignificant relationship between Ii brary s ize and the 

human rc -0L11-ce approach versus multiple approac hes. Each additional level in library 
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s ize decreased the li kel ihood by 45.2% in us ing multiple approaches . Those who wo rked 

for a college or universi ty w ith hi gher enrollme nt we re less like ly to use multiple 

approaches than thei r co unterparts. T his rejects the hypo thesis that directo rs with mo re 

enro llments are more like ly to use the multi-frame approach than their co unte rparts. 

In terms of usi ng the human resource approach versus multiple approaches, age 

was a marginall y s ignificant predic to r (s ignifica nce close to .10). However, the res ults o f 

other variables did not significantl y impact the directors' approaches used (s ignificance 

far from . I 0) . 
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Table 6 . .30: Multino mial Logistic Regress ion Estimates Predicting Approaches to 
Manavin Chanve N = -tSS 

Structural vs. Dual vs. Multiple vs. 

Human Resource Human Resource I luman Resource 

Preclictors B ex (!3) B ex (B) B ex (B) 

Male I .... ..., ') * - . .).)_ .264 .053 1.054 -.044 .957 

(.750) (.540) (.496) 

J\ge .063 1.065 . 182 1.200 .296 1.345 

(.25 7) (.2 14) (.194) 

Eclucation -.223 .800 -.120 .887 -.234 .79 1 

(.309) (.23 7) (.2 17) 

Y cars of Present -.003 .997 -.025 .975 -.017 .983 

l>osition (.053) (.042) (.038) 

Tota l Y cars of .023 1.024 -.007 .993 -.03 1 .969 

Directorship (.054) (.042) (.039) 

Tot::il Y cars of - .030 .97 1 .0 18 1.0 16 .000 1.000 

Library Serv ice (.048) (.043) (.039) 

No. of Different .002 1.002 -.067 .935 -.002 .998 

Positions (. 134) (. 120) (. I 04) 

No. of .428 1.534 .270 1.310 .306 1. 358 

Subordinates (.330) (.269) (.247) 

No. of Library -.0 14 .987 -.05 I .950 -.009 .99 1 

Branches (. 140) (. I 03) (.082) 

Library Type .554 1. 740 .98 1 ** 2.666 1.273*** 3.573 

(.562) (.457) (.424) 

I .ibrary Size -.789 .454 -.640 .527 -.602* .548 

(.574) (.400) ( .3 )7) 

Constant .5 6 -.673 .2 18 

( 1.607) ( 1. 302) ( 1.1 65) 

-2 log likclihooJ 658.9 

Mode l x2 46.5 

P cudo R2 . 123 

df 33 

N 45 5 

Nolt!s: The B is the logist ic regress ion coefficien t; exp (/3) or odds rat io is the antilog of !3 ; and 
standard errors arc in parcnthe es. 
*p<0. I 0: ** p~0.50; ** *p <; 0.0 I; ** * *p < 0.00 I. 
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.·lpproaches ro Conducting ,Heetings 

Question 15. How 1vould you conclucl meetings (fy ou were Frank! 

Q uestions 15 and 17 refer to a second hypothetical situation. '· Frank'' is a newly 

hired director who is confronted with an extensive backlog of cataloging. Directors· 

responses to thi s question varied (Table 6.31 ). 

Descriptive Results 

Table 6.3 1 be low displays that 52.3% directors would employ multiple 

approaches to conduct meetings if they were Colin, while 29.7% used dual ilpproachcs. 

The total single approac hes would be used by 18.0% of all respondents. No respondent 

\Voul<l use the si ng le political approach to conduct meetings. No respondent checked N/ A 

( not app li cab le) fo r each res ponse. 

The structural and human resource approaches were favored by directors choosing 

dual or mul tiple approac hes. Most likely, these approaches appear together more often 

over the others because directors spend much o f their time workin g with a variety of 

people and rea li g ning roles and duti es of staff in current academic libraries that are 

caught up in the mode of rapidly changing technology. 

The ··othe r'' approach was noted by 41 (9 .0% ) res pondents. Of these res po ndents. 

12 commented on the "other·· approach they would use . F Iowevcr, t\VO respondents I is ted 

true "other·· approaches. Acco rdin g to the Bolman and Dear s model, one response was 

ac tua ll y the structural approach: three, human resources; one. political; one. symbolic: 

live, dual approac h: and one, multi - fram e approac h. 'I he remaining 29 responde nts did 
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not speci l'y what thei r o ther approaches \Vere and therefore could not be ruled out as not 

actua ll y using "other approach'' category in Table 6.31. As a result, 3 l respondents are 

included in the "othe r approac h'' catego ry in Table 6.31. 

The free comment on the ·'other" approach respondents used show that directors 

used varied approaches to conduct meetings. They set goals, exchanged information and 

views. negotiated a compromise. asserted values, brought in a consultant, and pe rformed 

outside contracting in the change process . 

Dependent Variables 

Table 6."" l reports descriptive stati stical results of the dependent variables used in 

the analys is. The d pendent variabl e is the directors' approaches to conducting meetings. 

It consists or three main categori es: ( l) s ingle approaches; (2) dual approaches: and (3) 

mult ip le ap proaches. T he s ingle approaches comprise four subcategories: ( l) s tructural: 

(2) human resource: (,.,) symbolic ; and ( 4) other. 
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Ta ble 6 .31: Approaches Used in Response to Question 15: How Would You Conduct Meetings 
if You W ere Frank'? (N = -t55) 

Approac hes Used 

SINGLE /\ PPRO/\C I IES 
STRUCTU RAL 
• Occasions fo r making change decisions 
II UMAN RE OU RCE 
• Informal opportuniti es for express ing feelings and building 

relationshi ps 
POLIT ICA L 
• Chances to prove myse lf and score points with the staff 
SYMBOLIC 
• Occasions to cc lcbrate and tran form the values 
0 rl!ER 
• Use a complete ly different approach 

Tota l Response 

DUAL APPRO/\ H ES 

• 

• 

Structura l ~111 d human resource 

Structural and po litica l 

Structural and symbolic 

I luman resource ~rnd pol iti c:il 

I luman resource and symbolic 

I luman resource and other 

Total Responses 

MULTIPLE A PPRO AC I IE 

• 

• 

• 

• 

• 

• 
• 

tructural, hum an resource, and symbolic 

Stru ctural, human re ourcc, political. and symbolic 

Stru ctu ra l, human resource, and political 

Stru ctu ra l, hum an resource, symbolic, and other 

Stru ctura l, hum an resource, and oth er 

Stru ctu ra l, hum an resource, political , and other 

Structural , po liti cal, and symbolic 

Structural , symbolic, and oth er 

I luman resource, politica l, and ' ymbolic 

I luman resource, symboli c. and other 

I luman resource, po liti ca l, symboli c, and other 

Tota l Responses 
Legend : No . ...:: Number 
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No. of Responses (<%) 

36 (7.9) 

25 (5. 5) 

0 (0) 

11 (2 .4) 

10 (2 .:n 

82 ( 18.0) 

47 ( I 0 . .3) 

2 (0.4) 

25 (5. 5) 

3 (0.7) 

56 (LU) 

2 (0.4) 

135 (29 .7) 

170 (37.4) 
..., .., 
_) _) (7 .3) 

9 (2 .0) 

8 ( 1.8) 

5 (I.I) 

(0. 2) 

2 (0.4) 

(0 .2) 

5 (I.I) 

2 (0.4) 

2 (0.4) 

23 8 (52. "') 



Res ul ts o f B ivar iate Crosstabula ti on and x2 Test 

The bivariate cross-tabul ati on indicated that there were many s ignificant 

associations between the independent vari ables and the directors· approac hes to 

conducting meetings (Table 6.32). The chi-square test was used to check whether two 

nominal variables are independent from or re lated to each other (Sarantakos 200 5, 385) . 

The co llected continuous variables we re recoded as the categorical ones. The o rdina l 

variables with more catego ries were also recoded fo r the sake of re li able results. 

The i tests <l id no t detec t any signifi cant re lati onship between directo rs' 

approaches used and these variab les: gender, age. and education leve l at the . IO leve l. 

Thu . there are no significant re la tionships. However, the percentage result shows that 

females used dual and multiple approaches sli ghtly mo re to conduct meetin gs than ma les. 

Directors who were twe nty five to thirty-nine employed dua l approaches more, while 

directors who were forty to fifty-nine used the single and multi-frame approach mo re. 

Those who obtained MA/MS not in library science and other utili zed dual approaches 

more to conduct meetings. whil e those who got MLS plus othe r master' s degree 

employed m ul tiple approaches more. 

The i test show that the re wa a s ign ificant rd ati onship between direc tors' 

approaches used and library type at the . l O leve l. The minimum expected count is 20.36. 

Thus. the result can be trusted. T hose who wo rked fo r a bacca laureate-granting co ll ege o r 

univers ity were more li ke ly to use the sin g le approac h, whil e th ose w ho worked fo r a 

mastc r-o rantino- co ll c1re o r uni versity vverc more li kc l)1 to use the multi -fram e a pproac h. 
b b b 
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The i test did not demonstrate any statistically significant connection between 

directors· approaches used and library s ize at the. IO level. However. the percentage 

resu lts display that those who worked for a college or university with less than 10,000 

tota l student enrol lment used dual approaches more, while those who worked for a 

college or univers ity with 20,000 or more student enrollment employed multiple 

approaches more. 

Acco rdin g to the results of the i tests in Table 6.32 ( continued) below. there 

were no signiticant relationships between directors' approaches used and these 

predictors: years or present position, years of all directorship, and years of library service 

at the . l O leve l. l lowever, the percentage results di splay that directors who had been in 

the ir cu rrent positions for fevver than one year to four years employed the multi-frame 

approach more, whi le those for ten years or more used single approaches more. Those 

who had been in all directorship for ten to fr)Lirteen years used the multi-frame approach 

more to conduct meeting , while those for fifteen years or more utilized dual approaches 

more. Directors who served in libraries for thirty or more years employed dual and 

multi ple approaches more. 

The re ·ult of the / test di splays that there was a ~igni ficant relationship between 

directors· approaches used and number of different positions at the .05 level. The 

minimum expected count is 17.1 2. This result can be trusted. Those \Vho held seven or 

more diffe rent positions were more likel y to use the multi-frame approach, while those 

vvho held o ne to three di ffcrent positions were likely to use s ingle and dual approaches. 
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This supports the hypothesis that directors who have held more different positions are 

more likely than their counterparts to use multiple approaches to manage change. 

According to the result of the / tests, there were no significant relationships 

between directors' approaches used and these variables: number of subordinates and 

number of library branches at the . IO leve l. There are no significant relationships. 

I roweve r, the percentage results di splay that directors who oversaw thirty or more 

sub )rdinates employed dual approaches more, while those who O'/ersaw twenty to 

t\vcnty-nine ubordinates used multiple approaches more. Those who oversaw one branch 

employed dual and multipk approaches more than those overseeing zero or two or more. 
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Table 6.32: Percentage Distribution of Directors' Attitudes toward Approaches Used to 
Conduct Meetings (N = -t55) 

Approac hes Used (~·o) 
S ing le Dual Multipl e Total No. 

Ccnder 
Fema le 16.5 30 .7 52 .8 100.0 (254) 
Male 19.9 28 .4 5 I. 7 100.0 C:~O I) 
x) = .936, df -= 2. p = .626 
Age 

25- 39 15.4 34 .6 50.0 100.0 (26) 

40-59 18.4 27 .9 53.7 100.0 (283) 

60 o r more 17 .8 .... , ') 
_)_,_ 50.0 100.0 ( 146) 

x.2 = 1.226, df = 4, p = .874 

Education Leve l 

MA/MS not in 16.7 33.3 50 .0 100.0 ( 18) 

Library Science & O ther 
MLS 18 .6 31 .2 49.2 100.0 ( 177) 

MLS plus oth er 14 .9 28.6 56. 5 100.0 ( 16 1) 

master's dcn ree C, 

PhD 22.2 26 .3 5 1. 5 100.0 (99) 

x) =- ..., . T23. d f = 6, p -= . 7 14 

Type o f Ins titution 

£3acca laureate-gr;rnt i ng 2 1.2 JO. I 48 .7 100 .0 ( I 13) 

Master-granting 17.3 23 .8 58.9 100.0 ( 18 5) 

Doctora l-granting 16.6 36.J 47 . 1 100.0 ( 157) 

;(2 -= 8.02 I, df = 4, p = .09 1 

Tota l S tudent Enrollment 

< 10,000 16. 7 29.5 53.8 100.0 (3 29) 

I 0,000- 19,999 24.6 33 .8 4 1.5 100 .0 (65) 

20,000 or more 18.0 26 .2 55. 7 100.0 (6 1) 

x) - 4 .226, df -= 4, p = .376 

Total 18.0 29.7 52.3 100.0 

No. (82) ( 135 ) (23 8) (455) 

Lcg~nd : No . - Number 
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Table 6.32 (continued) 
Approaches Used(%) 
Single Dual Multip le Total No. 

Yea rs of Present Position 
0-4 15.6 27 .5 56.9 100 .0 ( 167) 
5-9 16.7 3 1.3 52 .1 100 .0 ( 144) 
IO or rnore 22 .2 30.6 --l7.2 100 .0 ( 144) 
x2 = 3.9 10,df c::: 4,p = Al8 
Yea rs of All Directorship 

0-4 14.8 29 .6 55.6 100 .0 ( I 08) 

5 - 9 20.9 24.3 54.8 100 .0 ( I 15) 

IO - 14 20.3 22 .8 57.0 100 .0 (79) 

15 or rnore 17 .0 37.3 45 .8 100 .0 ( 153) 

x2 = 8.706. df = 6, p = . 191 

Y ca rs of Library ~ervices 

0 - 14 '),, ' "-_) __ 28.6 48 .2 100 .0 (56) 

15 - 29 19.2 29. 1 51.7 100 .0 ( 172) 

30 or more 15.9 30.4 53. 7 100 .0 (227) 

x2 = 1.920. df -= 4. p - .75 1 

Number of Different Positions 

0-3 24.2 32 .7 43. 1 100 .0 ( 153) 

4-6 15.9 29. 0 55. 1 100.0 (207) 

7 or more 12.6 26.3 61. I 100 .0 (95) 

{2 = I 0 .262, df -= 4, p = .036 

Num ber of S ubordinates 

I - 9 2 1.1 3 1.3 47.7 100.0 ( 128) 

IO - 19 20 .3 26.0 53.7 100.0 ( 123) 

20 - 29 9 .2 _6.2 64.6 100 .0 (65) 

30 or rnore 17.3 33. 1 49.6 100 .0 ( 139) 

{2 -- 7.989. df = 6, p -= .2 9 

Number of Library Branches 

0 20. 1 27.4 52.4 100 .0 ( 164) 

14 .4 "').., 
~ . .) 53 .3 100 .0 ( 167) 

2 or n1ore 20 .2 29 .0 50.8 100 .0 ( 124) 

x-2 2.728. df - ~i . p -= .604 

Total 18.0 29 .7 52.3 100.0 

No. (82) ( 135) (238) (455) 

I ,cgend : No. == Number 
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Results of Correlations 

As shown in Table 6.33 below, there are many significant bivariate coITelations 

among the vari ables used in the analysis. 

Correlations between Independent Variables and Dependent Variables 

The results of this study coincided with the hypotheses presented earlier regarding 

the use of multiple approaches (Table 6.33). However, calculated r values for the 

variables were < .30, making the correlations very weak or low rather than moderate or 

stro ng. In thi s study, there was no signilicant association between gender and directors~ 

multip le approac hes used. Correlation between number of different positions and the use 

of mult iple approaches were detected to be positive and significant. Directors who held 

more difte rent profess ional positions were more likely to use multiple approaches to 

conduct meeting , than their counterparts. However. the study results contradicted other 

hypotheses. Directors who had been in their cunent positions for longer periods of time 

were less likely to utilize the multi-frame approach to conduct meetings than their 

counterparts. 

Total y ars o f library serv ice and numb r of different positions were re pectivcly 

detected to be pos itive ly and significantly correlated with the use of dual and multiple 

approaches. Directors who serv ·d in libraries for longer periods of time or held more 

posit ions were more likel y than their counterpaiis to use dual and multiple approaches to 

conduct meetings. However, the correlations between years at present pos ition and the 

use of dual and multiple approaches were detected to be negati ve and significant. 
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Directors who had been in their current positions for longer perioJs of time were less 

likely than their counterparts to use dual and multiple approaches. 

The varia bl es of total years of library service and number of different positions 

we e respecti vel y detected to be negatively and significantly correlated with the structural 

approach. T he structural approach was less likely to be used by directors \Vho served in 

li rarics fo r longe r periods of time or held more different professional positions. 

The human re ource approach was more likely to be used by directors who had 

heen in thei r cun cnt pos ition for longer periods of time. However, directors who 

oversaw more subordinates, or worked at a large school or library, were less likely to use 

the human reso urce approach to conduct meetings than their counterparts. The symbolic 

approach was m ore like ly to be used by directors who had been in their current positions 

for longer peri ods o f time, or held more different positions. However~ directors who had 

higher educatio n le ve ls, oversaw more subordinates, or worked in a large school or 

library, or at uni ve rs ities with higher enrollment were less likely than their counterparts to 

use the symbolic a pproach to conduct meetings. 

The correl a ti on b tween years at present position and the use of other approaches 

was detected to be ncoative and s ioniticant. Directors who had been in their curTent 
b 0 

positions fo r longe r periods of time were less likely to use other approaches to conduct 

meeti ngs than the ir co unterparts. However, other approaches were more likely to be used 

by directo rs who were more educated, oversaw more subordinates or library branches, or 

\Vorkc<l at a la rge school o r Ii brary. 
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Directo rs who had been in their current posi tions for longer periods o r time were 

more I ikcly to use s ing le approaches to conduct meetings than their counterparts. 

However. s ingle approaches were less likely to be used by directors who served in 

libraries for longer periods of time, or held more different positions. Directors who 

worked at a large library or school were more like ly than their counterparts to use dual 

approaches to conduct meetings. 

Table 6.33: Correlation Matrix for Variables Used in the Analysis N = -t55 

Ap proaches to Conducting Meetings 

A B C D E F G H 

.034 .038 -.025 .018 .043 -.026 -.0 10 -.043 

2 -.044 .0 12 -.004 .050 -.006 .026 -.0 l 9 .006 

-.009 .049 -.088** .068* .014 -.042 .028 -.014 

4 .004 .074* .137*** -.061 * .078 ** .028 -.085** -.078** 

5 -.023 -.008 .040 .030 .007 .057 -.057 -.007 

6 -. 103** -.008 -.019 .019 -.077* .026 .035 .077* 

7 -. 106** -.0"4 .068* .015 -.062* -.046 .089** .062* 

8 -.02 1 -.079* * -.098* * .117*** -.056 .021 .024 .056 

9 .03 8 -.033 -.05 0 .070* .014 .01 I -.02 1 -.0 14 

10 -.005 -.068* -.076* .079** -.044 .063* -.023 .044 

I I .055 .00 I -.085** .055 .0:26 .005 -.025 -.0:26 

Notes : I\ Structura l, [3=- 1 luman Resource, C=-Sing le, D= Dual, E-= Multiple, 

F--si ng le Approac hes vs. Dua l & Multiple Approaches 
I Male , ~ /\ge, 3 Education. 4=Y cars at Present Pos ition, 5---=Total Y cars o f Directorship, 

6 Total Years of Library crv ice, 7=No. of Different Positions, 8=No. of Subordin ates , 

9 No. of L ibrary Branches, I O= L ibrary Type, 11 =- Li brary Size 

*p< .0. 1 0: **p < 0.05: ** *p :S: 0.0 I: **** p-:::0. 00 I 
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Results of Multinomial and Binary Logistic Regressions 

The hypotheses of this study focus on directors ' use of multiple approaches versus 

single approaches. Thus, ·•s ingle approaches'· is used as the reference category. Table 

6.34 reports the multinomial logistic regression estimates that predict directors ' 

approaches to conducting meetings. The estimated pseudo R2 displays that thi s set of 

variables/subscales explains 5.3% of the variation in directors' approaches used. The 

results Jcmonstrnte that independent variabl es-years at present position. years of all 

library service, anJ li brary type- significantly impact the outcome variables. 

There was a negati ve and significant relationship between total years of present 

position and the use of single approaches versus dual approaches. Each additional year in 

a current position dec reased the likelihood by 4.1 % in using dual approaches rather than 

single approachc . Those who had been in their current positions for longer periods of 

time would be less I ikely than their counterparts to use dual approaches rather than single 

approaches. 

The relationship b tween total years of present position and use of single 

approaches vc rsu multiple approaches was significant and negative. Each additional year 

in a present posit ion decreased the probability by 4.4% of using multiple approaches 

rath<:r than single approaches. This rejects the hypothes is that direc tors who have been in 

their current pos iti ons for longer periods of time are more likely to use the multi-frame 

approach than their counterparts. 

s ignificant and positive relati onship between the total years of library service 
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and the use of single approaches versus multiple approaches was detected. Each 

additional year of library service increaseJ the likelihood of using multiple approaches by 

3.8%. Those who had more years of library service were more likely to use multiple 

approaches than those who served in libraries for shorter periods of time. This supports 

the hypothes is that directors who have been in library service for longer periods of time 

are more like ly than their counterparts to use the multi-frame approach than any other 

type of approach vvhcn dealing with change. 

There vvas a significant and positi ve re lati onship bet\veen library type and the use 

of single approaches versus <lual approaches. Each additional level in library type 

inc reased the likdihooJ of using dua l approaches by 41.0%. Directors who worked for a 

higher academic degree co llege or university would be more likely to use dual 

approaches than their counterparts. 

In tcm1s of the use of single approaches versus dual approaches, library type 

would be a marginally significant predictor (significance near .10). The other variab les 

mi ght not have any signi {icant impact of the directors' approaches used (significance far 

from .01 ). 

Binary logistic regress ion was used to check whether the results would change. 

Table 6.35 reports binary log istic regress ion estimates that predict directors' 

approaches to conduct in g meetings. The estimated pseudo R2 indicates that this set o f 

variabks/subsca lcs explains 4.7% of the varia ti on in the directors' approaches used. 

Results demonstrate that independent variab les, such as years o f present pos ition, and 
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tot:.i l years of library service, show significant impact on the outcome variables. However, 

the predictor of libra ry type Jid not signiticantly influence respondents' approaches used. 
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Table 6.3-t: Multi nomia l Logistic Regression Estimates Predicting Approaches to 
Conductina Mcetinas N = -t55) 

Dual Approaches vs. Multiple Approaches vs. 

