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B noknane uccnenyercst mpobiaeMa MPUBICUCHUS U YIACPKaHUS B IITaTe paOOTHUKOB OMOMMOTEK, HH(OP-
MalMOHHBIX LEHTPOB U apXMBOB, BO3HUKAOMIAS BCIEACTBHE TOrO, YTO IpeliiaraeMas UM oIulaTa TpyAa
HeajJeKBaTHa.

Kaxk 6ubimorekapb-npodeccnoHai, KOTOPbIA AaBajl KOHCYJIbTAIUH, BBICTYTIA C JOKJIAJAMH WIH y4acTBO-
BaJI B KOH(epeHUusx B Oojee yeM 25 cTpaHax Ha IATH KOHTHHEHTAX, s OOHAPYKHJI, YTO Be3Je, Tie MHe
JOBOAMIIOCH OBIBaTh, OHOIMOTEKAPSM IUIATHIA HECIIPABEUIMBO MaJo 110 CPABHEHHIO C MPEICTaBUTEISIMH
IPYTHX IPOdeccHil, UMEIOIMMH aHAIOTHYHOE 00pa30BaHuUe, ONBIT, YMEHHUS U YPOBEHb OTBETCTBEHHOCTH.
YHHUBEPCAIBHOCTh TAKOTO ITOJIOKEHHUS YKacaeT.

B nokiazne mccienyrorcst pakTopbl B MPOOIEMb], IPUBEIIINE K TAKOMY ITOJIOXKEHHIO BEIleH, U mpeiara-
I0TCS IPAKTHYECKHE CIIOCOOBI €0 HCIPaBICHHS.

This paper examines the problem of attracting and keeping library, information center, and archives pro-
fessionals because the compensation offered is inadequate.

As a career librarian who has consulted, given papers, or participated in conferences in more than 25 coun-
tries on five continents, I found that everywhere I went library professionals were unfairly compensated
relative to people in other professions that had similar education, experience, skills, and responsibilities.
The universality of this condition is dismaying.

This paper will explore factors and issues that have contributed to this state of affairs and will offer practi-
cal ways to remedy the problem.

VY nonoBimi mochiUkeHO TpoOieMy 3amydeHHS Ta YTPUMaHHS B INTaTi NpamiBHUKIB 0i0mioTexk,
iHpopMamiHHUX TEHTPIB 1 apXiBiB, IO BUHHUKAE Yepe3 HeaqeKBaTHY oIuiaTy mpari. Sk Oibmiorekap-
npodecioHal, SKAi HalaBaB KOHCYJBTAIlil, BUCTYIAB i3 MOMOBIISIMH 9i OpaB y4acTh y KOH(EpPEHIsIX y
noHax 25 KpaiHax Ha II'SITM KOHTHHEHTaxX, s 3'sCyBaB, IO BCIOJM, J€ MEHI JOBOAWIIOCS OyBaTH,
0ibmioTeKapsaM IIATIIN HECIIPABEUTMBO MAJIO Y IMOPIBHSAHHI 3 MPEICTaBHUKAMU IHIIHX Tpodeciii, o Ma-
JIM aHAJIOTIYHY OCBITY, JIOCBiJI, BMIHHS Ta piBEHb BiAMOBIIATBHOCTI.

YHIBepCaIbHICTh TAKOTO MOJ0XKEHHS JKaXae.

YV nomoBini gociipkeHo GakTopu Ta MpoOJIEMH, IO MPU3BENHN JI0 TAKOTO CTAHOBHIA, Ta 3alPOIIOHOBAHO
MPaKTHYHI CIIOCOON HOT0 BUIIPaBIICHHS.

A few years ago a columnist for US4 Today applauded a New Hampshire librarian for loving her
work so much that she retired, but then came in everyday to do her old job as a volunteer. She did it to
save enough money for her small town library to buy new books.

One isn’t entirely surprised given the dedication of librarians and their devotion to service. But it cer-
tainly is dismaying.



What should trouble everyone in our profession is that too often libraries are forced to choose be-
tween paying their most valuable resource — the staff — the salaries they deserve; or, adding to their
collections, hours and online capacity.

