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Fov developing countries this inyestiuent in human resources can be one of

theiv best resources, W systematie tequitenients are tiken into care ful consideration,
theee iy o reason why the wiganisational p:&'\cht’!lug} vantol be applied there |, with
the  developed  cowntries - Hlaries practices and  experiences in participative
m:mngcmqnl. group decisions - making.nnd mativation as guidlines, to make for more
effective libraries in these countries. ' '

So we can not motivate in vaccum and if hrisuuderstandiug and
underestimation of any facior of the high level motivation occured, it-might result in
dissasterous resull, And Schein (1980) places his emphasis that human motivation

“comglex and not yet fully understood.

s e
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Comclusions:-

Organmisational | psychology now  has s principles, pratices, theories and
ntethods. But gone of these theories and methods or techniques are necessarily bettey
or worse than any of the others. o fact they are probably best regarded as
complementary to each other, the disadvantages ol any one approach buing reduced
when used i condination with another.

In fact | it appears that in any situation task motivated leaders seem to be most
effective. Because they benefit from theories and methods of organisational
psychology in assesting their subordinates behaviour, in addition to their technical
knowledge. The result that the ideal manager is one who is keep the human and
activities factors in balance,

“Libraries and information centres as well now have been meeting demands for

new  products which have been made possible by new technologies and empmcal

adaptations. !ncreasmgiy time and experience arc permitling aii examlnauon of

objectives performance effectiveness, work group arrangements, and orgamsauon
" alliances for which knowiedge of organisational psychology is helpful.

Researchers in this ficld, have found that motivation theories are applicable 10
libraries, and can apply to them as much as with other organisations, And also they
have found that librarians are motivate at work much the same as other people. -

So Iibrar:y managers need to benefit from management personality style and

‘they should explore their - knowicdge in participative management. Th~ should also
know how to set molwatmg goals, and how to redesign.positions to i::!d morale, 1o

be operated more effectively. .
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- at fumping i organisational |\~.nhnlnm theories s o d\nLcrnu\tth htc'nm: it

s e ot time wind shills wisied against nuthing. So not any symiplom of

organisational psychology  needs should  be taken tudication that organisational

psyehology is needed. Some practices and principles should be developed and

recogmnised first, such as job analysis, job description, job cvaluation and staff

:ngi;#"i:asnl. '
it the manager wants to motivate his subordinates, he will require to benefit
from the perspective and will improve employee morale, and will has the agreement
éf the top managers because sutocratic management and lack communication are
enough to paralyse him and prevent him from doing his job effectively, because easy
communication are enough to paralyse him and prevent him from doing his job
effeclivety, because easy communication and cooperation are essential to him. But - he
s gmng to face the pmblem of se!ecnon because “if he needs to think constructively,
abowt the problems of individuals in organisation and tcst their- thinking with
_empirical reseaich interest in organisational psychology grow. The first questions deal
.wuh llle assessment and selection of individual worker. Selection is made more
scnenuf ic by rleasurmg in mdwlduals those characteristics which the organisation
required of its new members " (Schein, 1980) But in some developing countries there
- are “The Cw:l Service Boards™ which channcl people into jobs and this known as the
“Classification Model” of sciecuon I do not mean at all we do nothing about
orgamsatlonal psychology until we have everﬂh:ug re"ldy for it, and th:s mlght mean
probabny s0 many years before we can Kave such environment. What I mean is s:mply
that once we are aware and convinced of satusfartmn Importance and its requirements,
we will do our best to ensure that all the factors for successful motivation are ensured,
and we will not be satisfied with motivation but with high level motivation and

satisfaction.

Yo B
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But in fooking at libranes and evaluating their 1o become  more effective in theis
deciston - mwabking processes 0 we mast consider those factors which Lvow
paticipative nnagenent and those winch Jdo not,

To me it seems that there is o priovity 1o motivation in dcvclupix.ag countries, it
is awareness of the importanee ad value of training. Secendly there ;ﬁhmlid be a

consideration: o’ the individual needs in the light of madem hehavioural seienees

theories, and a detaited study be made ol experiences of the developed countrics. The

principles of modem  management theories must be considered and better co -
operation and participation be practiced.

I know that what [ say mean so manythings to be done and probably some of
them - are out of the control of the single manager , but what I mean is cffcctive; library
service has its requirements and if we do not respond to these requirements we will

not recgive satisfaction results.

Needs ' identifications must be the responsibility of every one in the

organisation. The individual identify his neds, the managers identify their subordinates -
‘needs and the whole body of the managers, and higher management identify the

- overall needs of the organisation.
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Hete we Cean iy that the ihrary :n:um-gcr prim"c wle s vnie of dey clu;)i_ng pcu'plc who
et des puattroapate spentanceusly amd couperateeely inreachivg both organisational
wid persoait goads  No fiboary maiacer s demanding greater opportunity for
partiiprion in decision - making through which he can improve services and at the
s Gme vestructure the Hhrary organisation to better actuatize his asperations.

Afsy emphasis certain fistening welwigues aod train in communication and TCSPONS as
bepetit from the theories of motivation and (o improve his employees morale, and to

knrow how to motivate employees, to operate more effectively.

Can Oreanisationn! Psyekolooy Methods be Applied to Libraries in Developing

“In developing countries, it is argued that only a strong autocratic kind of
leadedhip can work becawse only & small elite group realy knows what country needs,
and only strong centralized control can ensure the coordination necessary to meet
those needs. If such leaders can pursuade the citizens or members of their
organisations that what is- being - done is ultimately in their own best interests, they
elicit faiely high levels of motivation as we have frequently \.-vilncssed in countries

whose directors are admired and supported.” (Schein, 1980)

T
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:1;-1;I -dc\'crlnprédr u-) m-cc.l din - oto- day st stuation e way o wlnch cspinie!
votnmon sense witlh hove ditteulty

B important that the matager o o servwee orgasation like o bbsan or
information unit makes this etfort for two reasons:-

s First | his producl, being service is closely Hked with the attitudes of serving sttt
themselves and it is not possible by inspection to revead a faculty service in the casy
waty that faculty materials can be deteeted, and

Secondly, the cost of labour is likely Lo continue rising st a greater rate than that of
the manager’s other main tools, machinery and materials, and he must therefore use
the staff he realy dose need to best advantage. (Dutton, 1973)

So most libraries appear to be managed by managers who use a great deal of
the formalistic managerial style and bits and pieces of various social - sysiems
apprdaches, (Evans, 1976) _