Single Approaches Single Approac hes 

Prcuictors B ex (B) B ex (B) 

Male -. ... 06 .736 - .189 .828 

( .299) (.273) 

J\gc - .062 .940 -. I 00 .905 

(. I 19) (. I 09) 

Education Leve l -. 129 .879 .004 1.005 

(. 136) (. 124) 

Years of Present Po ·ition -.042* .959 - .045** .956 

( .024) ( .022) 

l'otal Years or Directorship .028 1.028 .009 1.007 

(.02-l) (.022) 

f'ota l Y cars of .026 1.026 .037** 1.038 

Library crv1ce (_Q _O) (.0 18) 

No. o f Dif~ rent -.0" ,..., .968 .033 1.033 

Positions (.06") ( .053) 

No. o f .. 095 1. 100 .on 1.096 

, ubordinatc (. 139) (. 128) 

No. of Library -. 006 .994 -.009 .99 1 

Branche (.046) (.043) 

Library Type .343* 1.410 .114 1.1 2 1 

(.23 ") (.2 12) 

I. ibrary Size -.245 .783 -.236 .789 

( .200) ( . 185) 

Constant .503 .906 

(.807) (.735) 

-2 log likelihood 896 .2 

Mode l x_2 2 1.4 

Pseudo R2 .053 

Df 

N 45 5 

Notes: The /3 is the log istic rcgrc ·s ion coeffic ient ; exp (!3) or odds rat io is the anti log of B: 
and standard error · arc in parcnthccs. 
* p< 0. IO: * * p < 0. 0 5: * * * p ✓-:: 0. 0 I ; * * * * p < 0. 00 I 
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Table 6.JS: Bin a ry Logistic Rcg res · ion Es tim a tes Predicting Approach es to 
Cuntludin Mcct in vs N = -'55) 

Predictors 

Mak 

Age 

E<lucation Level 

Y cars of Present Pos iti on 

Total Yt.:ars or Director -hip 

rotal Years of Library Se rvice 

No. or Di ffc rent Position · 

No. of Subordinate 

No. of Library Branche -

Library Type 

Library Size 

Constant 

-2 log like lihood 

Mode l x_ 2 

Pseudo R2 

l)f 

N 

Dual & Multiple Approac hes vs. 

Sing le Approaches 

B exp(B) 

-.233 .792 

( .260) 

-.085 .9 19 

( . I 03) 

-.044 .957 

(. I I 7) 

-.043 ** .958 

(.02 I ) 

.0 15 1.0 15 

(.02 1) 

o .... ,* . .)_ 1.033 

( .0 17) 

_o_ I 1.02 1 

(.05 I ) 

.092 1.096 

(. 122 ) 

-.008 .992 

(.040) 

. 198 1.2 18 

(.203) 

-. 237 .789 

(. Ir) 

1.4 13** 4. 108 

( .699) 

416. 1 

13.2 

.047 

11 

455 

Notes : The [J i the log istic regress ion coefficient: exp ({3) or odds rat io 

is the anti log of [J : and standard errors are in parentheses . 

*p- 0. 10: ** p<·0 .50: *** p <, 0.0 I: **** p < 0.00 I 
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Table 6.36 repo rts the results of the multinomial logistic regression estimates 

that predict the directors' approaches to conducting meetings. The reference category was 

the structural approac h. The estimated pseudo R2 indicates that this set of 

variables/subscales explains 15.9% of the variation of the directors' approaches 

to conducting meetings. Results show that independent variables, such as years of present 

position, number of different positions, and number of subordinates, significantly impact 

the o utcome variab les. 

There was a pos itive and significant relationship betvveen total years at present 

posit ion and the use of the s tructural approach versus symbolic approach. Each aJditional 

year in a current pos ition increased the probability by 13.5% of using symbolic approach 

rather than structural approach. Directors who had been in their CUlTent positions for 

longer periods of time would be more likely to use the symbolic approach than those who 

served in their current positions for shorter periods of time. 

The predictor of years at present position was also detected to be statistically 

negative ly and s ig nificantly related to the use of structural approach versus other 

approaches. Each additional year in a present position decreased the likelihood by 13 .7% 

in us ing other approac hes rather than the structural approach. ror longer periods of time 

directors had been in the ir present positions~ the less likely they would be to use other 

approaches to conducting meetings than their counterparts. 

The relationship bet\veen the number of different library professional positions 

and the use of structural approach versus sym bolic approach \Vas detected to be positive 
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and very significant. Each additional number for Jiffcrent positions increased the 

probability by 5:2.0% to use the symbolic approach rather than structural approach. 

Directors \Vho held more professional positions would be more likely to use the symbolic 

approach than their counterparts. 

Number of ditJerent professional pos itions was also Jetected to be positively and 

sign ificantly re lated to the use of the structural approach versus multiple approaches. 

Directors \Vho held more different positions would be about 23%) more I ikely than the ir 

counterparts to use multiple approaches rather than the structural approach to conduct 

meetings. This supports the hypo thesis that those \Vho have held more diffe rent 

professional posi ti ons a re more likely to use multiple approaches than their counterpatis. 

A posi ti ve and s ignificant relationship between the number of subordinates and 

the use of the structural approach versus multiple approaches was detected. Directors in 

charge of more subordinates would be about 0 .1 % more likely than their counterparts to 

use the multi-frame approach to conduct meetings. This supports the hypothes is that 

those who oversee more subordinates are more likely than their counterparts to use 

multip le approac hes \vhile dealing with change. 

In terms of us ing the s tructural approach versus dual approaches, library s ize was 

detected to be a marginally s ignificant predictor (s ignificance close to . l 0). This was also 

true for the rel ationship bet\veen library s ize and the structural approach ve rsus the multi­

frame approac h. However, the results of other variables <lid not significantly impact the 

directors' approaches used (significance far from . l 0). 
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Ta ble 6.36: Multinom ial Logistic Regression Est imates Predicting Approaches 
to Conductino Meeti1ws (N = -455 

I luman Resource Symbo lic Other 

vs. vs. vs. 

Structura l Structura l Structu ra l 

Predictors B ex12(B) B ex12(B) B ex12(B) 

Male .2 12 1.236 -.059 .942 -.309 .734 

(.559) (.821) (.757) 

i\ge .08 1 1.084 -.030 .970 .207 1.23 1 

(. 22 1) (.313) (.324) 

Education .255 1.290 -.409 .664 .171 1.187 

(.245) (.443) (.344) 

Years of Present .054 1.055 . 127** 1.1 35 -. 147* .863 

Posit ion (.046) (.060) (.087) 

Total Y cars of -.05 I .950 -.0 13 .987 .047 1.048 

Oirectorsh ip (.047) (.064) (.054) 

Tota l Years of .0 16 1.017 -.059 .943 .019 1.01 4 

Library Service ( .039) (.054) (.05 I) 

No. of Different . 172 1. 188 .4 19*** 1.520 .085 1.088 

Pos itions ( . 145) (. 144) (. I 84) 

No. o f - .283 .753 -.327 .72 1 .540 1.715 

Subordinates (.265) ( . .44 1) (.410) 

No. of Library -.072 .930 -.343 .710 .018 1.0 18 

Branches ( . 11 6) (.504) (.080) 

Library Ty pe -.25 1 .778 .368 1.445 .492 1.636 

(.440) (.595) (.664) 

Library Size .049 1.050 -.323 .009 -.41 3 .661 

(.362 ) (.000) (.497) 

Con tant - 1.91 2 9.695**** -5 .595 * 

( 1.506) (2.220) (2.527) 

-2 log likelihood 1050.9 

Model / 71.6 

Pseudo R2 . 159 

df 55 

N 455 

Notes: The B is the logistic regress ion coeftici ent; exp (B) or odds rat io is th e anti log of /J; and 
standard errors are in parentheses. 
*p::;O. IO ; ** p'::0.50 ; *** p -S 0 .0 I; **** p -S 0.00 I. 
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Ta hie 6.36 ( continued) 

Dual Mul tip le 

vs . vs. 

Structural Structural 

Predictors B ex p(B) B ex p(B) 

Male -.3 1 I .733 -. 192 .826 

(.3 99) (.382) 

ge -.024 .976 -.063 .939 

(. 149) (. 142) 

Education -.06 1 .94 1 .075 1.078 

(. 183) (.174) 

Years of Present Pos ition -.0 18 .982 -.020 .98 1 

(.035) (.03--l) 

rota ! Years of Directorship .022 1.022 .00 1 1.00 1 

(.033) (.032) 

Tota l Y cars of Libra ry Servi ce .02 1 1.02 1 .032 1.032 

(.027) (.026) 

No. of Differen t Pos itions . 135 1. 144 .207** 1.23 1 

(. 11 4) (. 11 0) 

No. of Subordin ates .007 1.007 .000* 1.00 1 

(. 184) (. 177) 

No. of Library Branches -.020 .980 -. 024 .976 

(.056) (.053) 

Library Ty pe .342 1.408 . 109 1. 11 5 

(.320) (.306) 

Library Size -.373 .689 -.365 .694 

(.258) (.248) 

Constant .53 7 .9 18 

( I .033) (.982) 

-2 log likelihood 1050.9 

Mode l / 7 1.6 

Pseudo R 2 . 159 

cl f 55 

N 455 

Not<:s: The fJ is the logistic regress ion coefficient; exp (BJ or odds ratio is th e ant ilog of B: and 
standard errors are in parentheses . 
*p~O. I 0: ** p<0.50; ** *p ~ 0.0 I; *** *p :S 0.00 I. 
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, 1pproaches to Alaking Clwnge Decisions 

(Jues / inn 16. How would y ou 1·iew decision-making flyou 1vere Frank'! 

Descriptive Results 

As disp layed in Table 6.37 below, 50.5% directors would employ multiple 

approaches to make change dec isions if they were Colin, while 41.3% used dual 

approaches. The total sin g le approaches would only be used by 8.1 % of all respondents . 

No respondent would use s ing le political. sy mbolic, or other approach to make change 

Decisions. o respondent checked NIA (not applicable) for each response . 

The structural and human resource approaches vvere favored by directo rs choosing 

dual or multip le approaches. Most like ly, these approaches appear togethe r more often 

over the others because directors spend much of their time workin g with a variety of 

people and rea li gning roles and duties of staff in cuITent academic libraries that are 

caught up in the mode o f rapidly changing technology. 

The '•other' ' approach was noted by 23 (5.1 %) respondents. Of these respondents, 

12 commented on the "other approach., they \Vould use. However, no respondents lis ted 

a true "other" approach . According to the Bolman' s and Deal' s mode l, three responses 

were actua ll y the s tructural approach~ three, political: one, symbolic ; two, dual approach: 

and three, comments. The remainin g 11 respondents did not spec ify what the ir other 

approache - were and therefo re could not be ruled out as not actually us ing "other 

approac h' ' ca tego ry in Table 6.37. As a result, 11 res pondents are included in the •'-other 

approach'' catego ry in Table 6.3 7. 
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The free comments on the ''other" approach respondents used show that di rectors 

used varied approaches to make change deci s ions. They most often mentioned the use of 

the structural and political approaches. They would use decision-making as a means to 

have the feedback, a tool to develop insight into the problem, and a chance to influence 

staff views. They didn ·t comment on the use of the multi-frame approach in the change 

process. 

Dependent Vari ables 

Table 6.,.., 7 reports descriptive ·tatistical results of the dependent variables used in 

the analys is. The dependent variable is the directors ' approaches to making change 

deci s ions. It is made up of three main categories: (1) single approaches: (2) dual 

approaches; and (3) multiple approaches. The single approaches comprise two 

subcategories: ( l) s tructural: and (2) human resource. 
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Ta ble 6.37: Approa(:hes Used in Response to Question 16: 1--low Would You View Dccision­
mak in if You Were Frank'? (N = -455 

/\ pp roaches U scd 

SINGLE APPROAC I IES 
STRUCTURAL 
• Use decision-making as a rat ional sequence to make right change 
decisions 
HUMA N RESOURC E 
c Use dec ision-making as :in open process to produce commitment 
POLITICAL 
• Use decis ion- making as an opportunity to gain or exercise power 
SYMBOLIC 
• Use deci ion-making as a ritual to confinn values and create 

opportunities fo r bonding 
OTHER 

Use a complete ly different approach 

Tota l Responses 

DUAL AP PROJ\C HE 

■ 

■ 

■ 

Struc tural and human re 'Ource 

Structural and sy mbo li c 

Structural and politica l 

Human resou rce and sy mbolic 

Human resource and other 

Hum an resource and political 

Tota l Responses 

MUL TlPLE APPROA I IES 

■ 

■ 

■ 

• 

Struc tural, hum an resource, and symbolic 

Structural , human resource, political, and symbolic 

Structura l. human resource, and political 

Structural , hum an resource, and other 

Structural, hum an resource, symbolic, and other 

• Structural, political , and symbolic 

Total Responses 
Legend: No. -= Number 

No. of Responses(%) 

15 (3 .3) 

n (4.8) 

0 (0) 

0 (0) 

0 (0) 

37 ( 8. I) 

140 (30 .8) 

7 ( 1.5) 

4 (0.9) 

34 (7. 5) 

2 (0.4) 

I (0.2) 

188 (41.3) 

154 (33 .8) 

46 ( I 0.1) 

20 (4.4) 

5 (I.I) 

4 (0 .9) 

(0.2) 

23 0 (50 .5) 

Results of Bivariate Crosstabulation and x2 Test 

The bivariate cross-tabulation indicated that there were many significant 

associations betvvccn the independent variables and the directors' approaches to makin g 
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change deci sions (Table 6.38). The chi-square test was used to check whether two 

nominal variab les are independent from or related to each other (Sarantakos 2005. 385). 

The col lected continuous variables were recoded as the categorical ones. The ordinal 

variables with more categories were also recoded for the sake of reliable results. Results 

ind icated that demographics, human capital, and library characteristics could be used to 

predict respondents ' approaches to making change decisions. 

The results o f the i tests did not detect any significant re lationship between 

d irectors· approac hes used and these variables: gender, age, education level , and library 

size at the . IO leve l. However, the percentage results show that females used dual and 

multiple approaches more to make change decisions than males. Directors who were 

twenty-five to thirty-nine employed dual approaches more, while directors who were 

sixty or more employed the multi-frame approach more. Those who obtained MA/MS not 

in library science and o ther used the s ingle approach more, while those who got MLS 

plus o ther master's degree employed multiple approaches more. Those who worked for a 

co llege or uni vers ity with less than l 0,000 total student enrollment utilized dual 

approaches more, while those who worked for a college or university with l 0,000 to 

19.999 employed multiple approaches more. 

The / test shows that there was a very s ignificant relationship between directors' 

approaches used and library type at the .0 I leve l. The minimum expected count is 9. 19. 

Thus. the result can be trusted. Those who vvorke<l for a master-granting college or 

university \Vere more like ly to multiple approaches, w-hile those who \Vorkcd for a 
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baccalaureate-granting college or university were more likely to use dual approaches. 

According to the results of the i tests in Table 6.38 (continued), there were no 

significant relationships between directors' approaches used and these predictors: years 

of present position, years of directorship, years of library service, number of different 

positions, number of subordinates, and number of library branches at the .10 level. Thus, 

lhere are no s ignificant relationships. However, the percentage results show that directors 

\Vho had been in their current positions for fewer than one year to four years used s ingle 

and dual approaches more, while those for ten years or more employed multiple 

approaches more. Those \Vho had been in all directorship for ten to fourteen years used 

the multi-frame approach more. Directors who served in libraries for thirty or more years 

ut ili zed multiple approac hes more, while those for fifteen to twenty-nine used dual 

approaches more. Those who held four to six different positions employed the multi­

frame approach more, while those who held one to three different positions used single 

and dual approaches more. Directors who oversaw twenty to twenty-nine subordinates 

em ployed the multi-fram approac h more, while those who oversaw ten to nineteen 

subordinat used dual approaches more . Those who did not oversee any library branch 

employed the multi-frame approach more to make change decisions. 
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Table 6.38: Percentage Dis tribut io n o f Directo rs' Att itudes towa rd Approac hes Used to 
Make Cha noc Dec isions N = -155 

Approaches Used(%) 
Single Dual Multip le Tota l No. 

Ge nde r 
r~ male 7.9 39.4 52 .8 100.0 (254) 

Ma le 8.5 43.8 47 .8 100.0 CW I ) 
{2 = 1.1 29. df = 2, p = .569 
Age 

25- 39 7.7 46 .2 46 .2 100.0 (26) 

-W-59 9.2 40.3 50.5 100.0 (283) 

60 or more 6.2 42 .5 51.4 100 .0 ( 146) 

x2 = 1.475 . df = 4, p = .83 I 

Education Level 

Mi\/MS not in I I. I 38.9 50.0 100.0 ( 18) 

Library Sc ience & Oth er 
MLS 10.2 4 1.8 48.0 100 .0 ( 177) 

MLS plus ot her 5.0 4 1.6 53.4 100 .0 ( 16 1) 

master 's degree 
PhD 9. 1 40.4 50.5 100.0 (99) 

x)- = 3.739. df = 6, p = .7 12 

T y pe o f Institution 

Baccalaurea te-granting 5.3 53 .1 4 1.6 100.0 ( I 13) 

Master-grant ing 7.6 33 .0 59.5 100.0 ( 185) 

Doctora l-grant ing 10.8 42.7 46 .5 100.0 ( 157) 

x-2 = 14.774, df = 4. p = .005 

Total S tudent Enro ll ment 

< 10,000 7.0 4 1.6 51.4 100.0 (329) 

I 0,000- 19,999 6.2 40 .0 53 .8 100.0 (65) 

20.000 or more 16.4 4 1.0 42.6 100.0 (6 1) 

x2 - 6.938. df = 4, p -= . 1 ... 9 

Total 8. 1 41.3 50.5 100 .0 

No. (37) ( 188) (230) (455) 

Lcgt:nd : No. - Number 
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Tahle 6.38 (continued) 
/\pproaches Used(%) 
Single Dual Multiple Total No. 

Years o f Present Position 
0 - 4 9.6 45 .5 44 .9 100 .0 ( 167) 
5 - 9 6 .3 40 .3 53 .5 100.0 ( 144) 

10 or more 8 .3 37 .5 54.2 100 .0 ( 144) 

xJ. = 3. 988, <lf -=-- ..i, p = ...io8 
Years of All Directorship 

0-4 8.3 49 . 1 42 .6 100 .0 ( I 08) 

5 - 9 9.6 38 .3 52.2 100.0 ( I 15) 

10 - 14 6 .3 35.4 58.2 100.0 (79) 

15 or more 7.8 41 .2 5 1 .0 100.0 ( 153) 

x2 = 5.460, <l f = 6, p ::..: .--+86 

Years of Libra ry Services 

0 - 14 10.7 37.5 5 1.8 100.0 (56) 

15 - 29 9.3 44 .2 46.5 100.0 ( 172) 

30 or more 6 .6 40. 1 53 .3 100 .0 (227) 

x). -= 2. 933 , df = ..i , p = .569 

Number of Different Pos itions 

0-3 9 .2 4 1.8 49.0 100.0 ( I 53) 

4- 6 7.2 4 1.1 5 1.7 100.0 (207) 

7 or mo re 8.4 4 1. 1 50.5 100.0 (95) 

x2 = .543, df = ..i , p = .969 

Number of S ubordinates 

I - 9 10.9 44.5 44.5 100.0 ( 118) 

10 - 19 7.3 45 .5 47.2 100.0 ( 123) 

20 - 29 3. 1 40 .0 56.9 100.0 (65) 

30 or more 8.6 35.3 56. 1 100 .0 ( I 39) 

x) =8. 109, df _,, 6, p -= .23 0 

Nu mbe r of Library Branches 

0 6 . 1 39 .6 54.3 100 .0 ( 164) 

7.2 44 .3 48 .5 100.0 ( 167) 

2 or more 12. 1 39 .5 48.4 100 .0 ( 124) 

x-2 - 4.690, df = 4, p == .32 1 

To tal 8. 1 4 1.3 50.5 100.0 

No. (37) ( 188) (230) (455) 

Legend : No . Number 
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Results of Correlations 

As shown in Table 6.39 below, there are many significant bi variate coJTelations 

among the va riables used in the analys is. 

Correlations he tween Independent Variables and Dependent Variables 

The results of thi s study coincided with the hypotheses presented earlier regarding 

the use of multiple approaches (Table 6.39). However, calculated r values for the 

variables were < .30. ma king the correlations very weak or low rather than moderate or 

strong. In thi s study. there was no significant associati on between gender and directors' 

mu lti ple approaches used. Correlati ons between the variables of total years of 

directorship, total years of library service, and number of subordinates and the use of 

mult iple approaches were respective ly detected to be positive and significant. Directors 

who had been in directorship, or served in libraries for longer periods of time, or oversaw 

more subord inates, were more likely to use multiple approaches to make change 

dec isions than their counterparts. However. the study results contradicted the hypothesis 

that di rec tors who wo rked at universities with hi gher enrollment would choose multipl e 

cipproaches. 

The variables of number of library branches, library type, and library size were 

respective ly detected to be negatively and significantly co1Telated with the use of dual 

and mu ltip le approaches. Direc tors who oversaw more library branches. or worked at a 

large school or I ibrary, or at universities with hi gher enrollment \Vere less likely than their 

coun te rparts to use dual and multiple approaches to make change decisions. However, the 
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co1Tc lations be tween the variables of age and total vears of librarv service and the use of 
,I ,I . 

dual and multiple approaches were respective ly detected to be positive and s ignificant. 

Di rectors w ho were o lder, or worked in libraries for longer periods of time, were more 

like ly than their counterparts to use dual and multiple approaches to make change 

dec isions. 

The variables of number of library branches and library size were respectively 

detected to be pos iti ve ly and significantly coITelated with the structural approach. The 

struc tural a pproach \Vas more like ly to be used by direc tors who oversaw more library 

hranc hes. or \vo rkcd at universities with higher enrollment. However, older directors 

were less likely to use the s tructural approach to make change deci s ions than youn ger 

ones. 

The human resource approach was more likely to be used by directors who 

worke<l at unive rs iti es with hi gher enrollment. However, directors who had been in their 

cun cnt pos itions. or worked in I ibraries for longer periods of time were less likely to use 

the human resource approac h to make change decisions than their counterparts. 

Directors vvho were older, or served in libraries for longer periods of time were 

less likely to use s ingle approaches to view change decision-making than their 

counterparts. l f owcver, s ing le approaches were more likely to be used by direc to rs who 

ove rsaw more library branches, or worked at a la rge school or library, or at univers ities 

with hi ghl:r enrollment. Directors who oversaw more subordinates, or worked at a large 
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library or schoo l were less likely than their counterpurts to use dual approaches to view 

change decision-making. 