At a time when public library services are more in demand than ever, many libraries are experiencing
budget cuts, especially in the area of staffing, particularly through the deprofessionalization of positions.
Reference librarian positions are being redefined as information assistants (or similar titles) — and they do
not need to possess the professional education of a librarian. The equation is simple: pay less money to
someone who will do the same work.

The circulation of materials in public libraries in the United States has grown dramatically in the 21*
century, especially when compared with circulation figures from the 1990s. Serving the people who are
making these increased demands of the library, one would think, should require skilled professionals, and
not people with more limited training and education.

Academic libraries in the U.S. — because of the offerings of the Internet and the availability of online se-
rial databases — have seen their circulation and the overall usage of the physical library diminish. Academic
libraries are busy reconstituting and redefining critical services to their various user communities.

One of the key areas in which academic librarians have responded is in research instruction, a highly
developed service offered by academic library staff to faculty, staff, and students. Again, identifying key
sources in all media and teaching ways to approach specific research areas requires a level of sophistica-
tion, knowledge, training, and experience one associates with library and information professionals — not
support staff, paraprofessionals, or others similarly non-credentialed.

The issues underlying this contradiction, namely the need for even more skilled library and informa-
tion professionals and the trend toward lowering the standards and requirements for information service
positions will be examined.

As the President of the American Library Association, 2002-2003, I chose to focus on a better under-
standing of why librarians were undercompensated and advocating ways and means by which librarian
compensation could be improved. It was during the years of 2001-2003, which includes my term as
President-Elect that I traveled in 33 cities in the U.S. and to 12 countries. Although I spoke on such
matters as intellectual freedom, improving library funding, I primarily advocated for better salaries and
pay equity for everyone who worked in libraries, information centers, and archives.

Historically, all too many librarians have been reluctant to speak out on these issues — they were
afraid to appear «self-serving.»

Part of my message was that we must abandon such self-defeating attitudes. We must better under-
stand and value what we do, especially how our work contributes to the success of the library mission.

And the issue is not simply salaries, but overall compensation.

Paid health insurance? Paid vacation and sick leave? Maternity leave for both the mother and the fa-
ther? Financial support for continuing education, including attendance at conferences? None of these are
givens in the United States. And the diminution of such benefits has been an unfortunate 21% century
trend. In altogether too many institutions — where librarians already are underpaid — they are asked to pay
for part or all of what had been wholly subsidized health benefits.

As part of my efforts, I appointed and funded an ALA presidential Task Force on Better Salaries and
Pay Equity. Its goal was to empower library staff to better promote their worth, individually and collec-
tively, by providing tools, training, and encouragement. Information about the Task Force and the wealth
of materials it originally created can be found at: http://www.mjfreedman.org/freedmantf/tthome.html.
Included is an excellent publication, Advocating for Better Salaries and Pay Equity Toolkit, now in its
fourth edition, http://ala-apa.org/toolkit.pdf, which has a wealth of information including FAQs (fre-
quently asked questions), sample op-ed pieces, letters to the editor, statistics, and other resources that will
help everyone better understand the value of library workers and the contribution they make to the com-
munities they serve.

Current information on all related salary issues is now located and maintained at http://www.ala-
apa.org, the web site for the ALA Allied Professional Association that was created as an allied organiza-
tion to specifically address compensation and certification issues for librarians.

The simple message is that libraries, information centers, and archives don't just happen. They are run
by highly educated professionals — unsung heroines and heroes who far too frequently are underpaid and
under-recognized.
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As part of my efforts, I spoke about improving the compensation of librarians on U.S. National Public
Radio, in newspaper interviews, and in speeches in 33 U.S. cities and 12 countries. Overall awareness of
the inequity of librarian pay was dramatized and disseminated in a variety of venues that had never had the
issue arise.

It is true of course that the salary issue of librarian pay is part of a much larger problem in the U.S.

