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Abstract  

Research problem 

With evidence that generic skills are a de facto specification for many library roles a 

formal education in librarianship may be perceived as less relevant by employers. 

Content analysis of library job advertisements was conducted to measure and 

identify high ranking skills, emerging skills, required qualifications and experience.  

Methodology 

Job advertisements were accessed and downloaded from the online archives of NZ-

Libs and NZ-Libs-Jobs list servers. Non-random sampling yielded a total of 517 listings 

(331 in 2007 and 186 in 2016). A categorisation dictionary was compiled, frequency 

counts tallied and data tabulated, converted to percentages and graphed.  

Results 

Library employers requested the majority of skills more frequently in 2016 than in 

2007. Communication, customer service and computer skills were the three highest 

ranking skills in 2016. Qualifications and information-specific qualifications were 

cited less frequently in 2016 than 2007.  Employers requested one year or more of 

experience more frequently in 2016 than 2007.  

Implications 

It is recommended that future studies use multiple data sources to increase 

representativeness of samples. A mixed method approach involving interviewing of 

library employers could also help to improve robustness of conclusions.  

Keywords 

content analysis; job advertisements; job requirements; librarian jobs; employment 
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1. Problem statement 

1.1 Rationale 
 
Content analyses of job advertisements for librarian roles may reveal underlying de 

facto skills, qualifications and experience needed to become a librarian professional 

in New Zealand. Relevant studies published in New Zealand are limited in number 

and narrow in scope focused on special libraries (Innes, 2007; Ralph & Sibthorpe, 

2010). Findings converged to suggest employers rated qualifications highly. However 

School of Information Management (SIM) of the Victoria University of Wellington 

(VUW) staff have received reports otherwise suggesting employers are placing less 

emphasis on qualifications (P. Calvert, pers. comm., October 28, 2016).  

 

A longitudinal approach comparing data from three library sectors in 2016 with 

baseline data from 2007 was chosen to address this problem. The purpose was to 

update findings of previous New Zealand studies based on special libraries and help 

to fill the knowledge gaps around employer expectations in the academic and public 

sectors. The study looked at which skills have been emphasised by employers as in 

the digital age and may be considered emerging in the last ten years as well as the 

extent to which specific parent library experience was considered important. 

 

The findings of this study may be useful to stakeholders such as tertiary providers, 

students, library managers and employees and job seekers. Anecdotal evidence 

suggests knowledge around employer perceptions can inform study decisions such 

as whether to enrol in a qualification and aid course selection. In an article 
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documenting her experiences one student from the University of Sheffield Library of 

Information Science (LIS) programme in the United Kingdom (UK) reported job 

listings as the key in influencing factor in her decision to study librarianship: 

“I had been working in libraries for nearly two years before I decided I wanted 

to stay in the library and information sector and that an LIS qualification was 

necessary to progress further in the profession. The inclusion of LIS 

qualifications on the ‘desired’ if not ‘essential’ list of most job advertisements 

was instrumental to this realisation.”               

(Bailey, 2016, p. 49) 

 

Job advertisements are a practical source of data providing information about real 

time demand for core professional competencies (Kim & Angnakoon, 2016). 

Knowledge of workforce skills and qualification requirements for librarians could be 

of interest to educational providers of information programmes in New Zealand. 

Such knowledge could help educators evaluate course content and tailor learning 

outcomes to better meet students’ needs (Chen & Zhang, 2017; Kim, Warga, & 

Moen, 2013; Wise, Henniger, & Kennan, 2011).  

 

A number of studies have used content analysis to inform decision makers around 

developing core evaluating curricula (Choi & Rasmussen, 2009; Kim et al., 2013; 

Reeves & Hahn, 2010; Wise et al., 2011). Choi and Rasmussen (2009) analysed about 

90 academic job advertisements from the United States of America (USA) with 

findings supporting the importance of practical learning in information programmes. 

Wise and colleagues (2011) analysed 440 Australian job listings for information 
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professionals for a review of relevant courses at the Queensland University of 

Technology (QUT), Australia. Similarly Reeves and Hahn (2010) collected data from 

over 1000 advertisements for library and archivist roles for a comprehensive review 

of the MLS programme at the College of Information Studies at the University of 

Maryland, USA. As part of a curriculum project at the University of North Texas, USA, 

Kim and colleagues (2013) identified core skills for new digital curation courses by 

analysing about 170 digital curator roles in North America. 