T..-.hle 6.39: Correlation Matrix for Variables Used in the Anal sis N - ..iss 
Approaches to Making Change Decisions 

2 

.., 
_) 

5 

6 

7 

8 

9 

10 

11 

.009 

-.064 * 

-.049 

.04 

- .059 

-.022 

.003 

-.042 

. 182**** 

.057 

.068* 

B 

.006 

-.052 

.012 

-. 06 1 * 

-.005 

-.062* 

-.030 

-.012 

.056 

.052 

.088* * 

C 

.011 

-.083** 

- .022 

-.019 

-.043 

-.063* 

-.022 

-.037 

.163**** 

.078 ** 

. 114*** 

D 

.044 

-.008 

-.009 

-.045 

-.046 

-.033 

.035 

-. 082** 

-.048 

-.065* 

-.00 I 

E 

-.050 

.053 

.02 1 

.055 

.069* 

.067 * 

-.023 

.10 I** 

-.042 

.022 

-.061 * 

Notes: I\ - Structural , B=Human Resource, C-=Single, D=Dual, E=Multiple, 
F Sing le Approaches vs. Dual & Multiple Approaches 
I Male, 2 -Age, .., Educat ion, 4=Years at Present Pos ition . 5=Total Y cars of 
Direc torship, 6- Tota l Years of Library Service, 7:=No. of Different Positions, 

F 

-.011 

.083** 

.022 

.019 

.043 

.063* 

.022 

.037 

-.163* *** 

-.078* * 

-.114*** 

8 No. of Subordinates, 9=No. of Library Branches, I 0=Library Type, I I =Library Size 
*p<-0 . 10; ** p -S 0.05; *** p :S 0.0 I; **** p:S0. 00 I 

Results of Multinomial and Binary Logistic Regressions 

The hypothc es of this study focus on directors' use of multiple approaches versus 

single approaches. Thu , ·"single approaches" is used as the reference category. Table 

6.40 reports the multinomial logistic regress ion estimates that predict directors' 
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approaches to making change decisions. The estimated pseudo R2 di splays that this set of 

variables/subscales ex plains 7.2% of the variation in the directors' approaches used. The 

resu lts show that the predictors. such as number of subordinates and number of library 

branches. significantly impact the outcome variables. 

There was a positive and significant relationship between number of subordinates 

and single approaches ve rsus multiple approaches. Each additional level in number of 

subo rdinates increased the likelihood by 44.8% in using multiple approaches rather than 

single approachc . Directors who oversaw more subordinates would be more likely to use 

mult iple approaches to make change decisions than their counterparts. Thi s suppmis the 

hypothes is that directors who oversee more subordinates are more likely than their 

counte rparts to utili ze the multi-frame approach while managing change. 

The relationship between number of branches and the use of single approaches 

versus dua l approaches was detected to be negative and significant. Each additional 

num ber of library branches decreased the likelihood by 0.9% in using dual approaches to 

make change dec isions. Those who oversaw more library branches were less likely to use 

dual approaches than their counterparts. Number of branches was also noted to be 

negatively and ' ignificantl y related to the use of single approaches versus multiple 

approaches. Each additional number of library branches decreased the likelihood by 8.2% 

in using multiple approaches rather than si ngle approaches. The more library branches 

directors oversaw, the less likely they were to use multiple approaches to make change 

dec isions than their counterparts. This rejects the hypo thesis that directors who oversee 
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more subordinates are more likely than their counterparts to use the multi-frame approach 

\vhi lc deal ing w ith change. 

In terms o f the use of single approaches versus dual approaches, library type was 

Jctcc ted to be a ma rg inally significant predictor (significm1ce near . l 0). However, the 

oth ~r variables mi ght not have any significant impact of the directors ' approaches used 

(s ign ificance far from .0 l ). 

Bi nary logistic regression was used to check vvhether the results would change. 

Table 6. --t- I di splays binary logistic regression estimates that predict directors· 

approac hes to making change decisions. The estimated pseudo R2 indicates that this set of 

variab lcs/subscales xplains 8.6% of the variation in the directors ' approaches used. 

Resu lts Jcmons trate that number of library branches, independent variable, still shows 

signi Ii cant impact on the outcome variables. 
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Tab le 6.-10: Multinomia l Logistic Regression Estimates Predicting Approaches to 
Makin C hanoe Decis ions N = 455 

Dual Approaches vs . Multip le Approac hes vs. 

Single Approaches Single Approaches 

Predictors B exp(B) B exp(/]) 

Ma le .093 1.097 -.222 .801 

(.387) (.384) 

Age .1 99 1.220 .171 1. 186 

(. 148) (.146) 

Education Leve l .016 1.0 16 .0 13 1.014 

(. 18 1) (. 179) 

Years of Present Pos ition -.024 .976 -.017 .983 

(.034) (.033) 

Tota l Years o r Director hip .005 1.005 .0 13 1.01 3 

(.032) (.03 I) 

l'ota l Y cars o f .002 1.002 .. 008 1.008 

Library Service (.027) (.027) 

No. uf Di ffcrent .038 1.039 -.002 .998 

Positions (.084) (.085) 

No. of .171 1.187 .370** 1.448 

Subordinate · (. 181) (.180) 

No . o f Library -.094 ** .910 -.085* .918 

11ranchc (.046) (.044) 

Library Type -.449 .639 -.30 1 .740 

(.3 13) (.3 I 0) 

Library Size -.074 .929 -.290 .748 

(.235) (.236) 

Constan t 1.048 .95 1 

( 1.000) (.992) 

-2 log likelihood 803.3 

Mode l x2 28.5 

Pseudo R 2 .on 
or 22 

N 455 

Nol<!s : Thl: 13 is the log istic rcgrcs ion coeffi c ient; exp (B) or odds ratio is the anti log o f /J; 

and standard errors ::i re in parenthc::;es. 
*vo . 1 o: ** r < o.os ; *** p ~ 0.0 1; **** p ~ o.oo 1 

275 



Table 6.-t l: Binary Logistic Regression Est imates Predict ing Approaches to 
Making C hange Decisions (N = -t55) 

Predictors 

Male 

Age 

Education Level 

Y cars of Present Pos ition 

l'ota l Years of Din:.:c torship 

Total Years o f Library Service 

No. of Di ffcrcnt Pos itions 

No. of Subordinate 

No. of Library Branche 

Library Type 

I ,ibrary Size 

onstant 

-2 lng likelihood 

Mode l / 

Pseudo R ~ 

[)f 

N 

Dual & Mu ltiple Approaches vs. 

Single Approaches 

B exp(B) 

-.078 .925 

(.370) 

. 184 1.202 

(. 14 1) 

.0 14 1.0 14 

(. 174) 

-.022 .980 

(.033) 

.009 1.009 

(.030) 

.005 1.005 

(.026) 

.0 17 1.0 17 

(.081) 

.277 1.320 

(. 174) 

-.089* * .9 14 

(.040) 

-.365 .694 

(.301) 

-. 186 .830 

(.223) 

1.690* 5.420 

(.953) 

239.4 

17.2 

.086 

II 

455 

Notl!s: The /3 is the log i ·tic r gress ion coefficient; exp (8) or odds rat io 

is the an ti log or B: and standard errors are in parentheses. 

*p'- 0. 10; **p-- 0.50; *** p ~ 0.0 1; **** p :S 0.001 



Tak ing into account the independent variables used in this study, Table 6.42 

reports on the multinomial logistic regression estimates that predict the directors ' 

approaches to managing change decisions. As a reference category, the human resource 

approach was used more often than any other single approach. The estimated pseudo R2 

indicates that thi set of variables/subscales explains 11.0% of the variation of the 

directors· approaches to making change decisions. Results show that independent 

variahlcs. such as years at present position, total years of directorship, and number of 

libr;.iry hranche. , · ignificantly impact the outcome variables. 

l'hcre wa a po itive and very significant relationship between years of present 

posit ion and use of the human reso urce approach versus structural approach. Directors in 

their current position for longer periods of time were more likely than their counterparts 

to u ·c the structural approach. For each additional year in a present position, this 

likelihood increased by 22.2%. 

/\ negat ive and significant correlation was noted between the total years of 

directorship and the use of the human resource approach versus structural approach. Each 

ad<liti onal year in director hip decreased the likelihood by 15.7% in using the structural 

approach rather than human resource approach. Directors in directorship for longer 

pcrio<ls or time were less likely than their counterparts to use the structural approach to 

make change Jcci si ns. 

There was a po ·itive and ignificant relationship between the number of library 

branches and the use O 1· the human resource versus structural approach. Each additional 
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number or library branches increased the likelihood by l 3.9°/4, or us ing the s tructural 

approach rather than human reso urce approach. The more library branches c.lirccto rs 

oversaw, the more li kely they were to use the s tructural approach to make c hange 

dec isions than their counterparts . 

In tcnns of using the human resource approach versus multi ple approaches, 

I ibrary size was detected to be a marginally signi ti cant predictor (significance close to 

. I 0). This was also true fo r the relati onship between to tal years o f direc torship a nd use o f 

the human reso urce approac h versus dual approac hes. H<.)\veve r, the res ults o f o the r 

variables Jid not sign ificantl y impac t the directors ' a pproaches used (significance far 

from . l 0). 
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Ta ble 6A2: Multinomia l Logistic Regress ion Estimates Predicting Approaches 
to Makin Chanuc Decisions N = -'SS 

Structura l vs. Dual vs. Multiple vs. 

~luman Resource Human Resource Human Resource 

Predictors B ex (fl) [J ex (B) B ex (lJ) 

Male .276 1.--l56 .247 1.280 -.069 .933 

( .735) (.479) (.--l75) 

Age -. 174 .840 .13 1 1. 140 . 104 1. 109 

( .280) (. 176) (. 175) 

EJucat ion .22 1 .80 1 - .0 I I .989 -.013 .988 

(. "' 53) ( .224) (.222) 

Y c::irs of Present .200*** 1. 222 .058 1.060 .065 1.067 

Posi tion ( .06--l) ( .046) (.0--l5) 

l'ota l Years nf -. 171 ** * .8--l3 -.053 .948 -.045 .956 

Directorship ( .06"' ) (.036) (.035) 

fota l Year · of .0"' I I .03 I .0 17 1.0 17 .024 1.024 

Library Service (.05_) (.033 ) (.033) 

No. of Di ffcrent .09 1 1.095 .082 1.085 .042 1.043 

Pos ition s ( . 164) ( . I 14) (. 11 4) 

No. of -. 275 .759 -.06 1 1.063 .260 1.297 

Subordinates ( .35 8) ( .2 17) (.2 16) 

No. or Library . 130* 1.1 39 -.045 .956 -.037 .964 

[3ranches ( .074) (.060) (.058) 

Library Type .378 1.460 -.2 84 .753 -. 138 .872 

( .60 I ) (.390) (.388) 

Library SiLe -. --9"' .675 -.22 8 .796 -.444 .642 

(.454) ( .279) (.280) 

Constant .246 1. 523 1.425 

(1.9 15) ( 1.236) ( I .2.J 0) 

-2 log I ikcl ihood 8"'6 .7 

Model x2 ~i s. I 

Pseudo R 2 . 11 0 

df 33 

N 455 

Notes: The /J is the log isti c regression coefficient; ex p (B) or odds ratio is the anti log of 13: and 
standard errors arc in parentheses. 
* p" 0 . l 0: ** p--0.50 ; *** r -c_ 0.0 I; **** p "'S 0.00 I 
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,·lpproaches to Evaluating Change 

(Ju est ion 1 7. flow would you view evaluation f you were Frank'! 

Descriptive Results 

J\s shown in Table 6.43 be low, 41.3% directors would employ Jual approaches 

to evaluate change if they were Co lin , while 22.2% used multipl e approaches. The total 

sing! approaches wou ld be used by 36.5% of a ll respondents. No respondent would use 

single politi cal. sy mbo li c. and o ther approach to evaluate change. No respondent checked 

/A (not applicable) !'or each response. 

The struc tural and human resource approaches were favored by directors choosing 

Jua l or multi ple a pproaches. Mos t likely. these approaches appear to gether more often 

over the others bccau ' C directors spend much of the ir time working with a vari ety of 

peop le and rea li gning ro le and duti s of staff in current academic libraries . 

The '"other·, approac h was noted by 28 (6 .2% ) res pondents. Of these respondents. 

IO commented o n the .. o ther approac h" ' they wou ld use. However, no respondent li sted a 

true '"other·· approac h. ccord in g to the Bolman~s and Deal's model. four responses were 

actua ll y the structura l approac h~ a nd s ix. human reso urce approach . The re maining 18 

rcsponJents Jid not spcci fy what the ir othe r approac hes we re :.ind the re fore could not be 

ru led out as not actua ll y us ing "o ther approach" category in Table 6 .43. As a result, 18 

respondents a rc inc luded. in the ··other approac h"" catego ry in T .. 1ble 6.43. 

The !'rec commen t , on the ··other'" approach respondents used show that direc tors 

used the hum a n resource i.ll1J structura l approaches more often than othe r ap proaches . 
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They used evaluations as a basis fo r settin g goals, a change to so li c it indiv idual' s true 

l'cdings. and to promote staff in the change process. 

Dependent Vari ables 

Table 6A3 shows descriptive statis tical results of the dependent variables used in 

the analys is. The dependent vari able is the directo rs · approaches to eva luating change . It 

comprises three main categories: ( I) sing le approaches~ (2) dual approaches; and (3) 

multiple approac hc '. The sing le approaches cons is t o f two subcatego ri es : ( I) structura l; 

anJ (_ ) human resource. 
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Tahlc 6.-B: A pproache Used in Response to Question 17: How Wou ld You View 
Eva luation if You Were Frank'! = 455 

No. of Res on ses (%) 

• Use eva luation ::i s a basis fo r di tributing rewards or penalties to 
contro l change performance· 

I ILJMJ\N RESOU R E 
Use ev::i luat ion as a process fo r helping individuals grow and 
improve 

POLITI AL 
• Use evaluation ::is an opportunity to score points with the staff 
SY MBOL! 

Use eva luation as an occasion to play ro les in shared rituals 
OTHER 

Use a compktcly Jillercnt approach 

Total Responses 

Dl JAL /\P PRO/\C l 11:S 

• ~truc tura l and human resource 

I luman resource ~rnd sy mbo li c 

11 uman resource and other 

• l luman resource anJ po litica l 

Total Responses 

MULTIPLE 

• 

Structural. hum an resource, ::i nd sym bolic 

Structura l. human r ' 'Ourcc. and po liti cal 

Structural. human resource, po lit ica l, and symbo lic 

Structural. hum an resource, and thcr 

St ructural. political , and ')'lll bol ic 

1 luman resource . .'y rnbn lic, and other 

_!otal Res onses 
Legend : Nn. Number 

10 

156 

0 

0 

0 

166 

99 

76 

8 

5 

188 

60 

20 

8 

6 

3 

4 

IOI 

I csu lt , of Bivariate rosstabulat ion and x.,2 Test 

(2.2) 

(34.3) 

(0) 

(0) 

( (}) 

("6.5) 

(2 1.8) 

( 16.7) 

( 1.8) 

( I . I ) 

(41.3) 

( 13.2) 

( 4.4) 

( 1.8) 

( I .3) 

(0.7) 

(0.9) 

22 .2) 

The hi variate cross-tabulation indicated that there were many signi ti cant 

a ~oc iations bc t\vccn the independent vari ab les and the directors' approaches to 

evaluating chan ge (Table 6A4 ). The chi -square test wa used to check whe ther l\vo 
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nom inal variables are indepenJent from or re lated to each other (Sarantakos 2005 . 385). 

The co l lectcJ con tinuous variab les we re recoded as the categorical ones. The ordinal 

variables with mo re categori e were a lso recoded for the sake of reli ab le results . Results 

indicated that demographic , human capitaL and library characteristics could be used to 

predic t respondents' approaches to evaluating change. 

The i tes ts disp layed no s ignificant re lationships be tween directors' approaches 

uscJ and these predictor : gender, :ige. and education leve l a t the . IO leve l. Thus, there 

arc no s ignificant rela ti onship . [ lowevcr, the percentage results show tha t males 

employeJ multip le ·1pproaches more to c a luate change than fe males. Directors who were 

l\venty li ve to thirty-n ine uti li zed ingle approaches more, while directors who were sixty 

or more u 'Cd the multi-l'ramc approach more. Those who obtained MA/ M S not in library 

science and other utili zed the multi - fram e approac h more, while those who got M LS used 

dua l approaches more. 

The i tes t shows that there was a very s ignificant re lationship between directors ' 

approaches used and library type at the .0 I leve l. The minimum expected count is 25 .08. 

Thus. the result ca n be tru ' tcd. Those who worked for a baccalaureate-g ranting co llege or 

uni vers ity were more li ke ly to use the sin g le approach to evaluate change, w'hile those 

who worked for a doctoral -~ranting co ll ege o r uni versity were more like ly to use the 

multi - l'ramc ap proac h. Thi s ·upports the hypo thes is that directors who work for a hi gher 

academic degree ·ollcgc or uni ve rs ity are more like ly than their counte rpa rts to use the 

multi - rrame approach \.vh il c ,munging change. 
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The i test detected a ve ry significant relationship between directors' approaches 

used and library size a t the .10 leve l. The minimum ex pected count is 13.54. The result 

can be trusted. Those who worked for a college or university with less tha n l 0,000 total 

student enrollment w re more like ly to use ·ing le and dual approaches, while those who 

wo rked fo r a col lege o r univer ity with 20,000 or more were more like ly to use multiple 

approaches to c a lua te change . This supports the hypothesis that directors with more 

enroll ments a n~ more likel y to use the multi-frame approach to manage change than their 

counterparts . 

In Table 6.4-t (co ntinued) below, the i detected significant ditfrrcnce between 

directo r · ' approac hes u cd and total years o f present position at the .05 leve l. T he 

minimum expec ted count i · .., l .96. T he result can be trusted. Directors who had been in 

their current pos ition for fi ve to nine years were more likely to use the multi-frame 

approach to evaluate change, \.Vhil c those for ten years or more were more likely to use 

dual approachc ·. 

/\cco rdin g to the results or the/ tes t , there were no signilicant re lations hips 

hdwccn directors' ar proachcs and these variables: years o f directorship. years of library 

serv ice, number or di ff -- rcnt pos itions, and number of library branch at the . l O leve l. 

There arc no s ig ni [icant relat ionships. f-l owcvcr, the percentage results di splay tha t those 

\.Vho had bee n in a ll directorship for fe we r tha n one year to four years employed s ing le 

and multiple approache , more, whi le those tor ten to fo urteen years used dual approaches 

more. Direc tors \.v ho served in li brar ies fo r fcvvc r than one yea r to fourteen years 
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em ployed mult ipl e approaches more, while lhosc for fittcen to twenty-nine utilized single 

and dual approaches more. Those who held four to six different positions used the multi­

frame approach more, while tho c who held seven or more different positions employed 

dual approaches mor . Those who oversaw two or more library branches employed the 

dual and multi-frame approach more, while those who did not oversee any library branch 

used single approach ~ mor . 

The i test detected a sign iticant re lationship between directors' approaches to 

eva luating change and number of subordinates at .05 level. The minimum expected count 

is I-+.-+ 1 • The result can he trusted. Directors who oversaw thirty or more subordinates 

were more li ke ly than their counterparts to u ,e the dual and multi-frame approach. This 

supports the hypoth, ' is that directors who oversee more subordinates are more likely 

lhan their counterpart , to use the multi-frame approach to manage change. 
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T able 6.--U : Pe rcentage Ois trihution o f Directo rs' Attitud es toward A pproaches Used to 
Eva luate C ha n C N = -t55 

Approaches Used (%) 
Sin gle Dual Multi ple Total No. 

Ce ndc r 
f-c male ""'7 .0 44. 1 18.9 100 .0 (254) 
Male 5.8 37.8 26.4 100 .0 (20 I ) 

x.2 = 3.9""' 7, Jf - 2, p -= . 1-W 
A ge 

25- 39 46.2 .., 4 .6 19.2 100 .0 (26) 

40-5 9 36.0 <-l2.0 2 1.9 100 .0 (283) 

60 or more ... - .6 4 1.1 , ...... 
_ .) _.) 100 .0 ( 146) 

'{2 -= 1.2_5, J f - 4, p - .874 

Educa tion Leve l 

MAI M ' not in 27. 8 ""'8 .9 33.3 100 .0 ( 18) 

Library Sc ience ~ Other 
ivll.S "'5 .6 44 .6 19.8 100 .0 ( 177) 

M LS plus oth er 37 .9 4 1.6 :ms 100 .0 ( 16 1) 

master· s degree 
Ph l 7.4 ... 5.4 27 .3 100 .0 (99) 

;(~ 4.706, df - , p = .5 8-

Ty pe o f In s titutio n 

Baccalaurea te-gra nting ~i 1.6 40 .7 17.7 100 .0 ( l 13) 

Master-granti ng ... 9.5 4" .8 16.8 100 .0 ( 185) 

Doctora l-g ra nt ing _9_3 .., 8.9 3 1.8 100 .0 ( 157) 

x-2 · 14.075, d f - 4, p - .007 

T o ta l , 'tud e nt Enro llm ent 

10.000 9.8 42.6 17.6 100 .0 (329) 

10,000 19.999 26.2 4 1.5 
... , ... .) __ .) 100 .0 (65) 

20.000 or more :29. ,..., 4 _4 36. 1 100.0 (6 1) 

x2 15 .9 1_, dr .p .00 

Tota l "6 . ... 4 I. ... ' ' ' 100 .0 

No. ( 166) 188 ( I OI ) 45 ... ) 

Legend : No. um ber 
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Tahlc 6. -U (co ntin ued) 

Approaches Used(~-;>) 
Si ngle Dua l M ulti ple Total No. 