But meeting need of employees in libraries will require specializations among the

slaf‘f, an emphasis on individual performance in a team context, perception and
~ flexibility: in interpersonal communication, and extensive distributed management

# skill. (Swanson, 1973) |

An appreciation of the nature of communication is essential 10 give meaning to the

most . important step in fostering participation - this is for mansger and subordinate to

develop a dialougue focuced on objectives that are real to both parties. (i2uon, 1973)
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ety these Davis e Jead us o sy Ahae ermisation:d pschology
theones e :mphc;‘xl\lc Wwoapphy witle ibsaries as well as with other Qrgnisitions,
Becise those experiences above and sonre others are attempted most of those
Hwaries in dillerent Kinds of libragies in developed countries, and found these thearies
in ditlerent kinds of libraries in developed countries, and found those resuls above,
Al those facts mean that libraries as many other organisations need managerial skilis
sud analytic expertise rdnlcd to patron service, bolh demanding ahigh degree of

interpersonal interaction,

Library Manaper :-

The rcai source of library managers power - as other managers lay in their own
mow,!fﬂ:j;}e and skill and strength of their own personahues not in the authority
eonferred on them by their positions. So “libraries need managers and leaders who are
knowledgeabile and skil?ed_. They need to attract, tr.ain » select, and promote those who
can manage or leam to do so. Professional and technical expertise and success are
simply not enough, Libraraes are complicated organisations that call for those who can

assume the appropnale type and level of responsnbul:ty There are people of all skill

ievels to - manage. and problems before librarinas demand the most advanced’

managerial techniques.” (Rizzo, !980)

Managers to manage staff well requtre a formal effort 10 _grasp the i 1rr-pori of the

mﬂucnces becansc individual amtudes can be controiled
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Mhe laler swriter conctade it Bbvanes ae sotiabie fstitutions for the
apphicaton of Theoty Y becanse ol severnad seasans Dt dnanans we by noluie
hnowledge workers whae have protessional ntersts and thus ane specially sceptiivle
W motivations based upon desires Tor esteem and seif - actualization. Nesi, Hw
attitudes and duties of lbrarins are wsually onented toward providing information
dusired by patrons rather than toward ebtaining Rnancial setums; as & result, higher -

level - motivations may often  be satisficd through the idealistic performance of

services.  Finally . libraries can usually be organised so that each worker has a

rewarding interesting, and unique arca of respousibility, thereby stimmlating the

fulfillment of ego motivators, (Morton, 1972)

" But it should be noted that other rescaccher in this field are not agreed thal

" organisations which adopt this human relations or resources philosophy {MaGregor's

Theory Y) become more effective organisations as a result. ... In libvary management
the diologue between Lynch (1972) and Marchant {1971) wouid seerm to-confirm this.
{Shimmon, 1976) -

| Generaly these facts above lcad us to say that organisationsl psychologs
theories are applicable to apply with libraries as well as with other cxganisations.
Because thoﬁ‘c cxperiences above and some others are  attempied most of those
theories in different kinds of braries in developed countries, and found those theéories
in different kinds of libraries in dc\'elbpcd countrics, and found those results above.
All those facts mean that libraries as many other organisations need managerial skills
andvanalytic-cxpenise relale-d,lo patron service, both demanding a high degr«;(.: of

interpersonal interaction.
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CReseachies have been satempred 1o use some of human relations theones, such as
Maslow ]li'.‘lJt\h_\r ol oveds 0 Hersbere's tesench dn job antistiction and
dissatisfaction, Methieaor s Theony Yol staft participation, to see how apply them
i tibraries,

“But the librry  researcher who borrows o theory . however must fully
understanad its asswmptions and hmitations and must be through tamiliar with the
empirical evidence which tends to support or to limit the npplicnlion of the theory to
the problems qi‘lii:mri;mship.“ {Lynch,1972)

. Some rescarcher found (hat “recent theorics in management and social psychology
have addressed themselves (o the implications of participative management and group
decision - making , end their findings appear to have imporiant applications to
librasies, not the least of which is personnel development,” (Marchant, 1971)

 Marchant had used measures developed by Likert in the context of the same theory or
devéloped vai&d_énd reliable measures of his own, his research would have added to
the !(now!é(ige of the relationships of pa:‘ticipalio,n in decision - imaking and library
effectiveness, So he found that au increase in the library  staffs participation in
decision - mnking. will increase in the library effectiveness. (Lych, 1972)
C)ehr:r_reso:earchgr suggest that generalizations of the Herzberg research apply with as

- much torces librarianship as 10 the other occupations. "(Plate & Stone, 1974) Also
other one suggest that an assessment of job satisfaction among (e personnel of a
library would be a useful diaggnostic tool for evalu‘ating the performance of fibrary
managers. (D'Elia, 197%) The other find it necessary to collect and analyse the data
necessary !0 dmnonstrate the pammpauon is - good in: ‘that'it enhanccs the quality of

: working life of lmranans and maintains or jncrease !lbxary produclwny should this’

| "'@mdeed prove to be the case. (Brown, 1977)
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Human Relations in Esbrwries :-

Oine b the chiches fomwmd i omaracement Bterahne o e e funchon of
graageient s loo ideriate the peconad needs o indishuals working inoan
organisation with the goals of the organisation. So “the fibrary is an organisation
having the purpose or purposes of providing a professional service to the public or 1o
special publics, AR of its emplovees are then the means by which this service will be
provided. How well this service will be rendered will depead upon how well the
various activities are carricd out by the employees  of the library, How adequately
these employees will berform will depend upon their own self - motivation or how
“well they have been niotivaled by their supervisors,” (Goodman, 1971)

This mean that library employees need motivation to do their activities well, and to

make them satisfy in their work. But motivation is very complex. it is insparable from -

an individual's goals, values , psychic needs, and life experiences. But what motivates

employee or group of ehpioyees may fail completely to motivate another. (Evans,
1976)

So pasticipative management use of group (commitices), and involvement in decision

- making process, have taken piace in libraries, This means that libraries attempted

kuman relations knowledge or motivation theories in their management. But do this

knowlege applicable for libraries ? In answering this question we need to look around
some rescarciies .have becn done to attempt to use some of this knowledgs in

managing libraries.