 

Library managers responsible for training staff may benefit from an awareness of this 

study’s findings to guide the inclusion of skill building workshops around emerging 

non-traditional skills identified. Improving professional development courses could 

help with up-skilling and supporting staff career progression as well as providing an 

alternative to creating new positions or replacing existing staff (Goetsch, 2008).  

 

Similarly employees could benefit from information on which skills are likely to be 

considered assets in prospective employees by library employers in New Zealand. 

Fraser-Arnott (2016) interviewed 20 LIS Master’s graduates employed in non-library 

positions and found appreciating the value of one’s sets of skills in relation to the 

wider information industry is an asset. Implications on skill transferability between 

libraries may be useful for those wishing to move horizontally between library 

sectors. Similarly job seekers wishing to gain employment in libraries may find the 

results useful when making decisions about re-training and tailoring job applications. 

 



 
 

 8 

1.2 Research objectives 
 

The main objective of this study was: 

 To determine which skills, qualifications and experience requirements 

employers rated highly when recruiting library staff in public, academic and 

special library sectors in New Zealand in 2007 compared with 2016. 

 

The main research question and the sub-questions were: 

 Which skills, qualifications and experience requirements did employers rate 

highly when recruiting library staff in public, academic and special library 

sectors in New Zealand in 2007 compared with 2016? 

o What were the top ranking hard and soft skills required by employers 

recruiting for library staff in 2007 compared with 2016? Were there 

any emerging skills evident over this timeframe? 

o Were qualifications considered as relevant to employers recruiting for 

librarian roles in 2016 compared with 2007? 

o To what extent did employers consider parent library experience 

important when recruiting for librarian roles in 2007 and 2016? 
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1.3 Key definitions 

1.3.1 Academic library 

a research library associated with a university, polytechnic or wānanga (Māori 

education provider) 

1.3.2 Content analysis 

a technique of analysing text or images using systematic and replicable methods 

using a schema to assign codes to data (Park, Lu, & Marion, 2009; Wise et al., 2011) 

1.3.3 Entry level role 

synonymous with entrance level; lowest grade in a job position hierarchy; suitable 

for recent graduates and those with little relevant experience (Kim & Angnakoon, 

2016); library assistant roles made up all of the entry level jobs in this analysis  

1.3.4 Hard skills 

also referred to as cognitive or professional competencies in the literature; generally 

measurable via tests or able to be validated by qualifications; include literacy, 

numeracy and language fluency (“Hard skills,” 2017) 

1.3.5 Hiring criteria 

list in a job advertisement of required or preferred skills, qualifications, professional 

registrations, experience and other personal qualities; designed to increase 

recruitment efficiency by attracting suitable applicants (Kim & Angnakoon, 2016) 

1.3.6 Job advertisement 

a job listing advertising a vacancy and reflecting employer expectations about 

prospective employees often listing key organisational values, job responsibilities 

and hiring criteria (Kim & Angnakoon, 2016) 
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1.3.7 Librarian 

in the digital age librarians are more than “just the guardians of books” tasked with 

the mission of filtering information quickly and effectively in a changing environment 

(Erlendsdottir 1998, as cited in Nonthacumjane, 2011); librarian is a blanket term 

often used by researchers to refer to diverse job titles commonly identified by the 

terms “information” and “knowledge” (Innes, 2006; Ocholla & Shongwe, 2013)  

1.3.8 List server 

an email subscription system for discussing a topic; NZ-Libs was set up in mid-2006; 

to discuss library services in New Zealand and post job advertisements; NZ-Libs-Jobs 

was set up in mid-2008 as a dedicated platform for job listings; these list servers 

represent a single continuous source of data for the purposes of this study   

1.3.9 Management level role 

supervisory job position including executive, middle and first line management; job 

titles with “manager” in them were included in this analysis and any senior level of 

management such as director positions were excluded  

1.3.10 Mid-level role 

a job position associated with a certain level of skills, qualifications and experience; 

for the purposes of this report considered to be any librarian position above library 

assistant but under library manager in the job position hierarchy 

1.3.11 Public library 

a library funded by public sources accessible to all community members (“Public 

library,” 2014); public libraries corresponded with all libraries belonging to the Public 