Y cars of Presen t Pos itio n 
0 - -i -l4.3 ')3.5 ")') ') 100 ,0 ( 167) 
5 - 9 30 .6 43 .8 25.7 100.0 ( 144) 
10 or more '"I'),.., 

47.9 18.8 100.0 ( 144) .).) . .) 

x2 - I0 .32 1,df = -l.p -= .03 -
Yea rs of All Directo rs hip 

0-4 39.8 35.2 25 .0 100.0 ( I 08) 

5 - 9 35.7 40 ,0 24,3 100,0 ( I 15) 

IO - 14 "2 .9 49 .4 17.7 100,0 (79) 

15 or more 36.6 42 .5 20.9 100,0 ( 153) 

x2 "1,396, Jf - 6, p = .62" 

Yea rs of Library Serv ices 

0 - 14 35.7 " 7.5 26.8 100 .0 (56) 

15 - 29 40.7 42.4 16.9 100.0 ( I Tl) 

30 or mon.: J".5 4 1.4 25. 1 100.0 (227) 

x2 5.26--L Jf 4, p - .261 

Nu mber of Different Pos ition 

() - , 
40.5 39 .9 19.6 100.0 ( 153) 

4 - 6 37 __ 39 .1 23 .7 100.0 (207) 

7 or more 28.4 48.4 ',.., ") _.) __ 100.0 (95) 

x-2 4.588, Jf - 4, p .= ." " _ 

Nu mber of Subordi nate 

I - 9 "7 .5 4" .0 19.5 100.0 ( 128) 

IO - 19 45.5 34 .1 20.3 100.0 ( 123) 

20 - 29 -W.O 4 1.5 18.5 100.0 (65) 

"O or more 25 .9 46.0 28. 1 100.0 ( 139) 

x2 I2.8 13, Jr 6. r .046 

Number of Library Bra nches 

0 .. rn .2 40.9 l 8.9 100.0 ( 164) 

36.5 39.5 24.0 100.0 ( 167) 

2 or more -> 1.5 44.4 24.2 100.0 ( 124) 

x2 ". 168, c.lr , p - . --, o 
Total 36. - 4 I. ,., 22.2 100.0 
No. ( 166) ( l 88) ( IO l ) (455) 

I ,cgcnd : No. Number 
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Results of Correlations 

In Tab I 6.45 below. bi variate correlations show that there are many significant 

corre lations between the independent variables and the directors' approaches to 

eva luating chang . 

Correla/ ions he tween Independent Variables and Dependent Variables 

The result of this study coincided with some hypotheses presented earlier 

regarding the u ·e of multiple approaches (Table 6.45). However, calculated r values for 

the variab le · \Vere < . 0, making the correlations very weak or low rather than moderate 

or strong. In thi · ·tudy. there was no significant assoc iation between gender and 

clin:ctor ·· multiple ar pr ache ' used. Correlations between the variables of number of 

suhord inatcs. I ibrary t p and size. and the use of multiple approaches were respectively 

detected to be positiv and ' ignificant. Directors who oversaw more subordinates, or 

work -data hrge chool or library, or at universities with higher enrollment, were more 

likel y to use multiple approache to evaluate ch·mge than their counterparts. Similar 

variahlcs an<l \ cak corr -lations were al ' O noted for directors who used both dual and 

mul tiple approaches. l lowcwr, the study results contradicted the hypothesis that there is 

no signi licant di ffcr -nc bet\ ecn gender and Ji rectors' approaches used. The correlation 

indicatcJ that mal e · w-re more likely to use multiple approaches to evaluate change than 

l'cmaks. 

The var i·1ble · or age, number of different positions, and number of library 

branches \Ve re ~dso respectively detected to be positively and signi l'icantly correlated \Nith 
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the use of dual and multiple approaches. Directors who were olJer, or he ld more different 

profess ional pos itions, or oversaw more library branches~ were more likely than their 

counterparts to use dual and multiple approaches to evaluate change. 

The variables o f years at present position, total years of directorship, and number 

of Jiffercnt posi tions were respectively detected to be negatively and sign iticantly 

corTc lated wi th the ·truc tural approach. The ·tructural approach was less likely to be used 

by directors who had been in their current positions or all the directorship for longer 

periods of time, or he ld more different positions. 

The variable o f cJucation lcveL number of different positions, number of 

subord inates, number of li brary branches, library type, and library size \Vere detected to 

be nega ti ve ly and significantly correlated with the human resource approach. Similar 

variables and weak co rrelat ion were al so noted for directors who used single 

approaches. Directors, who were more ed ucated, held more different positions, oversaw 

more subord inates or library branches, or work at a large school or library, or at 

uni ve rsities with hi gh r enrollment were less likely than their counterparts to use the 

human res urcc approach or ingle approaches to view the evaluation of change. The 

human resource approach was more likely to be used by directors who wo rked at 

uni vers iti es with hi gher enro llment. 

Directors vvho held more different positions we re more likely to use dual 

approaches to view evaluati on o r change than their counterparts. However, dual 
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approachc · were les I ik ~1y t b d b d' ~ o e use y 1rectors who worked at universities with 

hi gher enrollment. 

Tahle 6AS : orrc lation Matrix for Variables Used in the Anal sis N = ..iss 

Approac hes to Eva luati ng hange 

-l 

7 

8 

9 

10 

11 

- .0 I "' 

-.008 

-.(U 

-.068 

-.076* 

-.02 _ 

- .067 

-. 0 7 

- .0 I 0 

-. 0.58 

.(h 8 

13 

.00 1 

-.074* 

9 

.009 

-.0 16 

-.0 8* 

-.0 ** 

-.0 - * 

-.09 1** 

-. 100** 

-.0 12 

-.OT2* 

.0 I 

-.0 18 

- .010 

-.020 

-.09 1** 

-. I 09*** 

-.063 * 

-. I 02** 

-.072* 

D 

-.054 

.035 

-.049 

.051 

.036 

-.008 

. 11 2*** 

.042 

.029 

-.024 

-.083* * 

E 

.089** 

.035 

.022 

-.041 

-.043 

.024 

-.029 

.077* 

.037 

. 140**** 

.163**** 

,Vo tes : Structura l, l3 I lunnn Re our =Single, D=Dual, -= Multiple, 

F 

.012 

.072* 

-.03 1 

.0 18 

.010 

.020 

.09 1 ** 

. I 09* ** 

.063* 

. 102** 

.072* 

F Sin !.!. k pproa ·h ' S s. L tn l Mu ltip l Approaches 
I 'lalc , _ gc,.., falucat ion, -Year at Present Position, 5=Total Years o f Directorship, 

() l'otal Y ca rs of Library S ' rvic ', 7 No. of Di llercnt Positions, 8=No. of Subordinate". 

9 o . or Library Branches, Io- Library Ty pe, 11 =L ibrary Size 

~ p O . I O: u p ' 0. 0 5 : * p - 0. 0 I ; * * * * p _ 0. 00 I 

I csult · l r ultinomial and Binary Logistic Regres ions 

The hyrl)thccs or thi : study r cu on director ·· u c of multiple approaches versus 

singk ~1pproa ·hes. Thus.--. in glc approaches·· is used a · the refe rence category. Table 

6.--l6 reports the rnullinc mial lov; i ·tic regrc ·sion e.· timates that predict directors· 



approaches to evaluating change. The estimated pseudo R2 displays that lhis set of 

variables/subscales explains 9.4% of the variation in the directors' approaches used. The 

results show that independent variables- total years of library service, and number of 

diffe rent profess ional positions- significantly impact lhe outcome variables. 

A significant and negative relationship between the total years of library service 

and the use of single approaches versus dual approaches was detected. Each additional 

year of library service decreased the likelihood of using dual approaches rather than 

single approaches by 3.1 %. Those who had more years of library service were less likely 

lo use dual approache lhan those \Vho served in libraries for shorter periods of time. 

The relationship between the number of di ffcrcnt library professional positions 

and the use of single approaches versus dual approaches was detected to be positive and 

significant. Directors who held more professional positions would be more likely lhan 

thei r counterparts to use dual approaches to evaluate change. For each additional number 

of different positions, this likelihood increased by 13.3%. 

The relationship between number of subordinates and the use of single 

approac hes vcr us dual approachc, was detected to be marginally sign ificant 

(s igni ticancc near .10). The other variables might not have any significant impact of the 

direc tors' approaches used (significance far from .10). 

Binary logistic reg ress ion was used to check \Vhether the results would change . 

Table 6.47 reports binary logistic regress ion estimates that predict directors' 

approaches to evaluat ing change. The estimated pseudo R2 indicates that this set of 

29 1 



variables/s u bscales explains 4.3% o f the variation in the directo rs· a pproaches used. 

Resu lts demonstrate that the predic tor o f the number o f di ffcrcnt pos iti o ns still sho vvs 

significant impact on the outcome varia bles. However. the predicto r. to ta l years o f library 

service. did not sign ifi cantl y influence respondents' approaches used. 
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Table 6.-t6: Multinomial Logistic Regress ion Est imates Predicting Approaches to 
Evaluati no Chanoe N = -t55) 

Dual Approaches vs. Multiple Approaches vs. 

Si ngle Approaches Single Approac hes 

Predictors B exp(/3) B cxp(B) 

Male -. 11 6 .891 .-.lJ3 1.542 

(.229) (.270) 

Age .108 1.114 .106 1. 11 2 

(.094) (. I I 3) 

Education Leve l -. 143 .867 -.090 .9 14 

(. I 05) (. 123) 

Years o f Present Position .022 1.023 .006 1.006 

(.0 19) (.023) 

Total Ycars of Director hip .007 1.007 -.020 .980 

(.0 17) (.021) 

Tota l Y ca rs of -.03 1 * .969 -.00 I .999 

Library Serv ice (.0 I 7) (.02 1) 

No. of Different . 125** 1.1 33 -.024 .976 

Positions (.055) (.069) 

No. of . 159 1. 173 .124 1. 132 

Subordinates (. I 07) (. 124) 

No. of Library .030 1.030 -.01 5 .986 

8ranches (.041) (.047) 

Library Type . 11 2 1.118 . .29 1 1.337 

(. 175) (.212) 

Library Size -.195 .825 .259 1.296 

(. 17 1) (. 174) 

Constant -.425 -2 .037*** 

(.624) (. 757) 

-2 log like lihooJ 93 1.8 

Mode l x2 39.4 

Pseudo R ~ .094 

Dr 22 

N 455 

Notes: Tile {J is the logistic regress ion coeffic ient; exp (B) or odds ra tio is the anti log of !J: 

and standard errors are in parcnthesc . 
*p<0. 10: ** p < 0.05: *** r <~ 0.0 I: *** *p ~ 0.00 I 
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Table 6.47: Bina ry Logistic Regression Estimates Predicting Approaches to 
Evaluating Change (N = 455) 

Predictors 

Ma le 

Age 

Education Leve l 

Y cars of Present Position 

Tota l Y cars of Directorship 

Tota l Years of Libr:.iry Servi ce 

No. of Different Pos itions 

No. of Subordinate · 

No . of Library Branches 

Library Type 

Library S ize 

Constant 

-2 log likelihood 

Mode l ·/ 

Pseudo R2 

Of 

N 

Dual & Multiple Approaches vs. 

Si ngle Approaches 

B exp(B) 

.081 1.085 

( .208) 

. 11 2 I. I 19 

(.086) 

-. 128 .879 

(.096) 

.017 1.017 

(.0 17) 

-.003 .997 

(.016) 

-.022 .978 

(.016) 

.079* 1.083 

(.049) 

. 142 I. 153 

(.096) 

.01 l 1.011 

(.038) 

. 175 1.191 

(. l 60) 

.004 1.004 

(. 147) 

-.357 .700 

(.566) 

582.4 

14.7 

.043 

l l 

455 

Notes: The /3 i, the log istic regress ion coefficient: exp (B) or odds ratio 

is the an ti log of fJ: ~ind ·tandard errors are in parentheses. 

* P~: 0. I O; * * p<__ 0. 5 0; * * * p ,-, 0. 0 I; * * * * p :S O. 00 l 
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Taking into account the independent variables used in this stuJy, Table 6.48 

reports on the multinomial logistic regression estimates that predict the directors· 

approaches to evaluating change. As a reference category, the human resource approach 

was used more o~en than any other single approach. The estimated pseudo R2 indicates 

that this se t of variab les/subscales explains 12.4% of the variation of the directors· 

approache . Results show that independent variables, such as male, number of different 

pos itions, I ibrary type, and I ibrary size. signiticantly impact the outcome variables. 

The predictor of male was positively and significantly related to the probability of 

using the human 1-csourc approach versus multiple approaches. Males would be about 

57% more likely than females to use multiple approaches to evaluate change. This rejects 

the hypothesis that females are more I ikely than males to use multi pie approaches to 

manage change. 

The relationship between the number of different library professional positions 

and the use of the human resource approach versus structural approach was detected to be 

negative and significant. Directors who held more professional posi tions would be less 

likely to u ··e the structural approach than their counterparts. For each additional number 

of different posi tions, this likelihood decreased by 42%. 

The number of di ffcrent library professional positions was also noted to be 

positively and ignificantly related to the use of the human resource approach versus dual 

approaches. Each addi ti onal number of different positions increased the likelihood by 

I 1. 2% or using dua l approaches to eva luate change. Directors who held more 
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professional positions would be more likely than their counterparts to use dual 

approaches to evaluate change. 

Library type was detected to be negatively and significantly related to the use of 

the human resource approach versus the structural approach. Each additional level for 

library type decreased the likelihood by 66.1 % of using the structural approach rather 

than the human reso urce approach to evaluate change. Directors who worked at research 

libraries were less likely to use the structural approach to evaluate change than their 

counterparts. 

There was a pos iti ve and signifi cant relationship between library size and the use 

of the human resource approac h ve rsu structural approach. Directors who \Vorked for a 

college or uni ve rsity \Vith hi gher enrollment would be about 2.9 times as likely as their 

counterparts to use the structural approach to evaluate change. 

Library size was also detected to be positively and significantly related to the use 

of the human rcsourc approach versus multiple approaches. Each additional level in 

I ibrary s ize i ncrcascd the I ikcl ihood by 3 7.8°/4) of using multiple approaches rather than 

the human reso urce approac h. Those who worked in a college or university with higher 

enrollment would be more li ke ly than their counterparts to use the multi-frame approach 

to evaluate change. Thi s supports the hypo thesis that directors who work fo r a college or 

univers ity with more enrollment arc more likely than their counterparts to use multipl e 

approac hes \v hi le managing change. 

In lcrms of usin g the human resource approach versus dual approaches, the total 
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years of library service was detected to be a marginally s ignificant predictor (s ignificance 

close to . l 0). However, the results of other variables did not significantly impact the 

directo rs· a pproaches used (significance far from . I 0). 
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Table 6A8: Multino mial Logistic Regression Estimates Predicting Approaches 
to Evalua ting Cha nge (N = --'55) 

Predictors 

Male 

A ge 

Euucation 

Y cars llf Pn:scnt 

f otal Y cars of 

Directorship 

Tota l Y cars of 

I ,ihrary Service 

No. of Different 

Positions 

No. of 

Subordinates 

No. of Library 

Br:.mchc · 

Library Type 

I .ibrary Si1.c 

Constant 

-2 log likelihood 

Model x_2 

Pseudo R 

df 

N 

Structural vs. Dual vs. Multiple vs. 

I lum an Resource Human Resource Human Resource 

IJ 

.129 

(.720 ) 

.230 

(.28..,) 

-.006 

(.33--l) 

- .096 

(.08 -) 

-. 068 

(.064) 

.059 

(.052) 

-.545** 

(.26 1) 

-.050 

(.3 17) 

-. 0 0 

(. 158) 

- I .080* 

(.596) 

1.060* * 

( .48 ) 

- 1.75 --l 

( I .857) 

ex (8) B ex (B) B 

1.1.>8 .103 .903 .448* 

1.259 

.994 

.909 

-9""'4 

1.060 

.580 

.95 1 

.970 

__ 887 

( .232) 

.123 1.1 31 

(.095) 

-. 149 .861 

(. I 07) 

.0 18 1.0 19 

(.0 19) 

.00.> 1.003 

( .018) 

-.029 

( .0 18) 

. 106** 

( .054) 

.154 

( . I 09) 

.027 

(.04 1) 

.067 

(. 178) 

I
..,~ 

- . .) 

(.175) 

( .6 2) 

.9T2 

1. 11 2 

1.1 67 

1.028 

1.069 

.873 

992.9 

53. 8 

. 124 

455 

( .274) 

. 123 

( .114) 

-.098 

( .125) 

.00 1 

(.023) 

-.024 

(.02 1) 

.002 

( .02 1) 

-.047 

( .070) 

. 118 

(.126) 

- .0 17 

(.047) 

.240 

(.2 16) 

.32 1 * 

(. 179) 

- 1.9:2 1 ** 

( .766) 

ex (B) 

1.565 

1.1 31 

.907 

1.00 1 

.976 

1.002 

.954 

1.126 

.984 

1.27 1 

1.378 

Not us: r hc /J is the logisti c rcgrcs ·ion coe ffi c ient; exp (BJ or odds rat io is the antilog of B; and 

stanc.l arcl errors <.1rc in pa rcnthc. c . . 
*p- 0 . 10: ** p· 0.50: ** *p ,,., 0.0 I ; **** p ,,, 0.00 I . 
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CHAPTER Vil 

CONCLUSIONS 

This study examined how academic library directors actually managed change 

and what fact rs in tluence<l their approaches to change management. The study 

fr;_im e\vork \ as pre 'cnt d and tc ted u ing the quantitative and qualitative collected data. 

This chapter briell y : ummarize the major findings. di scusses the integration of 

arproachcs for pr:1c tic r change rn anag~mcnt and the implications. and finally, suggests 

l'utu rc researc h nc ,<J -. 

Summary qj"lhe Findings 

Today. there is an incrca ing need for academic libraries to perform change 

projects in response to c, ternal and internal pressures. Because academic library directors 

play a key role in managing change, there is a need for research on the approaches used 

to manage change and the impact that directors' demographic and human capital data 

have on choo, in , these approache . as shown in Chapter IL 

Toe, plain director · change management use variation, Chapter Ilf presented a 

·tuJy l'ramcwork, whi ch vvas tc "tcd using the quantitative and qualitative collected data 

l'rom survey questions. The qu·1litati vc data from responses to open-ended que ·tions 

ab )Ul how to me.mane chano e were tir t analyzed using content analysis. Then, the 
b b 

co l lccted q uan titati c and qua Ii tati c data we re analyzed using descripti ve stati stics, 

299 



inc luding frequenci es, percentages, means, standard deviations, and intcrential s tati s tics. 

including bivariate crosstahulations, chi-square tes ts. correlations, binary and 

multi nomial log istic regress ions. T he results reveal many important findin gs . 

Most directors managed both planned and unplanned change. None of the 

directo rs managed the multiple ty pe of change. Directors used varied approaches such as 

struc turaL human n~source, political, symbolic, and in-source approach to manage change 

with respect to w hat approaches they had used to manage change. ln tem1s of approaches 

used to manage change in different library areas, the structural approach was used most 

often in manag ing change in information technology and library personnel. The human 

resource approac h was used in all areas of the library. Most responses were noted in 

information technology and library personnel. The political and symbolic approaches 

\Vere used frequently in library pe rsonnel. The directors utili zed multiple approaches 

whe n managing change more than other approaches. Directors assessed the e ffectiveness 

of change management us ing numerous dual and multiple methods. They most frequently 

assessed the cftcctivencss o f change manage ment by visiting a ll departments involved, 

and reviewi ng a ll documents and interviewing user.. Establi shing a committee was the 

prime method driving multiple assessment of change management. 

The directors fe lt supported regarding change in the academic library setting. 

I Iowcvcr, fundin g d idn ' t rece ive quite the same support. Directors spent most of the ir 

time and e ffo rts in analyzing and introducing the library's need for change. C hange is 

constan t in libra ry resources nnd services, as indicated by the fact that ha lf of the 
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respo ndents no ted that much of their time and effort was spent on managing change in 

reso urces, se rv ices. and admini stration. The directors experienced the brgest areas of 

change in development of staff's new skills, upgrading technologies and facilities. budget 

adj us tments. and policies. The majority of directors felt that change applied to various 

aspec t of the ir libraries, and a greed that changes could occur in information technology . 

T he results ' ummari zed in Table 7.1 below answer the firs t research question of 

this s tudy. In tcm1s r how t actuall y manage change, directors utili zed various 

approac hes to manag ing chan ge . Most directors employed multiple approaches . The 

struct ura l ~rnJ human resource approaches \Vere the most l'rcqucntly used s ingle 

approaches. a ltho ugh dua l approach s we re al so common. 

regress ion ·rnalys i confirms that demographics, human capital data, and library 

va riable · play ·ignificant role ~ in predicting directors· approaches used. a summari zed in 

Table 7.2. mong the examined factors, library type is the mos t common determinant or 

director ·· ap proaches u cd to manage eight specific areas of change. The second most 

co m m on dc tc m1inant is total years of library servi ce influencin g directors · approaches 

used to ma nage s ix spcci lie ' ll"Ca · of change. The other very common factors arc gender, 

age. to ta l yea rs of present r o ·ition , and number of di ffc rcnt pos itions . More F1ctor play 

sig ni li can t ro les in rcsol vin ~ conllict. pl a nning change. and setting goal s for chan ge. 

Mos t d i rec tors used mu It i pi e approaches lo manage chan ge. The rcsu I ts or hoth 

qua ntita ti ve a nd qualita ti ve da ta a nal yse · how that age plays a s ignil'icant differe nce in 

the appn ache · used. T he quantita ti ve da ta ~rnal ys is conlirmcd that older directo rs \Vere 
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more likel y than yo un ger ones to use multi ple approaches to manage change. Older 

directo rs were also less li ke ly to use dual approaches and more likely to use the human 

resource ap proac h tor solve co nllict. The co ll ec ted qualita tive data ana lys is 

demonstra ted that the o lder directors were more li kely than the younger ones to use the 

structural approach to manage change. 

o f Directo rs' A 

Survey Quest ion 

<)ucstiun9( --r5) 
Manag ing C h:rn ge in 

In fonnJtion Tech no logy 

()ucstion s 10 ( N <-l5 5) 
Pla11n ing Change 

Ques tion 11 (N --l 5 ~) 
S ' tting Goa l · for ha11gc 

Q uestion l _ (N --l5')) 
Reso lving lln fli ct 

Question! "( ...i -s ) 
Communicating w ith th e 

Pub I ic and ' taff 

Ques tion I ( N ~155) 
l'v1anag i11 g Change 

Que ·tion 15 (N 55 ) 
Condu ·ting ectings 

()uestion I(: ( ~155 ) 
l'v1 ~1h.i11 g Change D eci sions 

()ucstion 17( ,_155 ) 
Lva luating ~lwngc 

Ques tion 18 ( 18 1) 
1:rcc Comments nn 

l'v1 :111ag i11g Ch~rn g~ 

Approaches Used; No. of Re ·ponse · C%) 

77 
( 16.9 ) 

58 
( 12. 7) 

100 
( ___ Q) 

._19 
( I 0 . 

4 1 
(9 .0) 

8-
( I 8.0) 

"'7 
( 8. I ) 

16 
(36. 5) 

roaches Dua l /\ roaches 

178 
(39. 1) 

I "6 
(29 .9) 

19 
(-U ) 

2 9 
(54. 7) 

48 
( I 0.5 ) 

69 
( 15.2 ) 

I "5 
( _9.7) 

188 
( 4 1. 3) 

188 
P l .3 ) 

9 1 5 1 

- -
____ (_ .. -_o. __ 1_) ______ (_2s_._2) 

L egend : No. Nu111bcr 

Mu lt i 

200 
( 44 .0) 

26 1 
(57. -+ ) 

...i 10 
(90 . 1) 

106 
(_J _.)) 