In the U.S. librarians know that they are not paid fairly because they work in a profession that is pre-
dominantly female. This is a primary reason why librarians are inequitably compensated not just in the
U.S. but in countries around the world where women predominantly populate the library profession. By
meeting with librarians on every continent except Australia and New Zealand I found this to be true, and
from written communications found that it also was true ‘down under.’

Following is some statistical data that supports that claim.

According to the National Committee on Pay Equity, the wage gap remains at a standstill with women
earning 77¢ for every dollar a man earns.

The 2003 U.S. Census reports that the average salary of men with master’s degrees was $75,950 (me-
dian $61,634), while women earned only $46,961 (median $41,185) — a difference of almost $29,000 (62
percent). The average salary of a librarian in 2006 was $56,259 and the median was $50,976. It is good to
see that the efforts initiated with my ALA initiative show that librarian pay exceeds by $10,000 the
average pay of women with master’s degrees, but librarians are still making almost $20,000 less per year
in the U.S. than men with master’s degrees.

Progress is being made but not nearly enough.

Further men with bachelor’s degrees earned an average of $62,471 (median $49,449); while women
earned an average of $35,935 (median $30,412) — a difference of $26,536 (73 percent). Thus a male with a
bachelor’s degree annually does over $10,000 better — on the average — than librarian’s with master’s
degrees.

Not surprisingly, pay inequity also exists within librarianship. The Association of Research Libraries,
in its Annual Salary Survey 2005-6, reported that the average salary for male academic librarians in
member libraries was $63,984, while the average for female academic librarians was $61,083.5

Library Journal reported that new library school graduates finally crossed the $40,000 mark as an av-
erage salary, but the gender split had women below that point with $39,587 and men at $42,143.

There also has been a developing shortage of librarians. It has been projected that by 2010, nearly one
in four U.S. librarians will be of retirement age. Being a librarian is a great first or even second career. But
based on today’s compensation issues why will someone wish to take their place? With access to profes-
sions formerly holding back women — law, medicine, finance, business, etc. — and paying much better,
why would prospective librarians choose to go somewhere they know they will be paid unfairly or sub-
stantially less than offered in non-female predominant professions.

Of course the other question concerning the aging of U.S. librarians —based on the salary inequities
they experienced throughout their careers — is, how will they afford to retire?

The good news is that U.S. librarians and library associations have been doing much more than they
have in the past to better librarian compensation.

The New Jersey Library Association continues to compile a salary survey that should serve as a
model for state associations around the country. As a result, NJLA has established minimum salary
standards for the various titles associated with employment in New Jersey libraries — librarians, support
staff, etc. NJLA successfully addressed the issue of compensation issues for libraries of different size.
NJLA established separate minimums for categories of positions in libraries of widely different sizes.
http://www.njla.org/resources/salaryguide.pdf.

The impact of the NJLA minimums is that there have been libraries in New Jersey that have raised
their minimum salaries in order to be consistent with the NJLA standards.

An important conclusion that should be drawn is that a professional association can have an impact on
compensation and play a significant role in advocating for equitable salaries for library workers.

Several state associations expressed an intention to establish committees or initiatives to advocate for
better compensation for library workers. Additionally, salary equity initiatives were underway in Canada,
Australia, Great Britain, and other nations.

It is only by such efforts that the library profession will begin to achieve the salary status it deserves.
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Individually and as a profession, librarians must assert that «A library’s lack of money is not a valid
reason to unfairly compensate its staff.» Librarians must stop donating work to their employers by accept-
ing truncated paychecks.

The noted author, Barbara Ehrenreich, calls this involuntary philanthropy.

We must also dispel the prevalent myth that we chose librarianship INSTEAD of choosing to be fairly
compensated. We chose librarianship AND we want equitable compensation. The stereotype of the poor
but proud librarian, one who works for a pittance of pay, is one that needs to be dismantled and sent to the
Smithsonian Institution along with the other relics collected there.

One example of the salary issue is the case of Nancy Moore, the director of a small town public li-
brary in West Virginia. The library has two Internet-access terminals as well as a reasonable collection of
library materials for its size. In managing that library she faced the same issues the directors of the largest
public libraries have, e.g., improving funding for the library, getting the most she can from limited re-
sources, dealing with problem patrons, etc.