L edT
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oDeveloping sepottive personal relanonships with operatives in swhich the leades
nhes Tt avagbable and veants toalh aisd Listen o members ol his beain, nnd
develop them Lo then Ligane waneer,
4+ Freourging the development of group sohidivity snd lovality, where menibers have
pride in the group and help each other. (Katz, & Kahn, 1978)
Sothe Jeader manaper ere iy viewed as o operson who act g three - Wi
colmmunication in so far as relates upwards, Li()\\'li\\*:lrcls and side ways in the
srgamisation, |

Srpanisational Psycholopy and Libraries -

Most of organisational changes were happened first in the industrial and
productive  organisations. While the traditional approach of managenient was adopted
~widely in libraries as  being the niost appropriafe lo their purposes and functions. So
there were noines of sweating slaves or many managers who felt that no matter what
their decision was it to be righ. there some problems. The traditional approach tends
10 be rather conservative . making it dificult to change methods, concepts, or
objectives. On the whole it was however the period of no change, cspeciatly in the
area of managment. _

Bt by the fate 1930s the Scientific Managenent begén for libraries after some
msearches produce in this field in that timé{ Studies on cost anaiyéis -technical
- services, cataloguing and the wse of edge - notched cards appeared about that time
Then people began to fook seriously at some of the work done by Tylor and others to
_s2¢ whether or not there were some techniques applicable to library situation,

But most of this theory Icnded 1o concerned pnmauly with activities 'md things rather
“than w ith pcupic. So the emphasis has béen on determining work flow Without regard

for personnél. (Evans, 1976)

(146 | ¥




Rensis Likert has described the leadership role as follows : “The
leader fully reflects and deflectively repesents the views, goal vah.uis,
and decisions of his group in those other groups where he is

porforming the function of linking his group to the rest of the
organisation. He brings to the group of which""i;c: is leader the view,
goals, and decisions of these othcr groups. In this way he provides a
linkage whereby communication and the exercise of influence can e
performed in both directions. (Pollard, 1974)
All these studies suggest that a participative , considerate, or supostive
leadership style may be most effective when the decisions are
nonroutine in nature, when the information required for effective
decision : making cannot be centeralized nor stanardized , or w_hsn
because rapid décision making is not required, there is time for_
"“subordmates to be mvolved in the process. Whether subordinates feel a-
need for mdependence, regard their participation in decision making o
are conﬁdent enough to work without close supemsmn also may
influence the aﬁ“actlvcness of a participative ]cadershlp style. (Lym‘n

1972)

Fmally we, can say that the more effectlve icader, who likely to

' spcnd his time:- | | _
1.Plannig @r;tions and supervising, rather -than being involved
_ 'inday-tp-'dab}}work.' :
' 2.Delegatihg work and helping people to learn how to complete
‘new tasks, without supervising ioo closely, éncl thus providing
operatives with sufficient discretion over the control of the
tasks.

(145




;m is appeared in Sadler's four behavions %[yle of leader -
talimg selling , pavticipating, and delegating which are some what
oversimplified and not much attention js given to the problem of
tehavioural flexibility. (Schein, 1980)
 Although Biake and Mounton (1978), in their Managerial Grid,
which is based on some factors to aid managers in assessing their
snanagerial style. They identify two mdependent dimensions of
leadership: concern for peuple and concern for production, each of
which they measure on a scale of 1 1o 9. According to:them the ideal
manager is exiremely concerned wnth both. They refer to him as a ‘9,9’
managez On  the basis of these assertions they have developed a
- management development package which they offer to industry; this
aims in-its early stagesto help mangers to 1dentlﬁf thelr exxstmg style
and to move towards a *9,9” style. o

Now we come to say that the democratic leaderéhip style is
important because it semoves a potential source of discontent by simply
'ensurmg that charmels for the expresswn of subordmates opmlons are
' aiways avanlable on the occasions when they do wish to use them
Because members (subordmates) need feedbacks or pumshlments
. Whatevcr IS observed tobemlssmg, itis the Ieader s role to ensure its
accomphshment even if this requu'es personal intervention. In order to
supply mxssmg functions the leader must be very skllled at observmg
group probiem - solvmg pmcesses and intervening in such process

effectlvely
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their style to the nature of the task . ... They argrre that appmpriz‘e‘é.a;
leader behaviour is not only a fimction of subordinate characterisiics
ingeneral , bul also a specific function of the stage of the gioup's
development. I the leader wants to develop maturity among
subordirrates, they suggest reducing task behaviowr by delegating more
to subordinates but being ready to increase relationship behaviour as a
positive  reinforcer of the group's success. (Schein, 1980) This is
different apj)roach from that held in bureaucratic organisations, where
the system ef op‘eretions is goveined by the person occupying a given
role sttpulatmg spec:lﬁc areas of action and -decision - making .
(Margerison, 1973) |

Though leadership qulities under participative management are not the
“same as those appropriate in abureaucracy The need turns more
toward the abllrty to get people to interact and focus that interaction on
the subject at hand.

Tt seems t!_rat the leader's role is net diminished but it is changed
in nature . So ¢ a-u'thbritarian' Ieadership, ma)r.l.)e appropriete when
speed is of the sence or mcertam cncumstances when a firm hand i is
needed to resolve a crisis situation Partrcrpatwe leadershrp maybe
appropnate ‘when idea generataon is 1mportant or when dealing with an

issue’ on which the staff feel parhculary strongly and the “Sells’

approach may sometlmes be necessary when a manager wishes to make

changes whrch stern from his own desire to innovate rather than ffom

the need to respond to a given contingency,” (Hall, 1979)
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the sensitivity and diagnostic ability to be able to sense and aopreciatc
the differences.... They will be flexible and will be prepared to accept a
- vatiety of interpersonal relationships, pattemns of authorlty, and
peyehological contracts. {(Schein, 1980)

The way which a manager exercises this authorify is called
masagerial style, and it is this style which substantially influences the
affectivencss of a manager as a leader. So there are three types of
leadership styles; autocratic, democratic , and laissez - faire.