Libraries of New Zealand network for the purposes of this analysis  
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1.3.12 Soft skills 

also referred to as personality traits, non-cognitive and socio-emotional skills; 

includes all skills such as communication skills and other interpersonal skills not 

captured by measures of abstract reasoning (Gerolimos & Konsta, 2008; Heckman & 

Kautz, 2012; “Soft skills,” 2017) 

1.3.13 Special library 

a non-homogenous library with values and collections that correspond to the 

interests of its parent organisation; may be a charity, government department or 

corporate body (“Special library,” 2014; Spillar, 1998); The National Library of New 

Zealand was classed as a special library for the purposes of this report 
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2. Literature Review 

A literature review was carried out which included 25 relevant studies involving 

content analysis of library job advertisements. These were tabulated for ease of 

reference (Appendix A). A comparative meta-analysis conducted by Kim and 

Angnakoon (2016) looking at 106 relevant studies published from 1978 and 2014 

identified five foci which have been used to place studies discussed in context 

(namely geography, sector, functional area, emerging roles and skills requirements). 

 

Most studies (16) were national in scope focusing on the USA and North America 

however two international studies by Gerlimos and Konsta (2008) and Shahbazi and 

Hedayati (2016) were identified. This was consistent with findings in the meta-

analysis by Kim and Angnakoon (2016) that most similar studies were local or 

national likely due to a lack of global employement websites available for sampling. 

Studies from Australia and New Zealand available in the literature were limited in 

number (Innes, 2007; Pamment, 2008; Ralph & Sibthorpe, 2010; Wise et al., 2011).  

 

Academic libraries were the focus of about half of the studies reviewed (12) with five 

studies cross-sectoral. Both the New Zealand studies and a study by Cooper and 

Crum (2013) on healthcare libraries in the USA were focused on special libraries. No 

studies focused specifically on public libraries. Most studies in the meta-analysis by 

Kim and Angnakoon (2016) focused on academic libraries. This study aimed to 

address regional and sector-specific knowledge gaps by analysing advertisements for 

public and academic library sector roles using recent New Zealand data. 
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Over half of the studies reviewed (14) focused broadly information professionals 

(Chen & Zhang, 2017; Raju, 2014; Wise et al., 2011) or on librarians in general. The 

remaining studies looked at specific kinds of librarians including liaison librarians 

(Gold & Grotti, 2013; Okamoto & Polger, 2012) or emerging roles such as digital 

curation librarians (Choi & Rasmussen, 2009; Kim et al., 2013) and metadata 

librarians (Han & Hswe, 2010; Park et al., 2009). Some studies focused on skills 

requirements such as IT skills (Mathews & Pardue, 2009; Shongwe, 2015). 

 

Studies reviewed commonly relied on a single source of data aligning with findings 

from Kim and Angnakoon (2016) that 43% of similar studies used data from a single 

source. Longitudinal studies were also common with some spanning over 20 years 

(Grimes & Grimes, 2008; Triumph & Beile, 2015; Wang, Tang, & Knight, 2010). Some 

studies (4) involved conducting interviews of library employers to triangulate 

findings and improve study robustness (Innes, 2007; Pamment, 2008; Raju, 2014; 

Wise et al., 2011). Statistical software was used in some studies (3) to perform more 

in depth analysis such as multivariate cluster analysis (Gerolimos, Malliari, & 

Iakovidis, 2015; Park et al., 2009; Wise et al., 2011).  

 

2.1 Skills 

Computer affordability, advances in technology and increased internet accessibility 

have driven library service development (Goetsch, 2008; Kim et al., 2013). 

Digitisation and digital innovations including open source software, open access, 

podcasts, blogs, crowdsourcing and tagging and have created a “new librarian 

landscape” (Nonthacumjane, 2011). Many librarians have adapted to new library 
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activities by acquiring non-traditional skills to meet user expectations and 

information-seeking behaviour (Gerolimos & Konsta, 2008; Kim et al., 2013).  