Her dilemma was that her son was going to graduate from high school and she was trying to figure
out how to pay for her son’s college tuition. She had two choices. One: continue as the director of the
public library. Or, fwo: take an entry-level job at Wal-Mart, a U.S. company noted for inadequately
compensating its non-management staff.

The obvious question is why would the director of a public library take a bottom-of-the-line job at
Wal-Mart? The answer was because the store offered better pay and better benefits. Because of the

national spotlight that was focused on her storyl her library board — after four consecutive years of no
raises — increased her salary from $5.41 per hour to $5.93 per hour in 2002. For comparison, the current
U.S. minimum wage is $5.85 per hour.

Nancy Moore’s case is not unique. There are librarians throughout the U.S. being paid below the pov-
erty level, and not just in rural areas.

U.S. librarians — and librarians everywhere — deserve compensation, not just commensurate with a li-
brarian’s education, skills and experience, but with people in other fields whose education, skills, and
experience in other fields — the accountants, engineers, and systems analysts — is comparable to theirs.
This is the whole issue of comparable worth compensation — people doing similar work or people with
similar education, skills, and experience requirements should receive comparable pay.

Many who are unsympathetic to the funding of libraries ask the question, why should librarians be
paid better? Hasn’t the Internet made libraries and librarians obsolete? If we do not answer these questions
well, librarians will be consigned permanently to inadequate compensation.

The approach offered here is based on three steps.

First, we must understand and articulate the value of the library to the community it
serves.

Unless we can convince the communities we serve that the library is critical to their success, there is
no way to interest anyone in why librarians should be better paid. If the institution is not valued, why
should the people who work in it be valued?

It is immaterial what kind of library it is — research, academic, corporate, public, government, hospi-
tal, school, etc. Every library has a defined community it is chartered to serve. It is incumbent on the
librarian to articulate to the members of the community it serves how important the library is and how the
library contributes to their success. Corporate librarians must show the company how they can contribute
to the profits of the company through the information services that they provide. Government librarians
must show how government libraries and information centers will help better meet the information needs
of government officials who consequently will be better able to serve the citizens.

There is one other way that we must recognize the value of the library, that is, as a public good. A
public good is an institution whose use by only some people benefits all people. Certainly public and
government libraries, information centers, and archives benefit not just the users of their institutions but
everyone in their service jurisdictions. For example staff using the information center of their particular

' Yvonne Farley, « » American Libraries, January 2002.



government agency will be able to do their jobs better and thereby provide everyone who is served by that
agency with a better service.

Non-public information centers are public goods in a more restricted sense. The general public may or
may not benefit, but certainly a corporation, its stockholders, managers, and staff all will benefit if the
information center succeeds in providing the information sought only by the people who use that informa-
tion center.

Getting everyone to understand the nature of the library, information center, or archive as a public
good is extraordinarily important. Simply, use by some, benefits all!

The noted U.S. economist, Paul Samuelson, gave the example of the lighthouse as a public good.
Only the ships navigating the waters adjacent to the lighthouse actually needed the lighthouse. But every-
one benefited from the lighthouse because the ships carried to all of the people the goods they had on
board.

Second, once we have established the value of libraries to the communities served by
them, we must then demonstrate that it is the library staff that gives the library its
value.

Librarians have been called the ultimate search engines and knowledge navigators. We save users
time and money (not to mention aggravation) by helping them find the best, most accurate and complete
information, whether it's in print, electronic, video or any other format.

Sadly, there are still many people out who do not understand what librarians do and why it is impor-
tant. Based on some earlier events, U.S. librarians are partly responsible for this situation.

About 15 years ago, ALA sponsored a National Library Week theme called «Ask a professional. Ask
a librarian.» The campaign failed. Based on the feedback ALA received, the fundamental problem was
that librarians were reluctant to put themselves in the spotlight and leave out the support staff.