Leadership is the ability to persuade others to seek defined
- _objectives. .enthusiastically. It is human factor that binds a group
together ‘and motivates it toward goals ... It is the ultimate act that
‘brings to success all the potcntial that is in an orgamsatlon and its
people. (Kast, 1979) ' 7

The pattern of pcrsonal charactenstlcs of the leader must some
: rolcvant relahonslnp to the charactenstlcs , activities and goals of the
followers . It becomes clear thatanadequate analysis of leadership
mvolve not only a study of leaders, but also of situation. (Schem 1980)
So “Vroom and Yetton obse:ved tiwat managers typlcally use avanety
of stylcs “depending on the situation. However they concluded that
most managers wonld be more cffectlve if they were both more
rautocratlc and more pamcnpatwe ? (Kast,1979) _

| " While Herscy and Bianchard ] focus on subordmate needs
contracts sharply with Fiedler's assemon that leader must iocatc |
situation that ﬁt tlzcu: awn a&yle and Vroom s assertion that lcaders

must adept
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S0 managers should be able o uncersiand the econotinG ai
technological forces at-their powers i terms of the lawe which govern
their existence. But it is therefore, more difficuli for managers to
understand and control the behaviour of their subordinates.
(Margerison, 1973)

Authority in the other hand is a special subclass of power; it is an
institutionalized right to introduce psychoiogical or behavicural
-' change. “Brown defind the concept of minimal managerial authority,
which enables a manager to make decisions regarding peopie and
resources and to be held accountable for those decisions. {Margexison,
1973) o
Authority , couplied with status and role systems, supplies this necssary
element. These key iﬁgredients result in reasonably well - defined roies
to be performed by organisational participants so that behaviour is not
enttlrely spontaneous and unrehearsed. (Kast 1970y ' '
To act authority is needed to transfer down the system through the
delegatlon process. “The delegation process is one of the most dlfﬁcult

activities undertaken by amanager. The pnmary dlfﬁculty lies with

the md1v1dual and how well he or she is able to deal with the problem, L

of delegatlon responmbxhty for an activity, yet remammg responmblle
for the activity .” (Evans, 1976) But when a manager fails in this
process he is causing a blockage of the whole system of the
organisétion. | _ B |

The most important implication is that menagers should be good
diagnosticians and should ﬁlue a spirit of inquiry. If the abilities and
motives of the people under them are variable , managers should have
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manager should be bring together people to identify common
objectives and to assess the best means of achieving them. Clearly there
will sometimes be differences between people on both ends and means.
The manager's task is to practise the skills of interpersonal
relationships, 'so as allow the group to express their views, yet enable
“them to find common ground upon which to act. It means that an
| important feature of manager s role is that he is in a position of
' authonty, power, or influence - within the orgamsatlon over others.
 Here it is important to recognise that different kinds of
orgaisation depend upon different kinds of authority aﬁd'poﬁer, and
this in turn limits the kind of involvement their members can have -
that is , leads to certain kinds of psychological contract. (Schein, 1980)
Because powex is the ablhty to introduce psychologlcal or behaviour
" change. '
%o power is seen not as a set quality, but like capital, .is
succeptible to indefinite growth as it is shared. Participative

management is emerging in which manager and workers share powers

of decision on the matters that d:rectly affect the employee in his job

sntuatlon not only his walfare ‘but the use of his talents. This means
that power is the capacity to affect behaviour i in predetermmed ‘ways.

Sc the abaixty to motlvate or lead , for example ,18 a
manifestation of the power {0 change another's behaviour i in a desired
direction. In patticular a manager may be able to draw on a number of
sources of power sxmultanenusly,_sqch as men , money, machines and
materials; & subordinaie m?ight ébz:y an order for a combination of the

 reasons for Ehése sources, (Emt,l???)
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The implementation of change is largely a matter of soulrees of
power and methods of influence, that organisations Hreaei
psychologically rather than logically and that persuasion or rational
arguement is only a possible method of influence when he 1'3 regardf-d
as the appropelate expert. Havrng realised all this he may being to {eel
that ends are not worth the very troublesome means. But ha‘vmg
recovered from his intial depressron he w1ll see that the approprrate
psyehologrcal progressron would be: '

1.Create an awareness of the need for change

2. Select an. approprlate rntlatmg person or group L

3, Be prepared to allow the reuprents adept the final strategy

4, Accept the fact that, like the good psycho - analyst the

successful doctor gets no credit but must let the patient boast
of hrs sound codition.

R T

5 Be prepared to accept a less than optxmum qtrategy m ‘the

inferests of achieving somethmg rather than nothlng =

So the adaptlve manager is who knows when change is needed
‘what change is needed and how to bring it about wrthout dlstruptron
(Handy, 1977) ) o
Managers in change will need to acquire other skrlls and knowledge
” because of the great development of technology and automation at
:'the last dlcades in all organrsatlons but in the last analysis, success -
~ will depend on how effective they are in gaining the co - operation of
‘their staff to complete the task in hand. This means;.that the role
of the |
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Finally we can say that we understan what is meant by
organisational psychology through thesemethods, ‘which can lead us to
ge  to the next section to know the manager s role , who is gomg to use
these methods in managing organisations and in particular managmg

l braties , to see how effectivelly work by using those methods at the

“end of this text.
THE MANAGER'S ROLE:-

I

Manager is regularly exhorted as pianez controler orgamser

“communicator, and motivator in the organisation. This means that

“manager’s task is not to do the work of orgamsatmn but to ensure that
the work of the organdsation is done to stxucture the work smlatlon to
enable people to work effectively.” (Margerison, 1973)

"Ihere are personal and official requzrcments to be met in the

' manager “He should have and devclop quaht:es such as “an ablhty to

deal with people » ﬁf’mﬂy manager dealq w:th change and change is

not easily accepted, for this reason he is requlred to deai w1th the

md1v1duals suucessfuliy and helps 10 creat the climate i m WhICh change

is ‘accepted. On the persona! side he must to be hard workmg and

flexible | “People who take the lead hkly to dlffer some what from

other group members. In feneral they are hkely to be rather more
mtelhgent self confident, adjustcd dommat and e;xtroverted than non-
leader.” (Boot, 1977)

As I said managefs must be alert to such changes predlcate
declsxons on motivaimmai theory assumed applicable only to those of &

certain age or custfora] g@@p (Schem 1980)
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. rather than as cogs in a machine , and for workers to be allowed to
exert -at least some influence on the overall objectives and decisions of
the organisation as well as to be influenced by them. (pollard, .1974) So
all these are -most likely to be effective in non - bureaucratic structure,
where relince iS not placed soiely or fundamentally on the economic
motive of buying a man's time and using control and authority as the
organising and ~co- ordinating principle of the organisation.
(Silverman,1970) _

 We seek cooperative relationships in all phases or our lives. We
typlcally enjoy face - to - face communication in groups of all types.
Because communication is the basis of group dynamics, allowing the
interactions that aré necessary in carry out the group's activity.