35 8 
(78 .7) 

"45 
(75 .8) 

- " 8 
(52 .3) 

_J O 
(50.5) 

10 1 
(22 .2) 

.W 
(2 1.5) 



Ta ble 7.2: Re 1 rc.ssion Result 

Factor 

/)cm< ,graphics 

( ,c11Jc r 

//111110 11 CU(J irol 

I-:J uca tion I .c c l 

Tota l Y cars at Pr , cnt Po. iti n 

fota l Yc,:irs o f Direct r: hip 

l'ota l cars ol' Lihrar .'crvi ·c 

o. u f I itr ·rcnt Position 

o. ur .' uburdinatcs 

I 1hrc11:1· 1·c1riuhles 

o. u r I. ihr:1ry Hran hes 

I 1brary 1'1111.: 

I 1hrarv Si1c 

Results of the Factors that Influence Approaches to 
Managing Specific Areas of Change 

(N = ~55, except where noted) 

2 3 4 5 6 7 8 9 10 

xa Xb xa xa 
Xb XJ Xb 

xc xi., 
xa xa Xb xi., Xe 

Xb xc 
Xh xa Xh xa Xb 

xc Xb Xb 

Xh X" Xh 

Xb 
Xb 

hang , J =Setti ng Goals 
mmunicatin ° with Public & tat{ 6=Manag ing 

· ' Iin o ·, 8- Making hange Decision , 9-' Eva luating hange, I O=F ree 
, n· 11ing ' hanoe (N-= 181) 

•, I 
h *r <. 0 .50; c -= *** p < 0.01 ; and xd ·= **** p :S 0.001 

1·hc r 'suit: t f b th quantitati and qualitative data analyse also display the 

statisti ·a ll y .- ignifi ' ant lin li no that dir t r ' human capital feature , influenced their 

appr Hl ·h 'S u:cd. The qmntitati dat·1 analy is confo-med that directors with hi gher 

education"" mid h, m r lik ,[ u~ the tructural ·1pproach to plan change and more 

likc ly tousco th r a11r1a ~h',' l r" c conflict than those with les. education. Directors 

who ovcrsa\ mor , su 1r linat v r m re likely t use multiple ·1pproaches to manage 

chan ge in i 11 lcmnati rn t , ·hn I o and to make change d cisions than those who oversaw 

kwcr su hord i nalcs . I i r -- ct rs ·h ,· r c<l in libraries for longer periods of ti me were 
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mo re likel y to use multiple approaches to manage change in information technology than 

the ir counterparts. l [oweve r. in se ttin g goals for change, they would be more likel y to use 

dua l approac hes. 

Directors who held more different profess ional positions were more likel y to use 

mu ltiple approaches to plan change and to use the ' ymbolic and multiple approaches to 

conduct meetings than those with fewer different positions . Directors who had been in 

direc torship for lon ger periods of time ,vo ul<l be more like ly to use the multi-frame 

approach to set goa l for cha nge . Th approaches uscJ by directors who had been in their 

current pos iti ons were s ignifican tl y diffe rent from those used by the ir counterparts. The 

co llected qualitative data analys i , indi cated that direc tors who had more years o f library 

serv ice were more likdy to u e the multi - fram e a pproach to m anage change than their 

counterparts. 

Director who wo rked for a hi gher academic degree college or unive rs ity were 

more likely than their counterpart to use multipl e approaches to manage change, to plan 

change. and to resolve con flict. Directors who worked in a college o r univers ity with 

hi gher cnr llmcnt w -- re more like ly than their counterparts to use the multi-frame 

approac h to evaluate change. Accordin g to the co llected qua! itati ve data analysis , 

director ~ who wo rked a l resea rch libraries were less likel y to use dua l approac hes to 

manage chan ge in term s o f th use of human reso urce versus dual ap proac hes . 

The results o f regress ion analyses support many hypo theses o f this s tudy, as 

summarized in Table 7 . .J below. I [owcvcr, the regression res ults Jo not suppo rt the 



hypo theses concerning education lcveL total years at pres~nt position, and number of 

Ii brary hranches in th is study. 

ll ypoC ht·sc · 

111 

11 2 

t I 

11-t 

115 

116 

II 

118 

119 

II I 0 

1111 
.Votes : I 

ChJll!.!,t:, 7 

anag ing 

Supporting the Hypotheses Concerning Directors' Approaches to 
Managing Specific Areas of Change 

(N --= '-l 55. ~xccpt where noted) 

2 J 5 6 7 8 9 10 

( 'ount 'rpart . 
\ '' p · 0 . 10 : ✓ - h H p- o .. -o: ," ** , ,~0.0 1: and J = **** p -:: 0.001 
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Direc tors u c<l --o ther" approaches rather than Bolman and Dcal' s approaches to 

manage change. Director ' u ·c<l thrc types of ··other'' approaches: (I) in-source approach: 

( 2) out-so urce approac h: and ( ) ex- ource approach. Some direc tors brought in or hired 

consu ltanL. or faci lit tor . to manage change. Others outsourced technology work. or 

functio ns. noth r one to k taff to other libraries, and brought back knowledge, skills, 

or perce ption 

In a \, ml. thi : stu l ha · c rntirm d that change i generally managed in academic 

I ihrarics from : tru ·tLw L human rec urc , political. symbolic. duaL or multiple 

perspect ive. 1ost lir ' ·tors u ·c<l multipl an<l dual approaches./\ corTelation and 

rc ~rcss ion analys i: cnnlirmed that J ' mographic . . human capital, and library variables 

play si ~n i ti ·ant n I ': in nnn gino change. Rcgre sion re ults show that older directors 

\VC ·c mnrc li k ·I t us ' multiple approachc ' during change management. Directors who 

o · 'rsaw m W' : uh 1rd irnt s 're m re likely to use multiple approaches to manage 

·han 1c in in!<. rnnti n t 'chn I , . · nd t make change deci ions than their counterparts. 

Th )SC \Vh( worl · ,J r ran in stitution off'ring a hi gher academic degree were more likel y 

than their , ) Ut1t ' rrn rt · t( u: multipl ppr ach to plan change, and to reso lve conflicts 

Juri nLJ. the ·han , I n ccss. 

1·hc res ults a ll \ 'tt 'r understan iing of director.' attitud ', behaviors.and 

~1pproachcs to tn 'ltl 'H! in g clnn g in ·1 a lcmic libraric . Directors may use the re ·ults to 

rclkct on li fk rcnt pti rn: )f m·rnaocmcnt tratcgy an<l ba lance the wei ght of the ·e 
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in iluenccs. Librarians may be tter understand Jifferent management techniques and 

approaches. Hop fully. th i , ·tuJy will stimulate more research on the subject. 

/111 grating Approaches/or Change lvfanagement Practices 

In practic . it i , C( mmon to use more than one approach to manage change 

bccau · the " mes . turbulent\ rid rarely pre ents us with well-defined, s ingle- frame 

problems.'' ( Bolman and Deal 200 , '"'O l ) People initially choose the frame(s) they have 

uscJ in the pa ·t: thi , re · < n 'c i , c mf rtable and time tested. They may become stuck in 

familiar it . and \Vith ut ap1 l ren t r -a on, they may ac tually dislike other approaches. But 

i r CO\\orke rs chm s ~ nth ' r rrame.. hich is highly likely, disagreement and contlict may 

result. 

J\cad mic libnri -: fo multiple and evolving change, and every event is open to 

new intcrprctati n ,_ l ·fr re re framin g can oc ur, director must fir t honestly look at the 

arpr )a ·hes b -in1 1s ·d and th e in 1 ignored. The ne, t ~tep is to critically valuate 

su ·ccss l r th ·urr -nt appnn h( ' ). B Iman and Deal ( 1984, 245-2-l60) term this action 

breaki ng out or o 1r -- , s~ ·hi , rri on ." ritical se lf-a, essment and rcframing will allow 

ne w q ucst i m s t ti n , fo r acti n. 

To nnnal!.c an I· rg , _, ·al change in r .' urccs or rvicc , directors and 

I ihrari c.111: n •cJ ·iut rnwti "11 l rcfram their appr aches to the givrn time and situat ions. 

Durin !..!. the ·ours )f •hano --, appr a -h '. ma need to be rcframcd cvcral times to meet 

C\olving nccJs . 11 )\ to 'h 1 )S, r prot ri atc appr ache and u e various approaches may 

he t;.,u !..!, ht in s •hool s as well as in w )rk 11, 'CS. Schools of libra ry and inrormation studi e · 



may offer the co urse related to director approaches used to better prepare students as 

change lenders in the future. while libraric , or prokssional associations of library and 

in fo rma ti on 'cicnc "S may provide related training programs and workshops fr>r directors 

and librarian · to make them learn more. ccording to Bolman and Deal (2003. 309), 

choosing a rrame <.. r under ·tanding coworker ~ perspectives requires intuition. analysis. 

and art i ·try. 

I eframi n, can clarif 'l ' ituati n. 0 cnerat options~ and evaluate strategies in 

addi ti on to heller under ·landing the multiple realitie · of coworkers. When someone ·s 

h ·hav iur is I ua lin g. mo ·t lik ·I they sec the v orld through different lenses. Using the 

reframirn2, approa ·h. direct<.. r . manager ' . librari-ms. or new librarians can learn and 

integrate di !fer ·nt · pr roa ·h , t managing change and b tter understanding each other. 

-- n1e turhuknt manaoc ri '1 l <.. rid f th ne, t few decades will belong to the managers and 

the on2.ani / ati ons v ith · m<.. re comprchen ·ivc understanding of the phenomena of each of 

th, fnu r rr m 'S ... ( l3 )ltn-rn and D --al 1984. 278-279). 

Ben tit t Directors 

1'11 , r ·suit: \ i II all \ a b ttcr under tanding of directors· attitudes, behaviors, and 

approa ·h ,_. to managin 1 ·lnngc in academic libraric . Directors may use these results to 

rcll ·ct nn di IT ·rent opti ms r manao ·mcnt lrate0 y and to balance the wei ght or these 

in ll ucnccs. ucs t ic IL ' lo ·t nsidcr in I udc: 

I. What apJ re ~H.: h ,_. \vmdd I · msiJer if IJrge-sC'lle change projects would be performed? 

- · Wh~1 l d ·nwgraphi · and human c 1pital charac teri sti c · -lo I have? 
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3. What I ihr::uy charactcri tics are there in our library? 

--L 13ascd on a comprchcn ive analysis of the current, what approach(cs) is most 

appropriate to us ··. 

hil e managing change. directors need to have a good understanding of their 

O\Vn demographi an<l human capital characteristics. In general , this will give them a 

bette r idea f \ hat approach · they'd be more apt to grav itate to in a given situation. 

Reviewi ng the charactcri ·tics r the ·ituation and their favored approaches will help the 

directors adj ust manage rial b ha i( r to meet the needs of the situation. 

To halancc the wei ght uf human capital, directo rs need to analyze their own 

eJu ·at ion le cL t tal _ , r: 'll present po ition. total year of directorship, total years of 

Ii hrary sc rvic . numb 'r f di ff "r nt profcs ional po iti ns, and number of subordinates. 

fhe tin tin 1 s )f thi · : tu<l will h Ip directors analyze what library characteristics 

there arc in th -ir lihnri s, r fl ct on diff rent options of management approaches, and 

halanc, th -- \ eight )r librar fa t r that significantly influence the approaches used, as 

sh(J\vn h · l oth 1u ntit ti , n l qualitati data an-1lys 

The lindin , or thi s ·tu I i that library variable pl ayed an important role in the 

approa ·h , · 1sc<l. hi! r -- tlc · ting nth . approache u ed, directors would clearly 

unJcrstanJ th -ir o n I ihrar fca tur and cons· der th mo t appropriate approaches. 

Director. n t:d t I) )k at ' l .- p, · ilic clnnge i sw· or problem u ing each of the confirmed 

ap1 roaches. r ,rnm, one m re time, -rnd finally dctcrmin which approach i the most 

appropriate. 

09 



Benetits to Librarians 

If I ibrarians are proviJcd with the directors~ approaches used to manage change, 

an<l students of library and information cicnce are e<lucated in these approaches an<l how 

to appropri ate ly use th m, they will have a better understanding of change management. 

This know lcJge will enable them to understand different management techniques and 

enhance their communication 'kill s by developing empathy for viewpoints of their 

coworker.. 

The cla ses may be given in graduate school. Directors may have workshops on 

this for librarian·. 

Before Bolm;m ·md Deal' rcse·1rch. little was known about management styles 

and the lad rs th · t Cl ntributed to them. More research is needed on this evolving topic to 

ensure that ski ll remain current in ·rn evolving climate. 

I low endemic Libraries Can Help Directors 

lnformati n technology affect all areas of academic libraries. creating unstable 

envi ronments. l~ ol ing information technology i the driving force behind change in 

Ii hrarics and leads to corre ' ponding change, in resources, service , and adrn ini stration. 

Lihraries nc ,J to train their personnel on how to manage change using appropriate 

appnn ·h, . The mam ,cmcnt approaches cho en depend on the ·ituation. As the 

situation evo lves. so should the a1 pr aches u , d. 
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Implications 

This exp loratory study contributes to the body of knowledoe in the manauement 
b C 

of change in the :icademic library and the professional management and leadership 

literature by examining how dir "Ctors actually manage change and the factors influencing 

the management approac h u ed. 1 he detailed tine.lings discussed in Chapters V and V [ 

a<ldres , the aricJ a ppr ache uti I izcd to manage change and the significant factors 

affcctirn1. th' us o f th s' approachc . 

l lsing the linJin° of thi s stuuy. we can now explain some management behaviors 

anJ hm- the affec t th a adcmi c library setting. Thi study has illustrated that frame-

rcl atcJ issu ._. in a a<l -mic lihrarics and dir ctor managcr·ial actions coincided with and 

conlirmcd the 13 >Im n and D "a l model. Thi mod I has not been explored and applied 

usin g such a co mpreh n ·i c ·mpirical tudy b fore within the academic library setting. 

Thi s study ha , also demonstrated th at director actually used multiple approaches as well 

as s ingle and Jual :..ipproa hes t man ag change, and provided examples of how 

directors· demt ._1 ra1 hi ' . . human apital. and library characteristics relate to the use of 

structu ral, human r ·sour ·--. p liti aL · mbolic. du al. and multiple approaches. Directors. 

managers, :.rn I li brarian · 'aJ1 b nelit from knowing how demographics, human capital, 

anJ lihrar_ ch·1ra ' lcri ,' ti ·: in flu ·n , <l directors· approaches used. ror example, directors 

mi ght relk ·ton ht\ th , gcncn ll manage change through communicating and 

real il.!.nin!.!. fornn l ro l ·s · nd rchti rnships. providing training and support for people. 
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dea ling with conflict, and creating rituals as respectively seen in the structural , human 

resou rce, po litical and ·ymbolic approaches. 

One of the managem nt behaviors that we did not understand before is the dual 

and multiple approach usr1ge. Most directors used the dual and multi-frame approach to 

manage ·han ge in information l chnology, plan change, set goals for change, resolve 

c rn ll ict. cc mmunicatc v i th the public and taff, conduct meetings, make change 

decisions. and c aluate ·hang during the change process. They also used the dual and 

multiple approach s l manau change in library funding, library personnel. and public 

relations. The mu lti -fram appr ·1ch nny be the mo t beneficial when dealing with the 

changi ng issue in ·1 ·adcmi li brn ri " . It may well take into consideration all issues faced 

h~' a direct )r \ h ·nm na gin chang in curT nt library complex situations. 

The nc. t m· nag --m nt hav i r i the u e of the structural and human resource 

approach, \\.h i ' h " · -- re 1, d mor oft n a part of dual or multiple approaches. Most 

like! ·.the.· ' ~1r pr n ·h en be ause director spend much of their time working 

with a ari 't , nd r -- Ii nin , r I sand duties of taff in current academic 

lihrarics. whi ·h ·ire au 1ht up in them de of rapidly changing technology. 

In this stud , th , human re urc" approach was the mo ' t frequent single approach 

used ex ·cp l fo r , m lu ·tin ~ mcctin s <luring the chang proc ss. Thi al so reflects that th 

chan}..!,e issues rclat --J top opl d mirnte in academic libraries. People may uppot1 or 

resist chan ge. s Ho lman nd t al ( I 997 , l -) st·1tcd, ·· h orn a human resource 

perspec tive. the kc , tt •ffe ·ti -ncs · is tot ilor organi za ti ons to peo ple - lo find an 
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urgani zati onal fo rm that enables people to get the job done while feeling good about what 

they are do ing." 

The consequence o f the multi-frame approach to management can be explained 

in a new way. The multi-l'rame approach may be the most benefici al approach because 

most direc tors used it in thi s study. This approach would help directors take correct 

managerial ac tions during the change process and manage change much better. 

Directors who were older, had been in direc torship for longer periods o f time, 

oversaw more subo rdinates, or worked for an institution o tkring a hi gher academic 

Jcgrec used the multi - frame approach to manage change more often than their 

cnu nterparts. This wa con istent with the hypothes is and conlim1s that direc tors who had 

more experience managing change and thinking about the many issues related to change. 

experienced more ali gnment of roles and responsibilities and interpersonal interac tions, 

or managed more change are more apt to use the multi- frame approach. To manage 

change better, they mi ght need to pay more attention to reallocation of existing personnel, 

improve coordinat ion, change job descriptions to suppo11 lib rary needs or initiatives, and 

support subordinates' professional development and training. 

The li nding that dir ctors who worked fo r a hi gher academic degree co l leg or 

univers ity, served in lib rari es fo r longer periods of time, or held more profess iona l 

pos itions were more I ikc ly to use the multi - frame approach is consistent with the 

hypothc ' CS . This also confirms that these directors experi enced more library-wid e 

reorgan izati ons. built on ri ch past experiences, and may have dealt with and thought 
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ahout many issues, including ··s tructure, neeJs, conflict, and loss" (Bolman andDeal 

2003 ), when managing change. lt also implies that they experienced more changes and 

used the integrative and holi ·tic approaches to manage change. They took into account all 

the clements for change project . 

The result , of thi tudy have demonstrated that females were more likely than 

males to u 'e multiple approach to set goals for change, while males were more likely 

than kmalcs to use multiple approache to evaluate change. The signiticant tindings of 

gende r l ire not cnnsi ·tent with \- hat Bolman anJ Deal di scovered. According to Bolman 

and Deal ( 19) I b. _ 9), there i · no ·ignificant relationship between gender and directors· 

.. 1pproachcs " in rcl,1ti n to frame ori ntations and effectiveness." This implies that the 

significant linJing rel ting to the relationships of variables were only generalized within 

thi : cross-scction·1l stud . ruture ·tudies using different research methods and 

respondents nn h ' Ji llcrcnt finding , and interpretations. 

The linding f thi ·tud has provided some significant information on what 

kind s of dire ·tors to hire . When recruiting library directors, the hiring managers might 

consider an I · 11 ·1! 1. ·1ppl ic·rnt , li rary f aturc as well as demographic and human 

capita l charn ·t -ri stic · in term r the findings ofthi study. if a hiring manager ofa 

hi }-!. hcr acaJcmic j gr , coll -g or university would hire a library director. he or she 

\vou!J consider and hire :111 app li cant who once worked in a hi gher academic degree 

co llege or uni ersit ·, scr c<l in libraries for longer period of time, oversaw more 

suhorJinalcs, and hclJ me. re prof' , ional pc. ' itions in addition to meeting lhc position's 
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qua lilications and rcquirt.;mcnts. These applicants would be considered and hired because 

they mi ght have cxperienceJ more changes in resources and services~ would manage 

change in acad mic librarie better, and would meet the increasing demands of students. 

faculty, and staff in changing library environments. 

In thi s stud y. Ji rectors u ed true ··other'' approaches rather than Bolman and 

D "'a l's approach', to manage change. As Bolman and Deal (2003~ 9) stated, ··when 

managers ca nnot s< l problem . th y hire consultants ... Bolman and Deal explicated 

\\ hat leaders ·md mana~ ·r vvould usually do while finding something wrong. Leaders 

and manag ·r.· would Jo thr c thing : they would go to the government for help; they 

woulJ go tl co n ·ult·mts: and th .. ould blame the bureaucracy ( 8olman and Deal 2003 ). 

According to Bolman and Deal , it might not be correct for I aders and mangers to go to 

these three thin g~· be ll re they r frame b cau e th e strategies are sho11-term. This study 

It) md tha t dir 'ell r , u d the in- · urcc approach a lot of times; that is. they hired 

consultan ts t ·ome in b I'm~ r framin g change. The implication is that this study 

inui rcc tl r ·fl ·c ts the n --e -sit~ I' r director to reflect their choices of approaches to 

change nnnagcm ·nt. balan,, th w ·ight for thi;; se influences. and improve their 

rcl 'ramino ski II ' in ord r to manao chan~ much better in the future. This tudy also 
C' b 

l'ound tha t dir ·c tor · us ,J th, out- ource approach. that is. they outsourced technology. 

Thi s im1 lies tha t it is v •r important fo r c.1c ·1d mic libraries to enhance librarians and 

stair s tcchnn l )!.!. train in, an l tl r pr gram , of library and information sciences to 

strengthen stuucnt.,· tcch nolo!!y ·Ju ·ation. 
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While managing change in information technology, directors used approaches 

Jiffc rcnt from those of Bolman and Deal including outsourcing and "other' ' in-source 

approaches. The outsourcing approach involved technology work and items such as 

webpagc design and maintenance. This suggests that in the schools of library and 

informati on sciences, more education of info rmation technology should be provided for 

graduate students of library and info rmation science. The graduate students ' mastery of 

in formation technology hould be strengthened. Directors also utili zed consultants to 

manage ch~rn ge. That is. they us d the in-sourcing approach to manage change in 

info1111ation techno lou,y. They ·hould attend more professional \.VOrkshops and improve 

thei r 0\Vn knowledu,c anJ ·kill s of change management. Only when they are ab le to 

manage clnnge by themselves can they manage change much better. 