We pay a price for such modesty. In the last few years, librarians have transformed public, school,
academic and special libraries. By and large we have done a better job of implementing new technology
than telling people what it can do for them, and what a valuable role we play in helping them use that
technology to get the information they need.

Our challenge now is to transform how we communicate about libraries and ourselves. Surveys have
found that while people value the speed and convenience of the Internet and the comfort of bookstores,
people turn to libraries for information they can trust and help finding it.

If bookstores and the Internet are libraries’ main competition, the expertise of librarians is the li-
brary’s unique selling point. We must promote that.

And, of course, the constituents served by most libraries — unlike bookstore customers — receive their
services at no charge.

People who understand e-services use them heavily. At the Westchester Library System (my former
employer), the number of holds/reserves placed skyrocketed once patrons could place them online via the
Internet. From 4,000 paper reserves that were filled per month prior to November 1999; to 40,000 fills per
month after the first full year online; 60,000 in 2001, and 80,000 to 90,000 filled per month the last three
years. This story is replicated everywhere U.S. public libraries offer patron-placed reserves.

By and large, librarians have not done a good job of «translating» electronic services in a way that
people understand or make them want to understand. And that includes, most importantly, the expertise
that librarians offer. Telling «the librarian» story must be a key strategy in seeking salaries that reflect
higher esteem for what we do. Which leads to the third point:

Third, once the value of libraries and the work of librarians that create that value is
understood, then librarians can campaign for better salaries.

Without an understanding of the importance of the library to each community of users, and the role
the librarians play in the delivery of the services that create that value, the consumers will have no interest
in any discussion of the compensation of librarians.

But ultimately, comparable worth compensation, pay equity, fair pay, or any other formulation for
fixing the comparatively low salaries of librarians must be pursued at the institution or community level.
There is no one proven strategy. But there is valuable support information at the American Library



Association-Allied Professional Association (ALA-APA) web site: http://ala-apa.org/. As noted earlier,
the toolkit, http://ala-apa.org/toolkit.pdf, is an extraordinary resource. Also, there is a short documentary
DVD, working @ your library: for LOVE or MONEY (http://ala-apa.org/salaries/4loveormoney.html) that
is especially valuable as a tool to demonstrate to non-librarians the various and valuable services librarians
offer — in different kinds of libraries. There also is a new Video Guide (http:/ala-
apa.org/salaries/videoguide.pdf) that can be used in conjunction with the DVD that will be especially
helpful promoting the librarian message.

I am quoted in that publication (p.3):
...Freedman, whose tireless pay-equity efforts helped in the formation of the ALA-APA and this
video production, presents the challenge clearly:

«We must promote a better understanding of what the librarian does. No one will want to pay us
more money if they have no idea what education, experience, judgment, and special skills it takes
for us to do our jobs. We must contribute substantively to the fight for pay equity — it is our fight,
too. Women have been discriminated against in a variety of ways, a primary one being compensa-
tion.» — Advocating for Better Salaries and Pay Equity Toolkit, p. 3

Become an outspoken advocate for libraries and librarians. Collect data that will demonstrate the
worth of the librarians’ contributions. And, always, work in the message at every possible opportunity
how valuable libraries and librarians are.

Achieving Comparable Worth Compensation and Pay Equity

Having outlined the foundation for getting librarians the status they deserve and fair pay, I will offer a
concrete three-step program that will offer librarians a a guide to achieve comparable worth compensation.
The goal is for all librarians to be compensated similarly to people working in other professions with
similar education, experience, skills, responsibilities, and any other facets that define a library position.
These are the three steps that are suggested.

First, get the library’s governing body to adopt the principle of comparable worth compensation. We
must convince the board, academic committee on the library, or whatever institution is the governance
structure for the library, information center, or archive — whomever decides library policy and compensa-
tion — that it should adopt a policy of equal pay for equal work, yet another formulation of the basic
principle of comparable worth compensation. Certainly many if not most governance bodies should have
little problem endorsing such a simple policy of fairness. Surely any sense of fairness would preclude
arguing the opposite.