So the “effective working group is characterized by sound
interpérsdna! communication. This more than’ just Tuifillidg the-
minimum formal communications required to keep the organisation
operational. (Margerison, 1973) '

But the key question is how to ﬁlake them more effective. By making
sure thaf only relei/agt people are involved in a particular issue, we can
'encourage, participatio_ns on topics of _ihterest to the .group. By paying
attention to the procéss by which the group functions, as well as to the
~task it -is enagageding we can improve performance and 'inc_rease
participané s.atisfaction.. So effectiveness could be defined then in terms

of how quickly or cheaply or efficiently goal progress was occuting.
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given person can vary his or her behaviour from autocratic to
delegative. (Schein, 1980)

But it should be emphasized that it is not uncommon to have an
informal particpative unit in generally autocratic hierarchical structure.
A participatively - oriented supervisor inay, within the confines of
authority, develop and encoufage a consultative or co - operative
decision - making style of manngement. A negative instance of
informal participative decision - making is exhibited by an informal
workgroup ‘;Jvhich parctices quota restriction that is, the group
members hold down productivity. (Brown, 1979)

Argyis mentioned that the whole concept of participative
management , the idea that employees should be involved in those
'.deciis_ions which directly affect them, flows most clearly from the
.assu,r;nptions that eﬁ\ployees want to be morally involved in their work
on'gaﬁisations, want to inﬂuence decisions, and want to be able to use
their capacities in the service of organisational goals. (Pollard, 1974)

" This means that one ‘of the behavioural aspects of group influence is
particinpative decision - making . It 'ix.ldicates' that . group decision -
making has two major advantages over decision - making imposed -
unilaterally by management these are that group decisions tend to be of
superior quality and they tend to be more readily accepted by:the
group. (Marchant, 1971) '

l.Liker_i argued for the @ncourageinent of workgroup formation, for

expressive supervision 5o that foremen treat people as human beings
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_-"?needs have bqen_ satisfied, but the need for self - fulfillment may
become the crugial motivating force,

However,r the individual need for group memiiership by himself
does not assure the de\v;e]opme-nt of effective groups and consequently
effective organisations. Hence we must take as our primay concern the
atterapt ... to show what forces determine the formation of groups in
organisations; how individual and group interact ... and how problems
of group productivity and change emerge. (Zaleznink, & Moment,
1964) '

- So the factors about group can be divided into three majn
categories: environmental factors - the cultural, social, physical, and
_ tech_nblogical climmate in which the group exists; membership factors -
- the _type$ of people in the group, categoriesed in terms ; and dynamic
~ factors - how group is organised , the leadership style (s) , the amount

wf tlmnmg members have received in leadership and membership

skills, the kinds of tasks given to the group, its prior history of success =~ -

or failuve, its level of development and so on. (Schein, 1980y~ *

Now we come to staff participation for work group. Bt what is meant
by staff parncnpatlon‘? It is essentially an active cooperaton between
manager and .subordinates in the setting up and pursuit of agreed job -
related objectives. (Dutton, 1973) Also worker participation is a holty
debated issue in organisational ‘psychology, more s6 bécatise in many
countries it is actually being legislated. So we neéd to ‘decside /
consider any given person is inherntly more or less participative or
whether we have a purely behavioural dimension, which would suggest

that any
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more persons are to ‘work together for a common purpose... But the
concept that common goals can be accomplished without structure and
organisation must rejected; it is impossible.... The ﬁndmgs of these

disciplines reinforce the fact that formal and informal organisation

'membﬁrshnp marks all stages of an individual's life. (Evans 1976)

The above method Mayo and Hathowme workers mentioned it in
their ?}sa:ory of human tslations between gronp membersmp But “many
would acgue that the inanagerial stauce of human relations has involved

=n wnderestimation of the measure of genuine conflict between the

‘satisfaction of mdlvxdual needs and the ‘safisfaction of the

_ orgamsaaon s goal of eﬂiclency Hence ‘what is good for individual ; is

by ‘no means always good for the orgamsatlon, and vice versa,”

_ (Sllverman 1970)

Althoug,h, where wox!c has been redesxgned in such a way as to

iacxhtate group - (teary j work and - social mteractlon both productlv.aty

and: morale havc been ’meghte:ned {Schein, 1980)

While McGregor (1960) mentioned that high morale 1s not

~ always associated wrth h:gh pmu ttv:aty Tiiis leads on to a cntxcxsm of

huma.n relatlons for’ lookmg for easy answer in the f‘ozm G;. fechmques

mstead of questtomng an oyganisational s‘irmmre w}uch may be ai ihe

- 1oot of the pmblem

- And also Mayo and his’ collegues placc en‘u)has: on j)ebple need

for belongmg and forget other needs which may be \.quaﬂy, or more
important - in structuring  motivation, Jn particular we ca." fOﬂOW

Mastow ( 1970) in hisg hlerarchy of needs, once physwlogwal safetyax

- social
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Most groups in organisations tumn oﬁt to have both formal and

informal functions they serve the needs of both the organisation and
individual members.

B Some formal groups are created by delilrate design to do specific

jobs. So Argyris has suggested that there is an incomptibility between
any formal group designed to achieve limited economic goals and
expression of the full potentialities of those who work within ¥ .
(Sllverman, 1970)

While some informal groups created by the needs of peopie to
interaction created by physical proximity, similarity of interests or other
fdrtpitous faétors. ‘So informal group therefore arise out of the
part'ic.:ll.llar éombination of formal factors and human needs. Informat

groups almost always arise if the opportunities exist.

There are three types of informal group in organisations. The first

have been Iabe!ed horizonial chqucs, as an informal association of
workers, managers,or organisational members who are more or less of
the same rank, and work in more or less the same area. Asecond type, &
vertical _cliqﬁe, is a group composed of members of different lvels
within é-given de'partment. A third type can be called a mixedor
random clique, compﬁsed of members of different physical locations.
- (Schein, 1980) ' '
| So .groups not providing a structure fail almost immediately,
whereas groups that succeed show a very highly structuwed
organisation. The point is that there is a need for structure and

organisation if two or
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Schein places greatest emphasis on motivation, particularly the
motivation of the employee; but motivation is, of course not the only _
determinant of effective performanbe. The ability of the personthe
nature of the work setting, the tools and materials __available to do the
work, the nature of job itself, and the ability of management to
| coordinate employee, groups, and determintal efforts - all enter into
organisational effectiveness. The reason for -this focus on motivation
and his extensive .exploration ‘of it rests on the fact that in the
motivation area there have been too many myths and misconceptibhs. (

Schein, 1980)

Group ; _ .