Based on th signi ticant findin gs of this study, there are some important practical 

actions to be considered by educators of library and information sc iences as well as 

librar practitioner ·. The ·e action include but are not limited to the following: ( l) The 

mu lti -!'ramc approach should be taught in schoo ls as we ll as in work places because 

Ji rec tor ··need to understand that any event or process can serve multiple purposes and 

that Ji ITcr -nt parti cipants arc often operating in di rtcrent frames" and hould integrate the 

change pc rsp ' cliv ~s for e lkct ive management (Bo lman and Dea l 199 1, 34 1 ): (2) School s 

mi 11 ht offe r the course enti tl ed Manaoino Change in Libraries and Information Centers to t:, ' b b 

be tter prepare new librarians as effec ti ve change leaders in the future: and (3) Libraries or 

assoc ia ti ons t r lihrar., anJ information sc iences offe r seminars. presentation program s, or 
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workshops on the management of chanr:e in the information aoe to share the results of ...., b 

thi s study with library directors, faculty~ and students and make them reflect on different 

options of management approaches. better understand various management techniques 

an<l approaches. and adjust their managerial actions when managing change. 

Future Research 

'urrently. ther i an increasing need for academic libraries to plan and 

imp lement chang ' in r ·spon e toe. ternal and internal pressures. However. managing 

change in the academic library ~etting is open to some failures. Academic library 

directo rs arc chan°c lcackr · and play a key role in effectively managing change in 

acadcm ic Ii hrarics b -cau: e ch::mg can be led. and lcadershi p does make a difference 

(1-' ullan 2001. ,., 4) . The ro le · facadcmic library managers, librarians, and staff as change 

agents are the kc to cftcc ti v change management. This study confirmed that some 

directo r~ ma naged ·lnng from a ·tructural perspective, while others managed change 

from multi-fram ! er ·pectivc . o. what are the reasons for the failures and what 

pcrspccti , I -aJ · t dl-cti enc ? The future research should focus on determining the 

most c lT -c ti v, approa -h in managing change in today' s ·1cademic library environment 

and the ac- dem ic Ii brar Ii r -c tor or manager at1ri butes, lcadershi p behaviors. or 

management sty le: tin t arc a · ·o ' iate l with effective change management. 

The ·hangc mana ,ement procc 'S is dynamic, nonlinear, and complex. Effective 

change management in academi c libnric ' is <linicult to quantify. There is a need to 

exam ine chan 1 , real it in ac1 I mic libraries to determine whether management of 



change is effective in resources , services, and management. Therefore, future research 

methods appropriate to investi gate this topic would include quantitative research methods 

such as eva luation research and qualitative re earch methods such as in-depth interview, 

case study, and the hi s torical and comparative method. 

f~valuation Research 

Future research involves the effectiveness of change management in academic 

libraries. Eva luation research is appropriate for examining thi s topic because it 

determi nes whether a change in resources, services, or management has attained the 

identified goa ls and objectives. As Wallace and Yan Fleet (2001, xxi) stated, ·-Evaluation 

leads to enhanced e fficienc y and avoidance of errors.'' However, eva luation research is 

no t considered a method of data co ll ection or a unique component of research designs 

(Sc hutt 2004, 3 11 ). It i the application of many research methods. 

The need for the future research is to evaluate the effectiveness of change 

managem~nt and the impac t of the implemented changes on resources, services, and 

management in academ ic libraries. The se lection of a research des ign and spec ific 

mcthoJ of da ta col lection depends on the focus of the project and its research questions. 

Ir evalua tion re ·earchcrs focus on the evaluation of the change management process in 

acaJernic I ibrari cs, they can appropriately use the process evaluation method. If 

researc hers focus on outcomes of change projects~ they utilize the outcome assessment 

me t.hod, which helps to J etermine whether change efforts have produced the inte nded 

results. Researcher , can di scover outcomes from change project documents, change 
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plan . an<l reports. Quantitative evaluation research focuses on the extent to which change 

management in academic libraries has resulted in the identified chanue ooals and b b 

objectives. 

Evaluation research ha its O'vvn relative strengths and weaknesses. It is 

co mprehensive in examining effectiveness. since researchers integrate the steps of change 

into the entire proces to determine ·ome intended and unintended results from change 

inputs to outcome·. rt provides evaluation researchers with sufficient feedback in the 

cva lui.l ti on proccs: . It test , change project impacts. lt offers researchers rare opportunities 

to inves ti ga te the com plex chan~c process in academic libraries and make high quality 

ana lyses of c ffccti c change management. But, evaluation researchers have to think about 

and resolve some imJ ortant i · ' UC uch as: the scale and scope of evaluation; the type of 

change act iviti c ·, e fforts, or perspec tives that should be included or excluded~ and 

whet her cval Lnti on ·h uld look at change outcomes in the short tcm1, intermediate term. 

or in the long tt:rm. [: aluation re 'earchcrs may mis , some important outcomes or aspect 

or management of clnn re in academic libraries. 

RcscJ.rchcrs may employ tri·mgulation. which includes qualitative and 

quantita ti ve rccarch methods of ob:ervations. interviews and urvcys to collect data on 

the c llcc ti vcn ' S, or change manaoc rnent. i r time and finance permit. The questions in the 

interviews an I qu 'stionnaircs 'en ter on: ·1. ·cssing each tep of change management 

process. rcvicwi ng 'lll<l ~1sscs ' ing perspectives and factors that are most effective to 

implement chan g ,_ and determining how effecti ve chan ge management attains the 
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ident ified goa ls and obj ecti ves. Researchers may also ask participants to till out des igned 

eva luation forms of effecti ve change management in academic libraries. 

The qualitati ve data from observations and interviews can be analyzed at the 

beg inning. When re carchers need to obtain more information in the studies. they 

redes ign and rev ise the questi onnaires. They identify the meanings, re lationships, and 

themes of thi topic through qua litative data analys is. They find the mo t effecti ve mode L 

app roach. s tra tegy. tec hni que. and perspecti ve on change management through the 

ana lyses of quantitati ve data by percentages, correlations. and regress ions. 

In-depth Interview 

Future re ·carch is needed to describe and understand the meaning and expe ri ences 

or the cffcct ivcncs · o f change management in academic libraries . [n-dcpth interv iew, one 

or the qua litative researc h methods. is appropriate fo r in vesti gating thi s topic. Interview 

researc h assu mes that people have ri ch experi ences in thi s to pic and can provide 

interes ti ng data. thereby prov idin g a va luable source o f in fo nnation. Therefo re, thi s 

method perm it: resea rchers to co mprehensivel y and deepl y learn hovv to manage change 

clTec ti cl , e. amine the change proces over time, and study people' s attitudes and 

hchavio rs. U: in 1 this method, researchers can di scover how peo pl e think or Jccl with 

rcg..i r<l to this topic . T hey can ask people how change \Vas managed effec ti ve ly in the pas t 

and how· to rn ·rnagc change mo re e ffec ti ve ly in the future. Researchers can a lso obtai n a 

range or perspecti ves fro m ac:.1<.I mi c I ibrary direc tors, managers, li brari ans, and staff 

concerning the same change even t in re ·ourccs. services. or management. 
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ln-J cpth interv iew provide both strengths and weaknesses. First, researchers can 

obtain a Jecpcr an<l rul I r under tanding of the effective management of a change event 

or phenomena that th r ·earch r cannot directly observe in academic libraries. The 

va liJ it or thi , mcth J ma b greater than that of urveys. fn addition, this method has a 

hi gh rcspon rat , ffcr fl xibility, :ind enables complete and complex questions. 

r escarchcrs can c ntr I qu ti n rder, nvironment, anonymity, and standardized 

\Vor ling. But th r Ii bi lit f thi mcth d may be problematic. In-depth interview 

tryin g to n.~ach a I· rbcr p pulati n. n<lucting in-depth interviews can be xpensive and 

requires lot )r r, , rdin ,_ tran , ri bin°. and coding time. 

Data r r th qu· litati tud mi ght b collect d through interviewing subjects 

n .. + tc<l to thi : t pi . Th in ti oat r introduc him/herself, gives the interviewee the 

contact in f m11· ti n, nd i<l ntifi , him/h r It~ b fore turning on the tape. The 

int ' rvic\ c, i , id ntifi ,d nd a r t participate in the interview. The interviews are 

recorJed. but th tap i n t turn d n until th con ent fom1 i explained and signed. The 

fi 11 ut th ba. i d m graphic and human capital questionnaire. A 

11 · miuht ~ r de i ,n d. The interviewee appears comfortable 

n, lata i ed nd entered into a computer program. 

I lo\ ever. c d <l <l t' i n t qu· ntifi ct. Th original information, without grammatical 

c1-ro ·11 h k h ·bl ccordin
0
0 to Babbie (2006, 378), "data r, \\ 1 ~ · c pt a · mu , ·1 I o: s 1 • 
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co llection, ana lysis, and theory are more intimately intcrtvvinc<l' ' in a qualitative stu<ly. [n 

research on d'lective change management in academic libraries. researchers may identify 

c mccpts an<l themes <luring data procc sing an<l co<litication as data is continually coded. 

The code notes are kept for further analy, is as the study progres es. 

In the qualitative ·tudy of thi · topic, statistical techniques may be use<l to analyze 

the collected <lata. Qualitative <lata analy is mainly lies in looking for patterns and 

themes. During analys is. the in ves ti ga tors read: ponder the sets of collected data~ and 

look for meaning in concepts, themes. and the relation ·hips betvvecn those concepts and 

themes. In the qualitative studies, the researchers can change. the instrument or instrument 

questions to ge t a richer meaning. l·or instance, if researchers find some new concepts 

an<l approaches rcgar<ling the effcctivcnes of change management in academic libraries, 

they can change the b·1 ' ic interview questions to explore the studies more. It is possible to 

change the instrument becaus the generalization of the analyzed results is not the 

assu mption in qualitative ·tudics. 

The co ll ected data arc coded and analyzed in terms of themes. Researchers may 

use a viJco camera while interviewing. /\s they code, transcribe, and organize the data 

during data I n ccs,' ing, a tran 'cript might be sent to an interviewee to check for 

reli abi lity. Reliability mi ght al so be tested by asking the same intervi ew subj ect the same 

q ucstions, but vvi th a di ffercnt wording. Because di !Te rent researchers may get di ffercnt 

interpretations from the sam, data, they may al so ask colleagues to code the same data to 
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see if their results are the same. to check whether the collected data are valid, and to 

al idate \Vhcthcr the questions arc rel evant to the studies . 

Case Study 

/\s Bromley ( l 986, 2.J) stated, ··case-studies, by <lctinition, get as c lose to the 

suhject or interest as they possibly can, partly hy means of direct observation in natural 

settings. partly by thrir acces, to subjective factors (thoughts. feelings. and des ires) ." 

Ffkctivcly mana~ing change in academic libraries involve ' particular problems, 

contex ts. anJ issues in the ,· pccific steps of change process. Case studies arc concerned 

\Vith factua l informution as well as opinions. Therefore, case studi es are appropriate for 

investi gating this topic becaus researchers can deep ly study various factors that have an 

impact on the effect ive management of change in academic libraries, understand steps or 

phases in c hanoc proce ·ses, ~md look into a change phenomenon within external and 

internal academic library environment. f·rom a constructivist point of view, the 

assumption is that there i · no objective change reality that is stabl e and fu ll y known. 

Researchers may focus on the attainm nt of basic meanings and qualitic of this topic. 

' ase stuJics have their own stren gths ~md weaknesses in in ves ti gating thi ' topic. 

They permit an examinati on of real change contexts and Jiffercnt dynamic issues on thi s 

topic. and an in-Jcpth re 'Carch on this topic in natural settings of academic li braries. 

They regard respondents as experts o t· cffecti vc change management, and concentrate on 

their experiences. They use many resources of evidence and multiple methods. But. 

ti nd i ngs that inc I udc suhjec ti ve in formation and hiascs hccause of the presence of 



researchers lack va l iJ ity and rd iabili ty. asc stuJ ies lack obj ecti vity. rep I icati on. ~rnd 

enough cviJence supporting causality. 

There is no agreed class ification fo r the types o f case stuJi es. Case studies can be 

di viJed into th rc types: intrinsic. instrumental, and co llecti ve (S take 1995 ). But , in the 

stud ies of information profc sionals. the li ve case stuJics that are most like ly to be used 

by researchers are ··obscrv:.i ti onal case studies, interview case stuJies. organi zational case 

studies. life history case studie . and multi- ·ite and comparative case studi es·· (Go rman 

anJ Clayton I 997. --1-9) . 

At the beginning o f the tudic ·. researc hers mi ght conduct an organi zational case 

study that ··rocus~s on a spcc itic info rmation agency, trac ing its development over ti me . . 

. anJ how the organization came into be ing, including treatment o f its antecedents ... , 

change and deve lopments over time, its current ituation. and perhaps even future 

projection •" (Gorman and Clayton 1997, 5 ) to make sure that there arc enough hi stor1 cal 

data for organ izati onal case studies availabl e on the effec ti veness o f change management 

in an academic li brary. The research que ·t ion ~ can refer to how change is effec ti vel y 

managed in an academic library: what models, approaches, techniques, and perspectives 

in managino change are more effec ti ve; and which as pec ts are e ffective and ine ffec tive in 

managing change in academ ic libra ri es. In the tudics. researchers can empl oy the 

triangulation that include observation, interv iews, and email exc hanges. i f the hi storical 

data are not sufticient for exp loring the research ques tions. 



In co ll ect ing data from the o rgani za ti o nal case s tudies on e ffective change 

management in academic libraries. researchers depend on a range of data so urces. 

inc luding writte n records: annual reports, meeting minutes, policy s tateme nts. and 

personnel records (Gomrnn and Clayton 1997, 53): intcrvie \vs with academic library 

direc tor , librarians, and s taff: anJ the observations of the on-site operations o f academic 

libraries. 

The o rganizational case studies concentrate on four types o f academic libra ri es : 

research librar ies, teaching libraries, community libraries. and speci a li zed co llege 

librarie . The purpose ful sampling is u ed in the studies because it o ffers what is needed 

in a case stu<ly or an o rga ni zation, community, or some other clearly de fin e d and 

relative ly limited group (Schutt 2004, 151 ). In order to strengthen the integ rity of the 

study and obtain a vari ation of perspectives in effectively manag ing change in academic 

librar ies, researchers take a holi stic approach by mixing the subj ect age, gender, leng th of 

serv ice, education, experience, and type of academic library. fn the interviews, the 

re carchcrs may collect data concerning the subj ec t' s experience of effectively manag ing 

change in academic librari es. A ll such interv iews should be recorded. 

Q ua litative research may be combined with quantitative measures of populations 

in case s tudi es (S ilverman 2005 . 128). S ilve rma n (2005. 128) sta ted that "Qua ntitati ve 

measures may sometimes be used to infer from one case to a la rger population. '' As for 

the data co I lec te<l from interviews us ing a tape reco rder. researchers o ften transcribe the 

L.1pc record ings. Arte r rev iewing full transc ripts and licld notes from obse rvations, 
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researchers begin to Jiscovcr patterns anJ co nnec tions through content analysis in 

account o f the effective ness of change management in academic libraries. Data anal ys is 

is a continuous process in the ca c studies . A Gonnan and Clayton ( l 997, 25 1) stated, 

.. data analysi , was ·1 non- linear proce s of see ing a pattern. returnin g to the data or the 

stuJy s ite and con lirrning the pattern or an ob. ervation with an inforn1ant." Researchers 

conJ uct a formal dat·1 analysi to review all collected data at least three times, assign 

catc~o rics to the rcviC\ ed data, and cope with the compl ex data by means of ··charts, 

graphs. an I other illustra ti on ,- requiring creative. interpretive skill s to draw out the full 

rncanim.!. or re lationship· b -tween unit and integrate those interpretations into a 

meaningful ace( unt" (Gorman anJ lay ton 1997, 199). 

si ngle case anal si, can beg nenli zed through three methods: "obtaining 

int'om1a tion about relevan t aspect of the population of cases and comparing the single 

case to those: using sur c re arch on a random sample of cases; and coo rdinating 

scvcr:.1 I cthnographi · studic -" (Hamm rsl ·y 1992). Researchers analyze qua litative data 

by "affixin g code: to a set of field note : notin~ re fl ec ti ons or other remarks in the 

margins or note.: so rting ·md ~iftin data to id ntify key events, phrases, re la ti onships 

between va ri ables. p·1ttcrns. and themes: confirming patterns and themes through 

add iti onal data co l lcc ti on anJ analys is: and de eloping new theories·' (Gorman and 

Clayton 1997, _()._i ). 
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l li s torical and Comparati vc Research Method 

Undoubtedly, many change initiatives and projects have bee n completed and 

managed in academ ic libraries during recent years. The re levant documents kept in 

academic librarie indicate whether change was e ftective ly completed in academic 

librar ies, what led to change management e fficac y, and what caused the failures. The 

histo rica l and comparative method is appropriate for examining this topic because it 

foc uses on data co ll ec tion from past records (Schutt 2004, 33 8) . This method pc1mits 

resea rche r to di scover patterns o f e ffectivel y managing change in academic libraries. 

The hi storical and comparative research method has its relative strengths and 

weaknesses. It a llow researchers to accurately portray how academic library directo rs, 

I ibrari a ns, and staffs manage change. Researche rs can dete rmine whether change 

management is effec tive: trace the change process in academic I ibraries over time; 

prov ide the first-hand infonnation on change results ; and compare management of 

change in resource s. services, and management among various acadc:mic I ibraries. But 

th e records of cha nge management in an academic library mi ght be limited. Researchers 

sometimes have limited access to rel evant documents on this topic. findings can be 

biased because of the presence of researchers and data sources, and lack validity and 

rel iabi Ii ty because some records arc unofficial o r secondary. 

r◄ uture rcsen rc her , collect data from written reco rds such as change plans~ change 

implementation reports , meetin g minutes, change initiatives, change e fforts , conv1ncing 

327 



documents on change events in a speci tic acaJemic library, and documents describing the 

inte1Te lations among Ji ffcrent events and processes (Schutt 2004, 340). 

Rcse:.1rchers use the collected data to conduct an event-structure analysis, vvhich is 

.. a qualitative approach that relic · on a systematic coding or· key events or national 

·haractcristics to identify the underl ying structure of action in a chronology of events" 

( Schutt ,..004. 341 ). Researchers use coding and memo-writing techniques ( Neuman and 

Krc ugcr 200...,. 442) to analyze the collected data. They divide the collected data into 

:cvcra l categoric or events and u ·e codes to "construct event sequences. to make 

comparisons between cases, :md to develop an iJiographic causal explanation f<:)r a key 

event" ( Schutt 2004, 4 l ). Us ing thi s method, researchers identify concepts, themes. 

pattern . and the imilaritics and difte rences about managing change in academic 

librari s, They also di ·cover the mo ·t effective perspectives, models, approaches, 

strategi "S, and t -chniques for managing change. 

The research on effective change management in academic libraries has not 

developed its own theory. According to Littlejohn~s (2002) views, a theory is "a se t of 

concepts.·· /\ thc:ory's sec nd clement is "explanation." Traditionally, soc ial scientists use 

the research methods on the basis of four approaches: (1) developing questions, (2) 

fom1 ing hypotheses, ( 1
) testing hypotheses, and ( 4) form ulating a theory (Littlejohn 

2002 ). The cm1 iri cal studies of effective change management in academic libraries rely 

heavil y on the appropriate research methods used to answer research questions generated 

by theory or theories relating to change management or general mana gement. Moreover, 
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most of management theories work for change management. It is funJamental to have a 

thco rdical basis fo r change management to obtain the dfcctivcncss throu gh the careful 

diagnos is an<l idcntilication of internal and external factors of situations of academic 

I ibrarie,. 

In the se lect ion of future research methoJologies for investigating this topic. 

resea rchers should take into account many important factors such as the unJerl ying 

theoretical paradigm and goals, the appropriateness of research methods for thi s topi c, 

aJcquac or the method for the research objects. the expected outcomes. anJ the 

strength · :rnd wcakncsse · or each mcthoJ. l f they arc i nterestcd in objccti vi ty, 

relationships, causa lity. an<l precision in the research on this topic. they need to employ a 

quant itative methodology. lf they want to approach dynamic and complex change reality 

in academi lihraric ' to examine whether management of change is effective and capture 

the meaning · and e, pcriencc of this topic, they should employ a qualitative 

methodo lc gy. 

Quan titati ve and qualitative research methods are appropriate for investi gating 

thi · topic.and have their relative strengths and w aknesses. Quantitative research 

mcthocls study re lat ion ·hips between variables to examine the ffec tiveness of change 

management. Th 'Y can generali ze Jindings. Their strengths are objectivity, reliability, 

and replication. Quantitati ve research is mainly positivi stic, and stri ves for the facts or 

causes of chan ge phenomenon. Its purpose is to assess or evaluate this topic. It has 
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precise measurements and findin gs. Jn quantitative research, the researcher has a passive 

role. 

The researcher. however. ha an ac tiv role in qualitative research. Qualitative 

researc h i · mainl phenomenological. and strive for understanding people 's experiences 

\vith this topic. It proJucc - J e criptive data. The conclusions of qualitative studies result 

in grounded theoric ·. But the conclusions and findings of qualitative studies are not 

precise. 

Taking into account the topic and it corresponding research questions generated 

by theories rchting to change management and general management, the researchers may 

cmplo trian gul:..:ttil n because it allow re ·earcher to thoroughly examine all poss ible 

aspects or the tt pie l'rom multiple per ·pecti vcs and overcome the weaknesses of single­

method studies. This make the natur of re "arch data and knowledge of thi s topic 

ri cher. and result · in hi gher validity and reliability in the studies. 

'o ncrcte ·itu·1tion - of th future research on this topic in terms of time, cost, and 

method demand concrct ana l sc . Rc::s archers may have different research interests in 

thi s top ic. The can u 'Cother method toe, amine research questions. They can collect 

data from survc s. inter icw ', and case studic , and co<l and analyze the collected 

qualita ti ve data in tc1-m , r concept,_ pattern ·, and themes. They can also utili ze the 

dcscrirtive and inf -rential statistical tc hniqucs such :is freq uenci es, percentages, 

correlations. and regress ion · to anal yze th co ll ec ted qualitative and quantitative data. 

Findin ~s in thi s stud~ \Vere summarized based on tho c results of significant 



relationships between directors· approaches to managing change and demographics, 

human capital, and library vari·1ble using chi-s4uare test, binary and multinomial logist ic 

regressions at the .05 .. 0 L and .00 l leve ls. Those findin gs for significant re lationships 

between di rector ,' ap proachc. u ed and three types of predictors at the . l O leve l in this 

study need to be further conlirmed in the future re earch. 

This is a cro , - ·eclional "tudy. i\ longitudinal study would be conducted to 

further exam ine hm directors actual ly manage change, and what factors influence their 

nnnagcmcnt ~1pproachcs. lt \ uld reveal the various significant factors and directors' 

arproachc used over ti me. 