 

Mathews and Pardue (2009) compared traditional library skills (including reference, 

cataloguing and interloans) with emerging non-traditional skills (including project 

management, operating system skills and web design) in 100 randomly sampled job 

advertisements from the American Library Association’s ALA JobLIST server. There 

was an overlap between non-traditional librarian skills and core IT (Information 

Technology) professional competencies indicating changing librarian roles.   

 

It is well accepted that professional librarian practice is underpinned by discipline-

specific skills such as collection, cataloguing and specialised computer skills however 

employers also emphasise generic skills such as critical thinking, interpersonal skills, 

flexibility and creativity (Gerolimos et al., 2015; Nonthacumjane, 2011; Pamment, 

2008; Raju, 2014). Wise and colleagues (2011) argued that the predominance of 

interpersonal skills required by employers was evidence for a “shift to the generic”.  

 

Wise and colleagues (2011) sampled about 440 information professional job 

advertisements posted on professional and job websites in Australia in 2010. Results 

were compared longitudinally with previous data (Kennan et al., 2006, 2006b, 2006c; 

Marion et al. 2005, as cited in Wise et al., 2011). Soft skills such as supervisory skills 

and adaptability were commonly cited. The two most highly ranked skills were 

interpersonal skills (75% of roles) and generic computer skills (52% of roles). 

Multivariate cluster analysis results also supported a shift to the generic (Wise et al., 
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2011). Programming and web design were identified as potential emerging skills 

cited more frequently in 2010 than in 2004. The broad range of roles including non-

librarian roles included in the analysis may have influenced these results. 

 

The highest ranked librarian skills by academic employers in the USA according to a 

study by Gerolimos and colleagues (2015) based on about 130 job listings on ALA 

JobList were communication and computer skills cited in 17% and 11% of listings 

respectively. Previously Gerolimos and Konsta (2008) had conducted an international 

study based on multiple data sources from the UK, USA, Canada and Australia with 

communication skills cited in 65% of 200 librarian job advertisement sampled.  

 

A more recent international study spanning ten countries and sampling about 110 

digital librarian job advertisements from the employment website Indeed.com found 

communication, teamwork and problem solving skills were the most required 

“behavioural characteristics” cited in 59%, 17% and 15% of listings respectively 

(Shahbazi & Hedayati, 2016). Online searching, reference interview and database 

skills were required in 38%, 35% and 31% of listings respectively. 

 

Park, Lu and Marion (2009) sampled about 350 cataloguing professional job 

advertisements from AutoCAT job list server in the USA and found communication 

skills were the most requested skill found in 75% of advertisements. Management 

and flexibility were also highly ranking soft skills listed in 46% and 32% of listings 

respectively. The authors identified metadata creation, eResource, digital project 

management, web development and database skills as emerging digital skills. 
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Han and Hswe (2010) sampled about 85 job advertisements for metadata librarians 

in the USA finding communication skills increased from 20% to 63% between 2000 

and 2008. Team skills and willingness to learn were other important soft skills. 

Discipline-specific skills such as Dublin Core (DC) and machine readable cataloguing 

(MARC) were in high demand required in 43% and 42% of job listings respectively. 

 

Many studies reviewed by Raju (2014) were consistent with the observation that 

employers were increasingly prioritising generic skills (including Choi & Rasmussen, 

2009; Gerolimos & Konsta, 2008; Reeves & Hahn, 2010; Wise et al., 2011). 

Supervisory and communication skills were the most cited generic skills stated in 

19% and 13% of about 70 advertisements respectively and each mentioned in 11% of 

interviews (Raju, 2014). Interpersonal, computer, customer service and teamwork 

skills were also commonly cited. The top discipline-specific skills were traditional 

library services (33% of job listings and 46% of interviews). Employer expectations as 

communicated in interviews did not align exactly with those expressed in job listings, 

the extent to which they correlate may limit the validity of this study’s findings. 

 

2.2 Qualifications 

New Zealand studies found special library employers rated qualifications highly 

(Innes, 2007; Ralph & Sibthorpe, 2010). For 76% of non-management roles 

advertised in 2004 and 2005 applicants were expected to hold information or library 

qualifications (Innes, 2006). While it may not be possible to extrapolate to other 
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sectors the broad scope of this study enabled a holistic overview of the value of 

qualifications in different facets of the New Zealand library job market. 