A group is a social unit éoﬁsisting of a number of individual who
stand in role and status relationship to one another stabilized in some
degree at the time, and who possess a set of values of norms of their
| own regulation their behaviour, at least in matters of cons_équence to
the group. ( Gleh, 1975) For mbst psychological purposes we regard a

collection of people as a group only in so far as their activites relate to

oue another in a systematic fashion towards some end. (Gahagan, 1975)

So members of organisations must interact with others in a structured
| interdependence manner to achieve the desired end. The degree of
structure and interdependence will vary from organisation to
organisation . and situation to situation. Though groups are nearly

universal in organisations, “A psychological. group is any number of
people who interact with one another, are psychologically aware of one

 another, and precieve themselves to be a group.” {Schein, 1980)
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But human needs fall into many categories and vary according to
stage” of devclopment a'n.d.‘tollal fife éituation. So human motivation and
carear dcvélepment are highly complex arid not yet fully understood.
| Thérefofe a coﬁtinued spirit of inquiry and a commitment to diagnosing
s1tuat1.ons before leaping into action appears to be the only safe course.
1t is not c!ear whether the best kind of psychologlcal contract is one that
max1mnzcs creative individualism . { Sr’hem, 1980)

Th:s wew is based on a eritique of Argyns and McGregor whlch
has been siat °d most cinarly by Bennisand Schein. Bennis suggests

‘that shmtﬁtancous optimisation is a utopian reasolution: and prefers

McGregor 3 h‘ag:- wew whlch me;ely fora satxsfactory sofution
which reco,gmses the basm am lence and conﬂlcts wnth;n the

perscnai:!y He also crmciese Argyns s and MoGregor s deﬁmt]ons
eﬁ'ic;ency m temzs of both lngh satxsfactmn on the palt of membars
and effective performancc of the orgamsatlon in meetmg its goals for
bemo essentzaily sta‘tic in that if does not take account of the more or
less contmuous aaaptatxon to change whxch ocours in nedithy
orgamsatxons, ' -
instead he suggests that an ergamsanons shoulcl be tzeated as if it
were orgamsm at‘temptmg to mcct 1ts necds Such a wew 1s dynamm
because 1t xllummates 'Ihe procesaes by wh1ch ﬂue orﬂamsahon searches

for adapts tD and solves its changing qmls theqr' dvnm’mc processes

of problem - solving .. provide ihe- critical  dimensions of

organisational health. (Silverman, 1970) _ R N R




success. (Po!lard 1974)

way in which these needs are expressed and the means necessary to

satisfy them. These needs are very similar to those noted by ofher
theorists - dealt with,  They include the need to feel a sense of
competence, to be self- aware, io feel self - esteem and to experience
Lonfumation Unfortunately he does not always appear clear whether
‘ihe&.s are needs which people do have or which they should have. He
rwagmsc this dificulty but bardly resolves it, he notes, of mdmdua}
differences and the nnpact of society on ﬂle need for psychologcal

o In exammmg how the worker ﬁts mto ﬂns contmum and how the
;v{:;:c situation affects the worker's ability to, matmre as person Argyns
rmsed ﬂae question of wheﬁaer the ploblem was one of szmpie
mdmdual iazmess e suggested tha. this was not the case t.hat on the
connary, when pcople }om a work force they are oﬁen kept from
maturing to their maximum by the management paractlces uhhzed.
(Evans 1976) .

But Argyris first suggests that workers needs, even if they are
relatively limited in scope, still not be satisfied and hence that there
£erMaing 2 psychological proElem This is because management will not
anc,non such workmg class behaviour as a pathy, geﬁmg by and low

ievels of aspnratmn although it 1s 1ot g{mnediateiy apperant to the

, lb"td?l why this be 50. (S]lvennan 1970)

R,
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instructions {_:an..be viewed not as inherent in their personalities but as a
reaction to the lack of satisfaction of their needs inside a given
' organisational srtucture. He calls it Theory Y. (McGregor, 1960)

These theories can be related to the need hierarchy in the sense
that the ﬁaditional view of direction and control, theory X, relies on the
assumptlon that lower - level needs are dominant in motlvatmg people .
to perform organisational tasks. Theory Y, on the other hand assumes
that people will exermse self - correctlon and self - control in working

toward objectives to which they are committed. (Kast 1980)

The basic difference between the two theories that Y opens the
door to motivational techniques that are precluded by the
sociopsychological restraints imposed by theory X . . So Mchegoi'
concluded that theory X assumptions about the nature of man are
generally inadequate and that the management approaches that
developed from these assumptions often failed. (Evans, 1976) While he
concluded that Theory Y is to arrange organisational conditions and
methods of Operation so that people can achieve thieir own goals best
by directing their own efforts towards organisational objectives.
{Silverman, 1970)

Argyris also examined industrial organisations to determine what
effect management practices had o;q individual behaviour and personal
growth within the work environment. He states a theory of fundamental
human needs which can only be met within certain types of structure,

although he allows that different cultural environments will affect the




distinction between those factors, which are intrinsic - that is, relate to
the immediate intera.ction between the worker and the pay benifits,
worhing conditions, and other aspects of the job situation.” (Schein ,
1980) | -

Critics have said 'that motivators and hygieue .factors' ere not
mutlmlly exclusive. they have questloned the validity of the interv1ew
methods used, and they have complamed that the results of mtemews
cannot be gcuerahzed mto a theory.

Also two points should be kept m mmd when analyzmg the
Herzberg theory Fn'st it is complex because the ‘motivators and
hyglemc factors operate sunultaneously A ]Ob may have tremendous
motwatmg power through its potentlal for challenge growth and
aohlevement i may fall to motlvate, however, because the hyglemc
factors are deficient, 4 ' 7

The second point to remember.about the Herzberg theory is that
the people mtewxewed were accountants and engmeers professional
employees who would be expected to be concerned thh the work as a
oareer The ﬁndmgs may not be appheable in the same degree to all
kmds of employes (Evans, 1976)

| Then Mc(}regor has followed and sought to brmg the msxghts of
psychology to the attention of those engaged in managing orgamsation

He argued that the carrot and - stick theory, which bears some
resemblances to Taylor's posntlon, he calls Theory X and Tejects,

Alternatively he argues,workers hostility towards management and iis -
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We now come to Herzberg research concept which.was designed
to test that people have two sets of needs : (1) their need as animals to
avoid physrcal pain a.nd deprlvatmn and (2) therr need as human beings
to geow psychologrcally As we see that he is primarily concerned with
the md1v1dual wrthln the orgamsatron He called the first set of needs
hyglene factors, and the second set called mot1vat10nal factors Hygiene
factors did not produce such improvement they merely mamtamed
morale and efficiency. While motwatlonal factors are mostly related to
the job itself or _]Ob content. (Herzberg, 1959) .