In the survc 1uestions o l' urzon 's (2005) two scenarios. only men's names were 

usc<l. Further r -.·earc h v ill c. am ine whether responses would have differed if women' s 

names in ' lead of men· , name · in these scenarios had been us d. 

rh is stu ly examined the fac tors influencing academic library directors ' 

.. 1pproaches used by takin, into account all the available three types of predictors. Future 

research wi ll focus on whi ·h mo lei is the best fittin g one predicting directors' 

appronches u ed b ontn II in , one t pc of the independent variables, and at the same 

time, add more pr -d ictor · such a directors' attributes to further examine the signifi cant 

factors predicting director. · approach- · used. Directors' attributes include, but are not 

limi ted to, vis ion . intcgrit , honest , creativity, and fl ex ibility. These attributes would be 

addcJ hccausc the mi ght phy an important ro le in director ' approaches used. For 

instance. !lcx ihilit~· is one or Ji rectors· attributes. '" Flexibility in thought encourages 
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lkxibi lity in act ion, the ability to play a ncccs ary role in a s ituation \vithout sacriticino 
0 

core a lucs." (Bolman anJ l cal 1984. L,.99). 

Som' Jir 'ct< r: mi 1ht think that fl e, ibility is important for them to manage 

change more ctlcct i cl , w-hil e oth =- r mi ght take the oppos ite position. Directors ' 

altrihutcs mi ght inllucncc their approach used. ft is necessary to add them as predictors 

to rurthc r ex mine r- ·t >r · inl1u ncing direct rs' approaches used. s Bolman and Deal 

say ( I 9 8-L _ ) ) . 

l'o us. the ma_jnr di IT -r ' nee bctv ecn managers and leaders is how they view 

urgani:1:1t ions. Mana0 cr , t nd t think rationa ll y or humanistically-sometirnes 

resort in!.! tt I )liti ·. as a la: t r ·ort. Leader , on the other hand. are able to see all 

dimens ions )f st cial co llccti c -including oft-neglected political and symbolic 

lcv -1: or human b -ha ior. They are lead ing managers. manage ri al leaders, 

somct hino nor, in an c cnt than custodians of the status quo. They are abl e to 

sec thin gs Jiff rcntl - t ha i ·i n of new trateg ies or patterns in everyday 

thou~ht ·m<l I ·c<l . Th -- ir Il e. ibility or thinking foster fl e.' ibility in their behavior. 

1·1ic_ ar , ·1hlc tt n ·t inc n istentl y" h n consistency fai ls to work, tenderly when 

emotion · ar , n\ , n rnrationall y when ·ituations make no sense, politically when 

reason !'-ill s t< par ·h i l self-int r 'SL play full y when goa ls and purposes seem 

-oun t -rpn du •ti ve. The, re th kind of peo ple that will lead (manage) the 

organizati rn · or tom rr \, . 

·1 his rcsc~lr ·h \\.as limit -d to the popu lat ion and ample fo r academic library 



di rectors. The ro les of academic library mana 0 ers librarians and staff as chan(Je a0 cnts 
b ' · ' b b 

arc the key to change management. It is necessary that directors of schoo l. public, and 

spec ial I ibraric identify necessa ry changes and manage them effectively. Similar 

research could be expanded and conducted to target schooL public. and special library 

director · JS \Veil as academic library managers and librarians. Results from these stu<lies 

c )UIJ provi<le a more comprehen ive view of how to manage change at all types of 

lihrari cs and inf rmation center -. 

This ·tudy revealed that directors used various methods to assess the 

elTcc ti vcncss or charn2.~ manage ment. Some directors visite<l all departments involved to 

assess the c lTcctivcncss of change management. Others reviewed all Jocuments and 

interv iewed u - ' r . Future re carch will examine the factors influencing the methods used 

by director ·. 

The director.' roles in nnnaging change in this study varied. Directors spent 

most or their time and effort - in analyzing and introducing the library's need for change. 

They nnnagcd change in res urcc , rviccs, and administration to various extents. 

Future research wi ll cx:amin the factors influencing directors' time and effort in 

manag ing change. 

One of the lindin(J · indicates that directors ' years of present position and 
b 

Jircctorship play a significant role in managing change. As Eustcr ( 198 7, 80) found , 

"' more change is nnde in the early y ars of a directorship.~· ew directors may be brought 
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in for the purpo ·c or making change. Further researc h will examine how directors make 

change in the earl y y --ars o l' a directorship. 

Th is stu<ly demonstrate the important findin g that directors use in-, out-, and 

ex-so urce approache during the change process. I [owevcr, the limitation is that some 

res pondents chose "other'" Jpproaches while manag ing change and did not give any 

comment. A large sample of future research will be conducted on the directors' use of 

these three approache · in addition to other approaches and the factors influencin g their 

use o f these : ourcc approac hes while managing change. 

Similar research shnul d be conducted using other Carneg ie types of sc hool · such 

as associate co ll 'ges and spec ial foc us institutions to examine how direc tors actua ll y 

manage change and what focto rs influence their approaches used. The results could be 

co mpared with those in this study to sec the similarities and differences. 

The cum~nt study depended on the directors' self report. Additional further study 

is needed to compare Ji recto rs' sc i f-pcrceptions of approaches to change management 

with academic lihrary managers or librari ans' perception of direc tors' approach use in 

order to examine the congruency among d irccto r_ manager, and Ii brarian perceptions of 

app roaches to chan(Jc rnan:.i~erncnt in the info rmati on age. 

The linding lhal the majority of directors managed both planned and un planned 

change. k it that change app lied to va ri ous aspects of their li brari es, and agreed that 

changes could occur in informat ion tec hnology imp lies that change is constant in 

academic lih raries, ~ind it is nccc 'Sary to conJ uct more futu re research on how to manage 
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ch:mge in toJay's changing ac:..idc rnic library internal anJ external environments, and 

proviJc valuab le findings fo r directors while Jcaling with future change . 
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Ta hle 2 I Rcframmg C hange Model 
App roach T heoretical Sources 
or Fra m e 
Structural 

l luman 
Resource 

& Focus of Eiach Approach 
Mai nly based on two theoreti ca l 
so urces: ( I) the sc ienti fi e 
ma nagement approach by Frederick 
W. Tay lor ( 19 11 ) and Henri Fayo l 
( 19 I 9/1949) and (2) the 
burea ucratic model of Max Weber 
( 194 7), a German soc iolog ist 
(Bo lma n and Deal 1983, 30-J I ). 

T he adoption of views, concepts, 
~,ssum ptions, and ideas of rational 
sys tems theo ri sts who foc us 0 11 

organi zational goa ls, roles, and 
tec hno logy (Bolman and Dea l 19 84, 
2 ); conce rned with rules, 
proced ures, process, and hierarchy 
(IJo lrna n and Deal 2003), and th e 
co nfirma tion through the empirical 
study 
Adopted from several human 
resource theori sts, Abraham 
Ma low's ( 1970) theory of human 
need and moti vation, Douglas 
McG regor's ( 1960) Theory X and 
T heory Y, and Chris Argyri s' 
( 1957, 1964) theory (Bolman and 
Dea l 1984, 63-75 ). 

The adoption of views, concepts, 
assum ption , and ideas of human 
resou rce theori sts who concentrate 
on the i nterdependen e betwe n 
peop le and organi zation (Bo lman 
and Dea l 1984, 2 ); foc uses on 
meet ing needs of people (8 o lm an 
and Deal 2003), and the 
confi rmat ion through the cm pi rica l 
study 
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Barriers 
to Change 
Loss of clarity 
and stabili ty, 
co nfusion, chaos 
(Bo lm an and 
Dea l 1997, 32 1) 

Anxiety, 
uncertainty, 
fee lings of 
incompetence, 
neediness 
(Bo lman and 
Dea l 1997, 32 1) 

Bas ic Strategies 

Communica tion, 
rea li gnm ent and 
renegotiat ion of 
fo rm al patterns and 
po li c ies (Bol man and 
Dt:a l 1997, ..,2 1) 

Tra ining to develop 
new skill s, 
parti c ipation and 
in vo lvement, and 
psyc holog ical 
support (Bo lman and 
Deal 1997, 32 1) 



Politica l Theoret ica l sources from Disempovvcrmcnt. Crea tion of arenas 
political science (Bolman and conflict between where issues can 
Deal l99la) winners and be renego tiated and 

losers ( £3olman new coalitions 
The adoption of views, concepts, and Deal l 997, formed (Bolman 
as -umptions, and ideas of 32 1) ~rnd Deal 1997. 
political theo ri sts who ··see 32 l) 
power. con fl icL and the 
dis tribution of scarce resources 
as the centra l issues in 
organ izations'' ( £3olman and 
Deal 1984. 2)~ concentrates on 
scarcity of resources. conflict 
negot iation. and bargaining 
( Bolman and Deal 2003 ), ~ind the 
conlirmation through the 

- -- -- ~ ~1pirica l study 
Sy mbolic Adop ted from several theoretical ··Loss of meaning '•Creating 

so urces, wi th main concepts and purpose. transition ritual s: 
from a variety of disciplines clinging to the mourning the past. 
such as sociology, political pa -f' (Bolman ce lebrating the 
sc ience. psychology, and and Deal 1997. future'' (Bolman 
anthropology (l3olman and Deal 321) and Deal 1997, 
1984, l 5 l) 32 1) 

The adoption of views, concepts, 
assumpt ion . and idea ' or 
·ymbolic theori sts who 

emphasi ze problems of meaning 
in organization · (Bolman and 
Deal 1984. 2)~ focuses on culture 
including use or ritual -. stories . ...... 

ceremonies, and myths (Bolman 
and Deal 200 ), and the 
con Ii rmation through th 
empirical study 

Rclc rcncc: [~olman and Deal ( 1984. 199 1 a, 199 lb. 1997. 1999, 2003 ). 
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Tah lc 2. Summary of Reviewed Elements Associated with Change Management and 
Demon ·trations of Key Points from the Literature and Researcher's Vicwpomts 
Elements/Key Key Points from the Literature Researcher's Viewpoints 
Points and 
Vicwp_0_!!_ts 

- - - -t------------- -----+---------------j 
a. There is no agreed-upon definition of 
change. 

I. Definitions 

2. Types of 
Change 

b. Change management is defined frorn 
many perspectives as a ·crvice, activity, 
or set of techniques or procedures . 

Five di ffcrent types of change, with 
di ffercnt ex pres ions and 
interpretati ons: (I) continuous and 
di continuous~ (2) plnnned and 
unplanned: (J) first and second order 
(M ink 199 ): ( 4) deve lopmental, 
transitional, and tran fonnational 
(Ackerman Anderson 1986); and (5) 
structural , cost-cutting, process, and 

a. Large-scale change causes 
a transformation and enables 
library re ·ources and 
services to continuously 
meet the demands of 
faculty , students, and staff 
via an extensive planned and 
complex process. Change 
includes, but is not limited 
to, information technology, 
resources, scrv ices, 
budget in g, task ·, policy, 
foci I ity, or personnel. 
b. Change management rctcrs 
to proce s: identify new needs 
for change, plan change, 
evaluate proposed change 
before it is acce pted to reduce 
ri sk and cost, implement 
change, and evaluate change 
resu Its. 
Correctly understand and 
di ffcrentiate types of change to 
help build strateg ies for 
manag ing change; different 
types of change require 
different approaches. 

cultural ( Luecke 200"', 8-9) 1-- _________ ,..i_:~..:....::__...:..:......._~ _______ __.:__..,__ ____ --+ ____________ ---; 

Four main categories of literature on There is a void in the literature 3. Ma nage ment of 
Technological 
Cha nge 

technolog ical change: ( I) op inions on regarding what fac tors 
in format ion technology, influence academic library 
(2) rapidity of changes and symptomatic directors· approaches to 
tec lmo- ·tres ·, manag ing change in 
(J) emp iri cal tudy, and information technology. 
( 4) study o f how technological changes 
;i re managed .__ _________ _1._~~:..:..::.:~2..::..::___ __________ _L_ ____________ ~ 
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..i. Managing 
C han~c in 
Academic 
Library 
Funct ion. and 
Other Arca· 

Most related literature on 
concrete academic library 
functions. ·'desired 
organizational r sponses to 
certain cnvi ronmcntal stimuli:' 
and ··changes in library 
acquisitions. information 
services. and technology 
deployment to meet nanowly 
ddincd change imperatives'' 
(Stephen and Russe ll 2004) 

a. Literature on acquisitions on 
se lection and ordering processes in 
academic libraries and how to 
manage change ( Diedrichs 1996: 
Hollis l 998: Siddiqui 2003) 
b. Studies of how to manage 
change in a library service. 
technical services processes, 
restructuring of traditional 
interlibrary loan dcpmiment, and 
reference services indicate some 
of the features (Gilles and Zlatos 
1999; Odini 1990; Zuidema l 999) 
c. Re lated literature is on 
exploring changing roles of 
professional and paraprofessional 
staff in libraries (Johnson 1996: 
Simmons-Welburn 2000; Wil son 
2003: Auster and Taylor 2004) 

,-. -------·f---------------i----------~----:--------"1 

a. The main areas of managing 5. Managing 
C hange through 
S tructural, 
lluman 
Resource, 
Political, 
Sym bolic or 
Multiple 
Ap proaches 

The chan<res in academic C, 

Ii braries parallel change 
Jevelopments an<l trends in 
other organizations such as 
reorganization of work, 
restructuring, and cultural 
changt: (Travica 1999, l 74 ). 
C hanges in information 
technologies have brought great 
change to all aspects of 
management in academic 
libraries for the past two 
decades. Traditional academic 

change from a s tructural 
perspective involve entire I ibrary 
systems, technical services 
divisions, and functional 
organizational structures for 
academic libraries. Some 
empirical I iteraturc has produced 
results by analyzing how to 
manage change from a structural 
perspective, but it can be criticized 
for some weaknesses. 
b. People are one of the most 
important variables that should be 
taken into account in the 
management of change. 
c. The theme of managing change 
from a symbolic perspective is 
explored to a much lesser deg ree 
in academic library literature, but 
to a wide degree in the literature of 
other field s. Most of the literature 
on cu ltura I change is in the form of 

I ibrary structures for resources, 
se rvices. and administration 
mi ght not adapt wcl I to the 
changing internal and external 
env ironments. They need to be 
rcfrarned to keep pace with 
req uirements to provide better 
resources and services for 
patron . Some studies show that 
cha n!.!,CS in resources, services, and _______ __J_~~~~~~~~__:_______j_ _________ ~ 
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6. S ummary 

7. Future 
Resea rch 

adrn in istrati on arc managed 
th rough structural. human resource, 
political. symbo li c or multiple 
approaches. 

conceptua l papers. Fewer empiri ca l 
studi es are spcci fi ca lly on the 
managem ent of cultural or sy mbo lic 
change in academic li braries. 
d. The re a re mul ti ple rea lities in all 
organi zat ions, an d each change may 
be viewed and managed through 
many approaches. There is no 
exce ption for academi c li braries. r cw 
em pirical studi e · reveal that chan ge is 
managed th ro ugh multip le 
approaches in the changing 
tec hno log ica l enviro nm ents. 

f'hi , rev iew o f re leva nt li terature mainly deals with research studies related 
to the key elements of de finiti ons, types of change. re framin g change mock!, 
management o f tec hnolog ical change, and approac hes to the management n f 
cha nges in academi c libraries . Mos t o r the rcvic"ved I itcrature add resses the 
topic of technolog ical change, an<l managem ent o f charn2,c in academi c 
library fun ctions. Although some literature addresses the management o r 
change from structural, hum an reso urce. po litica l, cultur::tl or symbo li c, or 
multiple perspectives. empiri ca l ·tudies are lackin g. Most rev icwcJ 
empirica l research foc uses on practice. The frequently used research 
method , of this topic are survey research and case studie . Most empiri ca l 
stu<li es in th is rev iew arc cro ' S- ec tiona l. 
The gap in the I itera ture is that no research i · co nducted on what fac tor 
influence academic library director's approaches to manag ing changes . It is 
importa nt to tudy thi s issue becau ·e the findin gs of thi s kind of research 
wi II be help ful to understand directors, attitudes, behaviors, and approac hes 
to manag in g change in different types of academic libraries. This kind of 
·tudy wi II reveal whether some approac hes to change management are more 
common th an others and whether there i some consistency in change 
management among library direc tors. The res ult · of thi kind of rcs1:arch 
will a llow direc tors to refl ect on their d ifferent options, ba lance the weight 
of these influences, and better under tand whi ch foctors are most s ignifi cant 
in ex plainin g the ir approaches. 
There i a need fo r research on approaches o f acadcm ic I ibrary direc tors in 
managing change: and direc tors' demographic and hum an capital that are 
most likely to have igni fica nt impac t on the ir choices of managing chan ge 
through a structural. hum an resource. politica l, sy mbo li c, or multi - frame 
approac h. 
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E-mail Cover Ldte r 

Deur Dr. , Mr. or Ms . .. ... : 

I am a doctora l candidate in the Schoo l o f Library and In fo rmation Studies at Texas 
Woman's Un iversity Cl WU). 

ram curre ntl y working on my dissertati on tentativel y entitled The lvfwwgernent r~/' 
Change in the !nfomwlion Age: Approaches rf.·lcademic Library Di rec/ors in the United 
States. Thi research project has been rev iewed and approved by the Institutional Rcvievv 
Board ( IRB) and the Graduate School ofTWU. The purpose of thi s study is to examine 
how academi c li brary directors in the United States actua ll y manage change, and what 
factors in l1uencc their approaches to change management. f n thi s study, change re fers to 
large-sca le one that causes a tra nsform ati on and enables library resources and se rv ices to 
continuously meet the demands o f faculty, students, and sta ff via an ex tensive planned 
and complex process. Change includes, but is not limi ted to, in fo rmati on techno logy. 
resources, ser ices, budgeting. tasks, policy, fac ility, or personnel. Change management 
is the process o f identifying the needs fo r change. planning and implementing the change, 
and evaluat ing the change both be fore it is accepted and atter the proj ect is fini shed. The 
findi ngs of thi s study will help understand library directors' attitudes, behaviors, and 
approaches to manag ing change indifferent types of academic librari es, and will prov ide 
use ful info m1ation fo r the direc tors to plan. implement, and manage change in the future. 
You arc cordiall y invit d to participate in thi s study. 

This on line ·urvey takes approximately 15-20 minutes to compl ete. Please cli ck on the 
fo ll owing link to access the online survey at 
htt s://w\vw.survc rnonkcv.com/s.as x?srn=W4 7lJd2TVh D0 PJ Wuc P Ju l d 3d. and 
fo l low the in ~tructi ons on the qucs tionnai re. Your views and responses would be most 
greatl y apprec iated and valued. A bri e f report of the major research findin gs will be 
provided fo r yo u at th end of thi s study if you check "Yes'' fo r the las t question of thi 
survey. 

There is no ri sk at all to take part in thi s stud y. Yo ur participation is vo luntary. Yo u may 
wi thdraw at any time without pena lty. All yo ur responses to the questionnaire will he 
kept abso lute ly confidential. All the returned quc ·ti onnai res will be destroyed a fter the 
completion of my dissertat ion study. The return of yo ur completed questionnaire 
constitutes your informed consent to act as a partici pant in thi s study. 

Please com plete thi s on line survey by .. ... . If yo u have any questions, pl ease don't 
hes itate to contact me. You may also contact the TWU IRB at lRB(u)ma il. twu.cd u or 940-
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8<)8-3378 wi th any questions regarding your ri ghts as a rcse:.u ch suhj ec t. Yo u may keep 
thi s notice tor yo ur record. 

Thank yo u very much in advance for taking your prec ious time to parti cipate in thi s 
study. [ look fo rward to yo ur greatest ass istance. 

Yo urs s incerel y, 

/hix ian Yi 

Ph.D. candidate 
Schoo l or· Libnr., and In fo rmation Studies 
Texas Woman's Uni ve rsity 
P.O. Box ---1- 2 ~ 4J 8 
De nton. T/ 7(L04-5--I- 8 
Pho ne: 940- - 6 --9808 
Email: 1hixianvi 11 1i11nil.twu.cdu 

358 



i\PPENDl X D 

Questionnaire on Chan(l c Mana0 ement b t:;, 
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Q uestionnaire on Chanoe Mana 0 cmcnt b b 

Sect ion One: Person.al and Organizational Information 

l. Female or Male 

Female __ _ Male __ _ 

2. Your Age 

25 - 29 30 - 34 35 - 39 
--- --- ---

45 - 49 so - 54 55 - 59 --- ---

Over 64 
---

3. What is your education level? 
( Please check all that apply.) 
__ MLS 
___ rvtL plus other master's degree 
___ Mas ter' s degree other than in library science 

PhD ---
-- MLS plus PhD 
__ Other (please spec ify) 

4. Your position title 

Dean ---
Director 

---

Head Librarian ---
Librarian ---

___ University Librarian 
__ Other (p lease spec ify) 

5. N um her of years at present position 
(Please enter the number) 

umber of years __ _ 

---

6. Number of years of all directorship, or deanship (or equivalent) 
( Please enter the number) 
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um her of years ---

7. umber of yea rs involved in all library services 
( Picas ente r th' number) 

urnher of ·ar · 

8. t umber of different library professional positions you have held 
( Please enter the number) 

umber of di lTerent librar profess ional positions __ _ 

9. l um her of subo rdinate, yo u oversee 
(P icas' enter the number) 

umber l f subordinates ---

I 0. um her of library branches you oversee 
( Please cnt ·r th number) 

umb 'r or bran -h 'S ---

11. Type of in titution in which you work 
l3· c ~alaurcate c li ege 

___ Ma ·ter-gnnting co llege or university 
[ l ct ral -nranting university 

__ C th ·r (please -pec ify): ___________ _ 

12. Tota l student enrollment at your college or university: 
le\ r lhan I 0,000 
I 0,000 l 19,999 
_Q.()00 to _9,999 
_)0,000 or more 

<< Next>> 

S ction Two: flow You Manage Change 

I . Ba, ic. 
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I. W hich of the following types of chan ge have you managed'! 
(Please check all that appl y.) 

__ Planned change (also called proac tive or incremental change; occurs when distinct 
changes take place over ti me and then move to a speci fi e outcome) 

___ Unplanned change (a lso ca lled reacti ve change: takes place amids t uncontrol lcJ 
pressures r r change or a mism;:rnagcd process) 

__ Other ( please specify): ____ _____ __________ _ 

2. \ Vhich of the following approaches have you used to manage change'! 
( Please rate the fo ll ow ing statements on a l-5 scale: [ q never, [2 1 occas ionall y, 
131 so mdimcs. [41 o lk n. and f5j ahvays.) 