 

Most North American studies consistently found professional qualifications to be the 

gold standard in the academic library sector. Gerolimos and colleagues (2015) 

analysed about 130 librarian job listings over five months in 2013 in the USA. About 

92% of advertisements required a Master of Library and Information Science (MLIS) 

and the majority required accreditation from the American Library Association (ALA) 

professional body suggesting employers saw library qualifications as highly relevant.  

 

Okamoto and Polger (2012) analysed about 150 advertisements for liaison, 

marketing and outreach librarian roles on online and print platforms in the USA 

between 2000 and 2010. The majority of roles (96%) required ALA-accredited MLIS 

degrees indicating library qualifications were considered highly important for liaison 

librarian positions. 

 

Kim, Warga and Moen (2013) analysed about 170 academic job advertisements for 

digital curator roles in North America over a six month period. The majority of job 

listings required professional information qualifications. A Master’s degree was cited 

in 85% of job listings, a Bachelor’s degree in 3% and a Doctorate of Philosophy (PhD) 

in less than 1%. An ALA-accredited Master’s degree was specified in 75% of job 

listings. Some roles accepted ALA-accredited degrees in relevant areas as acceptable 

suggesting some flexibility around this criteria in light of the fact that digital curation 

often requires domain specific knowledge dependent on the data being managed. 
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Some evidence suggests employers in the information industry may not consider 

specific information and library qualifications as important as library employers do. 

Wise and colleagues (2011) found information specific qualifications were required 

for about one fifth (21%) of information professional roles in Australia. However due 

to the inclusion of non-library roles the findings may not be specific to librarian roles.  

 

Similarly Chen and Zheng (2017) analysed 70 advertisements for data management 

roles based in US academic institutions over four months in 2015 and found about a 

quarter (27%) specified information qualifications. This study used broad criteria 

similar to Wise and colleagues (2011) sampling both librarian and non-librarian 

positions. The authors speculated low requirements for such qualifications may have 

been due to their low recognition by employers or a lack of robustness in 

educational courses preparing graduates for employment (Chen & Zhang, 2017).  

 

Professional library qualifications have been the “basic specification” for librarian 

roles in the North American region in recent times. However employers in some 

countries may place less emphasis on library qualifications than in North America. In 

South Africa Ocholla and Shongwe (2013) found an increase of library and 

information job advertisements which required unspecified tertiary degrees or non-

library tertiary degrees between 2008 and 2012. This study looked at employer 

perceptions about the importance of library qualifications for New Zealand librarian 

roles in order to produce region and country specific findings. 
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2.3 Experience 

Work experience in combination with relevant qualifications were highly valued by 

special library employers in New Zealand (Ralph & Sibthorpe, 2010). Relevant 

experience in a similar organisation may have been an important factor influencing 

the recruitment process. In the USA Triumph and Beile (2015) conducted a 

longitudinal analysis of almost 1000 job advertisements over 23 years for academic 

library roles advertised in the USA. Findings showed that experience became less 

requested and computer skills became more requested over this timeframe.  

 

For academic library employers in North America it may be as important for 

applicants to hold relevant work experience as it may be for them to hold relevant 

qualifications (Chen & Zhang, 2017; Okamoto & Polger, 2012). Chen and Zhang 

(2017) found most of 70 data management roles sampled from USA academic 

institutes required at least one year of experience but did not require MLIS or 

equivalent postgraduate qualifications. However it was acknowledged that the 

inclusion of non-library roles may have skewed the results. 

 

Gerolimos and colleagues (2015) found that 81% of about 130 librarian roles in the 

US academic sector required previous experience. Of those stating experience was 

required about 39% requested one to three years, about 17% requested between 

three and five years and about 23% requested over 5 years experience. This study 

also look at the length and type of experience required for library roles including the 

importance of specific parent library sector experience. 
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3. Theoretical framework 

It was common for relevant studies to use directed content analysis adapting 

categories from previous research, however such studies were rarely based on 

comprehensive research frameworks (Innes, 2007; Wise et al., 2011). Some studies 

mapped industry information standards to categories evaluating whether skills 

demanded in the workforce reflected professional proficiencies (Choi & Rasmussen, 

2009; Gold & Grotti, 2013; Pamment, 2008; Park et al., 2009).  