" As can be seen these needs are more speclﬁcally _]Ob related and
reﬂect some of the concrete thmgs people want ﬁom theu' work The
_ problems of vahdatmg this theory have been consuierable however
because of the tendency of people to want drﬁ'ernt things at dlﬁ"erent
times and to attach different meaning to given job values. ( Schem,
1980) ' |

In relating these to individual performance , we see that both
satisfiers and dxssatxsﬁers are involved in motlvatmg the individual to
nonnal performance However, the dlssatrsﬁers are relating more
important at this longrun average level of output. In tapping latent
human capability and moving beyond the normal range of output, the
satisfiers become relatively more important. (Kast, 1979)

In developing his motivation / hjgiene theory, Herzl)erg_, said;
knowledge about the nature of man, his motlves and needs, could be

invaluable to organisations and individuals . So “ we get a basic
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dbminat early in life, with social, esteem, and self - actualization needs
becofning relatively more important as a person matures. These general
tendencies and avarges are a good first approximation in understanding
human motivation and in predicting behaviour. However, there are
significant individual differences must be‘ recognized. in any
organisational situation. ( Kast, 1979)

'Ihe strengthof this theory lies in drawing attention to the variety
of needs ‘and motives which operate, but the evidence for the
hierarchical notion is weak ax_ld the need categories .tend to be very
gén'er:él'.l '_ For exampleself "Qictualization can be achieved in many
different ways, and the meanihg of selfactualization may change with
developmental stages, s0 it may not be very helpful to know that every
one is cqnceined about achieving it. ( Schein ; 1980)

Inspite of all these things Maslow’s concept , has become a baic
factor in all Work related studeies on motivation and is generally
applicable to any given situation. _

Some people take the Maslow needs in other order, such as
A}derfer Who takes ‘them and groups them into three more basic
categories - needs for existence, needs for relate to others, and needs
for personal growth Thls approach acknowledges the posibility that
not every one has an equal amount of each of the basic needs, as
Maslow's theory tends to imply, ( schein, 1980) That is why Maslow
suggested that when an individual is deprived of two ‘needs, the
tendency 1s to seek the most basic need. This choice, however, can be
culturally or expcmnentally mﬂucnced and the individual may not

select the more basic need. (Maslow, 1970)
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relation of an individual's own potential becomes increasingly
important as lower - level needs are satisfied.

Maslow, ( 1970) was the first theorist who sees the individual in
our society and culture as one having a hierarchy of needs.

1. Physiology

2. Security

3. Social

4. Esteem

5. Self - Actualization

Maslow ( 1970) classifies needs 1 - and 2 as lower - order needs',‘
while needs' 3-5 are called higher - order needs are essntial to life.

These five basic needs are related to each other and arranged in a
hi.er'ércliyf of prépotency.‘ This means that the most prepotent goal will
mornopolize consciousness and will tend to evoke behaviour in
response to it. (Kast, 1979) o

Maslow's theory is based upon three basic prepositions about
human behaviour. First, man is a wanting being ... Second, a satisfied
is not a motivator of behaviour. Only the unsatisfied needs prdmoté
behaviour, Third , man's needs a_i'é arranged in a series of Ievels-. As:
the more basic needs are met, the needs at the next highest level
demand satisfaction. ( Evans, 1976)

Moreover, the relative mix “of needs c.ha,nges during an
individual‘s_psychdlogical development . Physiological and security
needs are . -' |
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But it would seem that increases in salary can still have an
important role to play even at high income / high tax levels where the
increase in take home pay is minilhal. So it has been suggested that as a
result of socialization or conditioning money have an important
- reinforcement éﬂ'ect in its own right. ( Boot, 1977)

While the other theorists ( Mayo and the hawthome workers)
suggested that worker productivity and satisfaction were both unrelated
to an individual's pay and job status, but were related to group
- membership, 1 am going to discuss this method in next part of this
section with the group to see how this is true or not. _

Suppose there are many workers in-a number of situational
. contexts are highly motivated by these social ‘needs, and may such
needs can ovérride economic needs. Is there endugh evidence that the
social assumptions are the correct ones and can serve as the basis for
designing and managing orgainsations? Or are these assumptions just
as much an Pvergeneralization as the rational - economic assumptions?
While we know that the personélity needs exist and pursuit of
- industrial harmony will require change of organisations in addition to
the human relation techniques. So to provide a broader perpective on
the above question we need to exam_ine_anothgr__t_c:chpiq_qg, which
~ places emphasis on the human motivation to build ofg_ahisations aﬁd to
manage people. | _

This other technigue sees the individual as primarily self -
motivated and self conirolled. That is some theorists argued that there

are higher needs than the nieed for group acce?taﬁce..ln particular, the
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understand and predict behaviour, it is sufficient to focus on past overt

actions and their consequences as provided by the individual's external

~+_environment, There is no need to be concerned about the internal

£ conditions or processes of individuals. { Kast , and Rosenewig, 1979)

It is fair to say that many theorists were concerned to find an
answer to the problem that was conéistent with the essential dignity and
independence of the individual. - _

The earliest theorists argued that effort at work was primarily
related to rewards. This was simple stimulus - response approach to
motivation  that implied a linear relationship between effort and wages.
This | approach is best illustrated by the work of Taylor, in Scientific
Management. (Margerison, 1973) "

These techniques stemmed from the assumption that man -wés an
‘economic creéturé, limited in his pursuit of gain only by his
physiological capacities. (Schein, 1980)