NEVER 
/\. [ rea li gned th roles, duties. and/or 

rela ti on ·hips of staff. 
B. I provided tra ining and support f-<) r people. 
C . I he lped reso lve confli cts. negoti ated 

compromises, and/or helped fo rm coalitions. 
D. [ to ld many stories. shared many social 

vents, and/or used a variety o f rituals with staff. 
E. I used many task forces or project teams. 
F. I promoted sta ff participation and invo lvement. 
G. I com muni cated with top-lcv I management 

concern in g chGng initiGti ve or projects. 
11. l held celebrations of ·igni licant milestones 

during the change process. 

2 

' 
2 

2 
2 
2 

2 

2 

ALWAYS 

" -l 5 .) 

,.., 
4 5 _) 

,.., 
4 5 _) 

3 4 5 
3 4 5 

,.., 
4 5 _) 

,.., 
4 5 _) 

,.., 
4 5 _) 

I. ( thcr (please spec ify): __________________ _ 

3. What approache lis ted in Question 2 (A-1) have you used to manage change 

in the followin g areas'? 
(Please check all app li cable ap proaches that may be similar to A- f. ) 

A B C D E F G l l l 

a. Info rmation tec hnology 
b. Library fu nding ----------
c. Library pc1.,onncl 

<l. Pub lic re lati on _ _ ____ _ 

c. Other areas ( please specify): 
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-t I low do you as ess the effectiveness of change management'! 
(Please check all that apply.) 

I cs tab li 'h an evaluation committee to assess all clements and :ic ti viti es to 
J termine if the implementat ion of change ha· attained the i<lentil-i cd indicators or 
change. 

___ l con<l uct ~m a ·sessment survey to examine if the implementat ion o r change has 
attai ncd spec ified goals and obj ecti ves . 

I vi ' it a ll departments related to the implementati on of lar11e-scale chanuc 
--- b D 

to observe whether anticipated improvements have been made in reso urces, 
services, anJ a<lministration. 

__ I asses - the ctfec ti vene s o f chan12:c management by rcvie\vin g a l I documents 
concerning h rgc- ·cale change projec ts or programs and interviewing library 
users. 

( ther ( please spcc i fy) _ ___________________ _ 

5. I low strong ly do you agree or disagree with the following statements on 
in titutional environments'! (Pleas choose only one response for each statement.) 

/\. Univer ity vice-presidents or provo ts like and support library change initi ati ves or 
program ' . 

__ , trong l disagree __ Disagree _ Neutral _ Agree __ Strongly agree 

B. There are ·H.k4uatc uni versity support funds fo r library change initi atives or 
programs in re ·ourccs and services. 

_ Strong ly disagre __ Di ·agree __ Neut ra l __ Agree __ Strongly agree 

6.1 low much time and effort do you spend in managing the following'? 
( Please rate the fo l lowing statements on a scale of 1-5: [ I I least f2 -I litt le, 

13 l moderate, 14 l much. and l 51 mo t. ) 

A. Managing changes in resources. services. 
anJ admini stration 

B. Cr ... ating a clear long- range 
vi ·ion and Jircction fo r change projects 
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LEAST 

') 
..., 
.) 

2 
...., 
.) 

MOST 

4 5 

4 5 



·. Presenting anJ explaining the needs of library 
changes to univcr_ ity ad mini ·trators an<l facu lty 

D. hintaining contacts with uni versity 
adminis trator and faculty concerning change projects 

E. Obtaining information on change projects 
thr ugh professional as ociations and activities 

F. Informing out iJers of the progress of change projects 
G. cgotiatin g with parent institutions to ensure 

runJin J or chan!.!,C project 
11. _., upcrvisi ng : ubordinates· work during the 

change pr )CC, 

I. Shar ing and Ji tributing info1mation on change 
pro_jc ·ts through meet ing and persona] contacts 

J. Ana lyzing and introducing the library's need for change. 
K. Dc·iling with c nflict during the change process 
L. I locatin° and coord inating re. ource for 

sr,cc i tic change ta ·k , 

1 
l 

2 
, 
.J 

2 
., 
.J 

') , 
.J 

2 3 

,.., , 
.J 

2 
,.., 
.J 

7 ,.., 
.J 

2 
, 
.J 

2 3 

7 , 
.J 

1. Other (f lease specify) _________________ _ 

4 5 

4 5 

4 5 
4 5 

4 5 

4 5 

-l 5 
4 5 
4 5 

4 5 

7. \Vhat cha nge , has your library experienced s ince you became a director'? 
( Ple· ·e chec k either y or no for each response.) 

A . f eve! pmcnt f ·t·1ff s new sk ills 
B. [ c ·cntraliz ti n of power in library administration 

·. Rcorgani·1.ation of 'peci ti c unit such as reference. 
catalogino. and acqu i ition 

[ . l o n iz in u 
E. Upgrading tcchnologie · and fac ilities 
F. Budg ·t adj 1stm ·nt 
Ci . Po li cies 

YES NO 

I l. 0th r (plc·1 c ·pc ify) ___________________ _ 

8. \Vh ic h of the following potential changes apply to your library? 
( Plc·1se ch, ·k either 'Sor no for each re ponsc. ) 

. In fo rmation lechnology 
B. Tc -hni ca l sc r ice. 
C. Lihrary resources 
D. Pub Ii , s rvicc · 
E. Libr ry col le -ti ns 
F. I .ib rary personnel 
G. Lihrary facilities 
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11. Budgeting 
I. Polic ies 
J. Other (please specify ): 

---------------

9. How do you manage change in information technology'! 
( Please check Y ES, NO. or NI A [not app licable I for each response.) 

YES NO N/A 
A. I manage change through Jownsizing. 
B. l manage change by deve loping employees' new 

ski IL . 
C. I manage change through the decentra lization 

o f power. 
D. I m:mage change by rcdetining the meaning of 

\Vo rk in hi gh-technology environments. 
E. Other (please specify): --------------

<< Back Next>> 

11. Approaches to C hange Management 

Please read the following two change cenarios adapted from Curzon (2005) and answer 
the corresponding que tions according to how you would manage change in each 
situation. 

Change Scenario I: S ucceeding an Unfit Director 

"'o lin ha j u ·t been hired a the new associate director of an academic library that is 
ri ddled with prob lems. The cuJTent director. Ken. has badly neglected the library and has 
a po t ntial drinking problem. Within th tirst few weeks on the job. it is clear to Colin 
that Ken· · i ndi ffcrcnce an<l complete lack of attention to the job has le ft a fractured, 
a li enated workforce of low morality and considerab le anger. Short ly thereafter, Ken is 
Ii red and 'olin i named interim director. Colin now faces a real test of hi s managerial 
ab i I iti cs. I low c m he create a J ynamic, committed. service-oriented team that will move 
the lihrar fo rward and give people a reason to come to work? 
(adapted rro m ., urzon 2005, l 19) 

10. How would you plan change if you were Colin'! 
( Pl ease check YES, NO. or NI/\ [ not app licable I for each response.) 
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A. sc planning us a ·tratcgy to set change goal s 
and ohjcc ti ves. 

B. se planning a a gathering to promote peoples' 
invo lvement and participation. 

·. lJ ·c planning as a way to approach conllicts 
and rea li gn power. 

YES NO 

D. Use planning in a rituali stic fashion. 
I•:. thcr (p lc3sc spec ify): - -------------

11. llow would you ·ct goals for change if you were Colin? 
(P l 'as ·h ck E.., N , or IA [not applicable] for each response.) 

NIA 

YES NO NIA 
A. Keep chan°c effort headed in the ri ght direction. 
B. K' 'P I 'op lc in vo lved an<l communication open. 
C . I rovid' p ( rtunit for indi viduals and groups to 

ex ~ rcss thei r conce rn ·. 
D. Dev-I( p sh· r -J valu ' . 
I·:. Other (plc·1sc spcc ily ): _________ ____ _ 

12. I-low would you approach conflict resulting from Ken's supporters? 
( Pl 'a: .. ch ·k Yl: .. , NO, or NI A [ not applicable·I for each response. ) 

. M·1intain han ,e g al b having authorities 
res( I c , nfli ·t. 

B. I , dop rc lati mship · by ha ing individuals 
co n fr rn t Cl n 11 ict. 

C . l c do1 I l \ er b barga ining, and forcin g 
oth rs to v in . 

D. I) -v -lop ·lnrc<l alue · and u e conflict to negotiate 
me· 11111 g . 

YES NO NIA 

------

I·:. ()thcr (r l " s , sr ' ·ii' ): _____________ _ 

13. I low w ould you communicate with the public and your staff if you were Colin? 
( Please check · ES, NO, or / [not appl icablc I fo r each response.) 

YILS NO NIA 

,\ . ·ommunicatc !acts· nd info rmation during the 
change pro ·cs . . 

B. I·:. ·han gc in r mTrn ti ( n and need during the 
change pr cc: s. 
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C. View communication as a vehicle for influcncinu 
b 

o thers. 
D. U ·c stori ·s to communicate a vision to individuals 

in o l c<l in the change proces 
E. Other ( please 'pecify): 

---------------

l..t. What approaches would you employ to manage change if you were Colin'! 
( Pl ease check YES, NO. or N/ A [ not applicable I for each response. ) 

YES NO N/A 
. 'ommunicate and rea li gn formal roles and 

relationship to reduce confusion and unpredictability. 
B. Pr ide training and support for people who feel --

inc mpct ·nt needy. and powerless because of change. __ __ 
'. Dea l with conflict and form new coalitions. 

D. 'rcak ritual s 
E. Other (plc·1sc specify): --------------

Change Scenario 2: Cleaning up the Cataloging Backlog 

large research library crving a prestigious university has an extensive technical 
serv ices unit. Technical service processes and catalogs current .materials that support the 
uni crsit '· curriculum and faculty research as well as many unusual items acquired by 
special co llcc tic n ·. rrank has been recently appointed as director. Frank is in the proc ss 
of t urin o the librar and peaking with the department heads. In visiting technical 
serv ices. he i ·1ppallcd to di cover an extensive cataloging backlog. Cataloging of routine 
mate rial s is backlofl,ged for three y ars and special collections materials for more than 
seven year ' . Moreover, this extensive backlog is considered common and is accepted. 
I lowcvc r, Frank ·uspects that the backlog impacts services. 

Frank c 1111 ·ires his library ' ituation to that of other libraries with similar budgets. 
Frank · · lib rar is not understaffed: the library actually has more staff than the other 
lihrari e ·. M re er, the backlog at the other libraries is more ex tensive. When Frank 
disc us · 'S the issue of backlogs with Sally, the head of technical services. she casually 
J ismisscs the problem aying that is the way it is and no one seems to be affected. Frank 
disa 1rccs anJ i · determined to olvc the backlog problem. 
( aJ,1ptcd t'rom 'urzon .... 005, 11 l ) 

15. flow woultl you conduct meetings if you were Frank'! 
(P l asc check '"Y I~, ... '"NO", or ··N/A" (Not Applicable) for each response) 

VES NO N/A 
. Occasic n , for making chang' decisions 

13 . lnrom1al opportunities for 1:;xprc ' sing 
fee lings anJ bui ldi ng rel ationship 
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C. Chances to prove myse lf and score 
points wi th the staff 

D. Occ:.isions to ce lebrate and 
transform the va lues 

E. Other (p lease specify): ---------------

16. I-low would you view decision-making if you were Frank'? 
( Please check YES, NO, or N/ A [ not app licable I fo r each response.) 

YES NO N/A 
/\ . Use decision-making as a rational sequence 

to make right change decisions. 
8. Use decis ion-making as an open process to 

produce commitment. 
C. Use Jcc i ' ion-making as an opportunity to 

. . 
g~un or exercise power. 

D. Use deci sion-making as a ritual to conlim1 
val ues anJ create opportuniti es for bonding. ___ _ 

1-:. Other (p lease specify): ______________ _ 

17. How would yo u view evaluation if you were Frank'! 
( Please check YES, NO, or N/ A [ not applicable·I for each response. ) 

YES NO N/A 
/\. Use evaluation as a basis fo r di stributing rewards 

or penalt ies to control change performance. 
B. Use --valuat ion as a process for helping individual s 

grow and improve. 
C. lJsc evaluation as an opportunity to sco re points 

wi lh the sta ll 
D. Use evaluation as an occasion to play roles in 

shared rituals. 
E. Other (please specify): ____________ _ 

<< Back Next>> 

111. Comm ents 

18. Plea e comment on any approach yo u have employed to manage change s ince 

yo u became a director. 

368 



19. Please feel free to provide any comments regarding the survey questions and 
de ·ign. 

-·- - ---------------------------

20. \ Vould you like to receive a brief report of this survey? 

Yes ---- ___ No 

<< Back Next>> 

Thank You for Completing This Survey! 

You r icw: and rcspon es arc most greatly apprec iated. Thank yo u for participating in 
thi s study . Ir yt u have any questi ons, please don't hes itate to contact me at 

1 hi .· i ~rny i w'111w i l.t v\,u .cJu. 

<<Back Done>> 
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Tab le 4.4. riteria for Coding Frame Responses 

370 



Tahle -+ . ➔ . 'r itcria fo r Coding Frame Responses 

Frame 
Structural 

Frame-Related [ssues 
Coordination and control ~ clarity or lack 
of clarity abo ut goals, roles. or 
expectations: references to planning, 
budge ting, and evaluation; di scussion of 
analys i or its absence (fo r exampl e, 
feas ibility studies, institutional 
ana lys is): issues around policies and 
proced ures. 

Frame-Related Actions 
Rcorgani zi ng: 
implementin g, or 
c larify ing policies and 
procedures: J cvd opin g 
new in fo rmation. 
budgeting, or control 
sy tems, adding new 
structural units, planning 
processes 

- ------ --1-------------------+-'------------l 

llu man 
Reso urce 

Discussions of individuals' fee lings. 
needs. pre fercnc es, or abi Ii ti es ( for 
example, pro bl ems of indi vidual 
pc rform·rnce or staff quality): references 
to the impo11ance of participation, 
li stenin g, open communications, 
in vo lvement in deci ion-making, 
mora le~ di scu sion of interpersonal 
re lation hip : emphas is on 
co llaboration. win-win, and a sense of 

Processes o f participation 
and involvement (task 
forces. open meetings. 
etc.). trainin g. rec ruiting 
new staff. workshops and 
retreats. empowem1ent, 
organization development 
and quality-of-work life 
programs 

fa mil y or community 
- -- -- ---~ - -L---------L---------t------------ --1 

Bargaining. negotiation, 
advocacy, building 
alliances, and networking 
with other key players 

Political Focus on conflict or tension among 
di fl c rcnt constituencies. interest groups, 
or organizations: competing interests 
and agenda ·: di ' putes over all ocation of 
scarce resources: game · o f power and 
sc i f-i ntcrcst - - ----+--2'.~_:..:_~:-=-=~-------~----t--:::-----:-----:---:-~---i 
Discussion of in ·titutional identity. Creating or rev itali zing S ·mho lic 
cu lture, or symbols; discu sions of the ceremonies and rituals, 
image that will b proj ected to different working to develop or 
audiences: di scuss ion of the symbo li c restate the institution's 
impo11ance of existing practices. rituals. vision, \VOrking on 
or artifacts ( fo r example, symbolic influencing organi zat ional 
attac hment to an o ld bui I ding on culture, using se lf as a 

campus); cm pha is on influencing how symbol 
di ITcrent audi ences wi l I interpret or 
1·rame an activity )r dec ision 

- ---
Re lcrcncc: Bo I man and Deal ( l 99 1 b, 5 15) 
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T~1bl ,, ,_ . 17. Parts l and 2. Correlation Matrix for Variables Used 
in the 1\naly ·is (Approac hes to managing change in information 
t, ·hnology) ( =4 5) 



Table 5. I 7 (Part 1 ): Correlation :vtatrix for Variables Gsed in the Anal) sis(:\= -t55) 

Approaches to Managing Change in Information Technolog1 

A B C D E F G 

.062* -.005 -.036 .0 12 -.1-L~""" "'"' .131*"'* -.01 2 

2 .078 *"' -.058 .03 -+ -.012 -.05 -+ .063* .012 

3 .01 5 -.077** -.012 -.068* -.0-+ l .092** .068* 

-+ .030 .098** -.050 .089* * .0 14 -.0 81 ** -.089¥¥ 

5 .018 .026 -.037 .022 .040 -.056 -.022 

6 -.035 -.096** .013 -.099* * -.0 15 .089* * .099** 

lJ.) 7 -.047 -.106** -.037 -. 125*** .02-+ .0 71 * .125 ** * 
--.J 
I_;..) 

8 -.014 -. 190**** -.037 -.189* *** -.038 .180* *** . I 89** 

9 .116*** -.084** .004 -.029 -.029 .051 .029 

10 .05 5 -.159**** .050 -.111* ** -.048 . l 31 *** . I 11 *** 

11 .013 -.142**** .083** -. l 04** -.023 . IO l ** . l 04 * * 

Notes: 

A=Structural, B=Human Resource, C=Political, D=Single, E=Dua l, F=Mult iple, 
G=Single Approaches vs. Dual & Multiple Approaches 
1 =Male, 2=Age, 3=Education , 4=Years at Present Position, 5=Tora l Years of Directorship, 
6=Total Years of Library Service, 7=No. of Different Positions, 8=No. of Subordinates, 
9=No. of Library Branches, I O=Library Type, 11 =Library Size 
*p:S0.10 ; **p :S 0.05; ***p :S 0.0 1; ****p:SO. 001 
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Table 5.1 7 (Part 2 ): Correlation .vlatri\ for Variables lJsed in the Analy~b (~ = -455 ) 

Approache~ to \fonaging Change in lnfornrntion Technology 

..., 

3 

-4 

5 

6 

7 

8 

9 

10 

11 

1.000 

.02 -4 

2 

1.000 

.207*"'*"' .152 * 

.059 .3-4-4 * 

.167 ** ** .466**** 

-.008 

-.077* 

.067* 

.035 

.067* 

- .022 

.636**** 

. 190*** * 

.199**** 

.085 ** 

.169**** 

.133*** 

Nores: 

3 

1.000 

.058 

-+ 

1.000 

.23 9**** .6-l-2 **** 

.007* * '"'77*** * . .) 

5 6 8 

1.000 

.500**** 1.000 

.0:21 -. 161**** -.038 .164* *** 1.000 

.213**** -.064 

.028 -.039 

.136*** -.055 

.089* * -.096** 

.081** 

.017 

.040 

-.038 

.188**** .21-4* *** 1. 000 

.03-4 . 113*** .265**** 

.159**** .159**** .-415**** 

.088 ** . 178 **** .3 14**** 

9 10 11 

1.000 

.298**** 1.000 

.459 **** .517**** 1.000 

1 =Male, 2=Age, J=Education, 4=Years at Present Posit ion, 5=Total Years of Directorship , 6=Total Years of Library Service, 7=No. of 
Different Positions, 8=No. of Subordinates, 9=No. of Library Branches, 1 0=Library Type, 11 =Library Size 
*p::S0.10; ** p ::S 0.05; *** p ::S 0.01 ; ****p::S0. 001 



/\PP ·NDIX G 

Table 5.-6. Parts l and 2: Correlation Matrix for Variables Used in the 
naly ·i , (Approaches to managing change) (N = 181) 
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Tab le 5.2 6 (Part 1): Correlatio n Matrix fo r Variables Used in the An alys is(:\ = 181 ) 

Approaches to M::in::iging Change 

A 8 C D E F G H 

. 1-+6* * .01 l .030 -.095 .00-+ .085 -.160** .071 -.085 

2 .071 -.04 1 .01 2 -.032 -.028 -.007 -.022 .033 .007 

3 .123** .0-+2 -.057 -. 138** .02 l .058 .055 -. 0 10 -.058 

-+ -.0-+5 .095* .153 -.07 l .051 . I 0-+ * -.0-+ I -.082 -. I 0-+ * 

5 -.037 .085 .046 -.1-+l ** .099 .055 .034 -. I 0-+ * -.055 
.J 

----.J 
0\ 6 -.049 .070 .051 -.015 .066 .068 .051 -.139** -.068 

7 -.080 .008 -.1 19* .039 .043 -.0.58 -.059 .135 ** .. 058 

8 .0 11 -. 05 I -. 105 -.055 .05-t -. 075 -.01 1 .102 .. 075 

9 -.044 -.075 .-.039 -.047 .122* -.080 .076 .014 .080 

10 -.045 .025 .049 -.008 . I 91 ** * .086 -.174* ** .085 -.086 

11 -.063 -.. 089 .023 -.009 .247**** -.021 -.076 . I 09 * .021 
Nares: 

A=Strucrural, B=Human Resource, C=Political, D=Symbolic, E=Orher, F=Single. G=Dual , H=Multiple, !=Single 
Approaches vs . Dual & Multiple Approaches; !=Male, 2=Age, ]=Education , 4=Years at Present Position, 5=Toral Years of 
Directorship, 6=Toral Years of Library Service, 7=No. of Different Positions, 8=No. of Subordinates. 9=No. of Library 
Branches, 1 0=Library Type, 11 =Library Size 
*p:S0.10 ; **p :S 0.05; ***p :S 0.01; ****p:S0. 00 1 



Table 5.26 (Part 2): Correlation Matrix fo r Variables Used in the Analpb (.\ = 181 ) 

Approaches to Managing Change 

2 3 -+ 5 6 7 8 9 10 11 

1.000 

2 .029 1.000 

3 .228**** .042 1.000 

4 .117* .31 0* *** .007 1.000 

5 .178*** .421**** .1 67** .641 *** * 1.000 

w 6 -.043 .631**** -.023 .3 28**** .450**** 1.000 
-..J 
-..J 

7 -.153** . 145** -.0-43 -.209*** -.119* .143** 1.000 

8 .070 .269**** .153 * -.069 .056 .174 *** . l3-+ ** 1.000 

9 -.047 .208*** .012 .009 .085 .117* .062 .284**** 1.000 

10 .1 02* . 190*** .104* .043 .071 .171 ** .091 .452**** .291 *** * 1.000 

11 -.066 , ... -, **** ,_.).) .111 * -.003 -.002 .192** * .200*** .312 **** .41-l ** ** .481 **** 1.000 

Nmes: 
1 =Male, 2=Age, 3=Education, 4=Years at Present Position, 5=Toral Years of Directorship , 6=Tota1 Years of Library Service, 7=No. of 
Different Positions, 8=No. of Subordinates, 9=No. of Library Branches, 1 0=Library Type, 11 =Library Size 
*p:S0.10; **p ::; 0.05; ***p S 0.01; ****p:S0. 001. 


	2010YiInsertOCR.pdf
	2010YiINSERT Pt. 1
	2010

	2010Yi.pdf