Second, once the governing body adopts this principle, a comparable worth compensation study
should be performed. The education, skills, experience, and responsibilities of the incumbents in various
positions in the library organization should have their compensation compared with the compensation of
incumbents with similar positions in other fields. Based on comparable worth studies and anecdotal
evidence most such studies almost always will demonstrate that library staff do not receive compensation
comparable to people in positions with similar education, experience, training, skills, and responsibilities.
It also is common to find that those from other professions who are better compensated usually are in
fields that are predominantly male.

In the event that the governance body may not be willing to pay for a comparable worth study or is
hostile to it — that would suggest that the Board did not adopt the equal pay for equal work principle — one
or more members of the staff can do the study. The board may be opposed to such work being done on
library time. Those committed to comparable worth compensation should be prepared to pursue this
objective on their own time.

There is no point trying to convince anyone that librarians in a given library are paid unfairly unless
there also is data that supports that contention.

Third, with the information in hand, the governing body should adopt a plan to eradicate the inequi-
ties in compensation demonstrated by the study. How the third step actually is carried out presents
several possibilities: (a) if the body followed steps 1 and 2, and finds the study persuasive, then it is
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simply a matter of the staff working with the Board to develop a plan; (b) if the body is hostile to the
whole idea, i.e. it rejects 1 and 2, then the staff, individually or collectively must find ways to influence
and change the views of the governing body. In the latter case, there are staff associations, unions, and
depending on the type of library, information center, or archive other possible ways to impact the thinking
of the governance unit.

However there is another possibility, (c) the body indicates that there are insufficient funds to achieve
comparable worth compensation for the staff. Many responses are offered. The salaries of librarians would
not be in their current state if librarians got the compensation due them during times of adequate or good
library funding — let us recall that inequitable pay has accompanied librarianship all the way back to the
19" century in every predominantly female setting.

If there is a genuine shortage of funds — or if the gap between what fair pay and actual pay is so very
large — a multi-year plan should be developed that will achieve the goal of comparable worth compensa-
tion. Getting the library to commit annually to even a small amount of money for fairer pay will be
critical. It means that the funding body acknowledges the reality of the problem — virtually irrespective of
the library’s finances.

It also commits the library to increasing the commitment in future years. Given time to plan allocation
or reallocation of resources will promote the eradication of inequitable pay for librarians.

My view is that if the library staff can successfully get to this third step, there will be increases in
compensation that eventually will result in the library staff being paid comparably with people in other
professions with similar backgrounds that traditionally have been compensated much better.

Conclusion

The purpose of this paper has been to identify, discuss, and explain the problem that librarians do not
receive compensation comparable to professionals in many other fields with similar credentials.

Another purpose was to offer practical steps that would ensure that the people we serve in our respec-
tive libraries, information centers, and archives understand how critical the library is to the success of the
users of these institutions — be it regarding information that they seek and need for their vocations or
avocations; or, the value that is given because the library has disseminated that information to its constitu-
ents whose use of that information ultimately benefits everyone — in other words the library, information
center, or archive is a «public» good.

Finally concrete steps were offered on how to achieve comparable worth compensation in one’s own
institution.

Simply, we as librarians have toiled long and hard. We have gone into this profession because we
were attracted to, and, I trust love or at least enjoy the work that we do. I hope by this point, we all
understand that we should be paid more fairly than librarians have traditionally been paid.

Our work is critical to the success of the people who use the institutions that employ us. Once they
understand just how important that work is, our compensation will be comparable to that of people with
similar backgrounds in better compensated professions.

Simply, good libraries are essential in an information society.

You can't have good education without good libraries.

And you can't have good libraries without librarians who are fairly compensated.

Righting past wrongs can’t be done in one stroke. In most cases, there will need to be a commitment
made to a long-range plan with specific goals for addressing salary inequities for librarians

Librarians should and must be paid 21st century salaries if users are to benefit fully from 21st century
library and information services.

Until and unless our boards, administrators and elected officials understand the value of what we do,
their ears will be deaf to our salary demands.

I trust that this paper has provided the information that you will need to become an advocate for li-
braries and librarians.
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