However, the simplistic view of motivation implicit. in this
approach did not recommend itself to later psychologists. First, they
argued, men have other than purely economic moti‘iVes, or to put more
' st'rongly‘," there are maxiy incentives, of which under hormal conditions,
money is the least ' important.Secondly, the ‘carrot - and - stick’
'h)?pothc'si's about the relationship between behaviour and reward is

doubtful validity. Thirdly , these hypbtheses' depend very much on a
view qf the worker as an isolated individual rather than a social being
engaged in, and deriving satisfaction from, his- interactions with his
fellows. ( Silverman, 1970) | '
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determine how he or she w1ll act. The need with the greatest strength at
| any particular moment will lead to the activity the individual is
K understanding; a particular activity is the resuit of the need with the
highest poteriey. But if these needs are not achieved, the individual may
attempt and attempt until a particular need is satisfied. In fact those
needs vary ﬁom individual to individual and from situation to situation
That is beeaus‘e “ mdwxduals d:ﬂer greatly their motives, values and
a‘mhties and these dxﬂ'erences probably have an important beanng on
the “ optnn_al”_ charactemstxcs of their work role.” ( Vroom, 1964)
| Realy ; the actual working | cohditiens, including physical
. cenditi'ons psychologncal process,,” and formal organisational
relatxonslnps, have cons:derable nnpact on behavnour as wel. This
means that md1v1dual needs motivation to satlsfy his needs. These facts
'_ lead psychologlcal contract entered into by the individual and the
organlsatlon W]ueh is essentlally a set of expectanons The individual
has a set of results that he expects from the organisation, results that
wnll satlsfy certam of his needs and in return for which he will expend
some of hlS ener: gles and talents Similary the organisation has its set
of expectatlons of the mdmdual and 1ts list of payments or outcomes
that it will g:ve to hxm | '

. The key idea i is that itis 1mporant to understand what people feel
and how they thmk in order to predtct how they will behave in a given
situation. In fact, th_e mdmdual is a black box where in feelmg and

 thought  process are unknown and unknownable. Behaviour occurs and
is directed and sustained via the conditioning effects of rienforcment.

To
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As 1 believe may this help to explain what is meant by organisational
psychology. |
1 am going to dlscuss these things with refemce to the behaviour of

individuals and groups.

Indwuiual Behavmur -
__ Pcop}c are the basic unit of orgamsatlon and their performance .-
may 5_6 meg_su_rable, but predlctmn of their behavmur is not simple and
dependenc_e I_ of organisation PiiemveneSa on thmr behaviour is
| prefound - ’
In fact the basm it of behav;our is act1v1ty, hance all behavmu:
is a senes of act1v1tles ta]km eatmg, runmng, readmg ‘and so on.
_ So behavmux is basmally goal oncnted motxvated by a desn'e to attain
some goal The specific goal is not always conswusly or fully
recognized by the mdlvxdual Reasons for actions are not always
appearant. The drives that motlvate dlstlnctlve individual behaviour
patterns  are by and large subconscious and therefore not readily
susueptlble to examination and evaluation. (Evans, 1976)
It seems that this process is complex and partlcular to individuals
d sﬁuatlons thus no general formula can be garanteed to work, but
understandmg of person could help to explam some of the problems
and dlfﬁcultles of people at work. ( Handy, 1977)
Realy the process of behaviour is similar for all individuals. So
we can filter it through wants and needs which may take many forms.
Every individual has thousands of these needs, which are all

interacting to
s
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3. What is the role of the library manager, who needs to benefit from
the knowledge of organizational psychology to enable him to

operate effectively.

Objectives;- .

The main ‘objectives of this paper are to cnablé us to understand
organizational psychology well, To enable us to understand library
managem@nt and the way of using organizational psychology methods
and theories in it. And finaly to know who needs to benefit from

orgnizational psychology in library management,

ORGANISATIONAL PSYCHOLOGY - |
1 may be said that organizational psychology can be defined as

theories of motivation and job satisfaction which introduced by some
theorists, such as Taylor, Mayo, Maslow, Herzberg, Mcgregor and
some others. They have introduced them as studies and researches to
the individnals behaviour and relations into motivate thei to attain
their goals and 1o be satisfied in their works,

So we can say that this field has become interdisciplinary,
reflecting the growing interest of psychologists, sociologists,
anthropologists, political scientists, systems theoriests, and others in
attempting to understan_d organisation phenomena. ( Schein, 1980)

In this section 1am going to introduce the main jdeas of most of
those theories of motivation, and introduce points of view with and

against them,
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Although liBrarianship is not devoid of early spokesmen for the
adoption of business management principles, these seem only currently
to be receiving apprecible attention in libraries ; behavioural data
remain scarce,

Library managers are also discovering organization reassessments
and mod - of - operation changes lead to unrest and necessiat a high
degree of staff involvement. Dedication to patron service appears
astrong influenece in motivating librarians towards co - operative
activities. _ |

In developing countries, where sources are scarce, the desire to
catch up with the world is great and experience of developed countries
before them clear, motivation and partlclpatwe management seem an
idispensable things. :

It seems that much has been written on orgamzatlonal psychology -
in industry and there is 1ncreasmg literature on it m librarianship as
well. g

1 found ~some papers and surveys in libratry management
techniques by using methods and theories of organizationl psychology
quite helpful. ' :

The Problem:-

The pmblem of this paper could be collected from ﬂnr“* followmg |

points:-
i. What are organizational psychology methods and roneepts‘?
. How .can we vse these methods and coneents in library nmnag,ement

in o own librades?
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“A Knowledge of Organizational Psychology
and the Libraﬁ“y Manager.”
| ~ *Mshmood Salih Ismail , Ph.D.

Introductmn'

Orgamzatmnal psychology is a field known to us lately , which

asseses individual behaviour in orgamzatlons But much knowledge of

human behaviour in oxgamzation derives not from pure behavioural
u,search studies but from managemem analy%us assoclated with changes
i management policies and pmchc;cs that have been in progress since
the 1930.S. As such techniques as delegation cﬁf authority, management
by exception and cost efff:ctwepess began to. prevade management
thinking, the significance of people characterxstlcs came into focus. To
apply .these approaches it became necessary to understand human
behaviour, both qualitatively and quantltlvely

As a first step participative management crept in to replace
autocratic managemend but this appeared less capable of maximising
empleyfse; % 1 was under antocratic management .

This fact voncortiated the attention on motivation as the bcst way
of maximising sta(f aad mlpmvmg performance. It means that
behavioural sciences gave solution to some of the mzmagemeni
problems and bagan to studdy individuals and gmups and identified their
psychological needs. a | |
* Ass§smﬂt F“A‘e;)ff'@s:;m'!.‘é)wf‘f, of Libraey and Tl rmation management /

College of Azt / Usdos ity of o
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