 

In their study of academic instructional and liaison librarian roles Gold and Grotti 

(2013) used a coding schema based on the Standards for Proficiencies for Instruction 

Librarians and Coordinators of the Association of College and Research Libraries 

(ACRL). The high variance in proficiency use and the absence of many proficiencies 

from job listings may have implications for new employees (Gold & Grotti, 2013).  

 

Choi and Rasmussen (2009) mapped digital librarian skills against the ALA’s Core 

Competency Statements. A core competency described as the ability to use IT tools 

consistent with prevailing service norms was Technological skills (“ALA’s core 

competencies of librarianship,” 2009). This competency was translated into concrete 

categories including programming, web design, digital library and database skills. 

 

While Australian and North American professional information standards may be at 

least partially applicable to New Zealand library environments a New Zealand centric 

approach was adopted with the aim of taking into account regional differences in 

librarian roles and job markets.
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4. Research design 

4.1 Data collection 

List servers are often used to source data for longitudinal studies to allow 

“retrospective historical analysis”; studies with a shorter sampling period often use 

serial publications (Kim & Angnakoon, 2016). New Zealand studies relied on nation-

wide list servers with online archives as sources of data (Innes, 2007; Ralph & 

Sibthorpe, 2010). Sampling archives which only recent data available can be 

challenging (Kinkus, 2007). TradeMe Jobs and Seek websites lacked accessible 

archives and sampling would have needed to be carried out in real time.  

 

NZ-Libs and NZ-Libs-Jobs list servers were appropriate data sources due to their 

accessible archives, focus on the New Zealand library industry and cross-sector 

scope. Aggregate databases, which are used to search multiple list servers (Han & 

Hswe, 2010; Ralph & Sibthorpe, 2010), were not considered necessary. While NZ-Libs 

and NZ-Libs-Jobs may not meet the gold standard of statistical representativeness 

they are thought to fairly represent the library job market in New Zealand. Using 

multiple sources would have increased representativeness but the timeframe for 

sampling was limited (Kim & Angnakoon, 2016). 

 

Job advertisements from 2007 and 2016 were accessed and downloaded from the 

respective digital archives of NZ-Libs and NZ-Libs-Jobs. Text was copied from the 

default file format into Microsoft Word to allow for editing. Job advertisements 

sourced from NZ-Libs had to be manually extracted from general discussion posts.  
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4.2 Sampling methods  

Convenience sampling taking advantage of readily available units of data was 

employed in this study (Leedy & Ormrod, 2013). Duplicate listings were removed to 

reduce sampling bias (Bookstein, 1974). Non-random sampling was employed by 

applying the following selection criteria (see Key definitions):  

 Posted in 2007 on NZ-Libs or posted in 2016 on NZ-Libs-Jobs; 

 Advertised a librarian or related role; 

 Represented an entry, mid or management level role; and 

 Placed in the public, academic or special library sectors.  

 

Consistency in content analysis was emphasised by a number of authors including 

Kim and Angnakoon (2016). Sampling criteria were applied with care however 

preconceptions around the term librarian may have influenced selection. Roles with 

responsibilities similar to that of a librarian’s were included, such as various business 

researcher roles in professional services firms and an administrator role around 

reference and cataloguing based at an environmental agency.  

 

Other Gallery, Library, Archive and Museum (GLAM) roles were excluded from this 

study with the exception of museum libraries which were classed as special libraries 

and academic archives which were classed as academic libraries. School libraries, 

which rarely advertise on these list servers as they are likely use other channels (Kim 

& Angnakoon, 2016), were excluded from this study.  
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A high diversity of librarian titles was observed during sampling including the 

following job titles: digital initiatives officer, knowledge specialist/facilitator, 

information analyst, information literacy co-ordinator, customer services specialist 

and community engagement co-ordinator. This has been investigated and discussed 

in depth by other authors (Kim & Angnakoon, 2016; Shahbazi & Hedayati, 2016). 

 

In preparation for content analysis sampled job advertisements were separated and 

sorted into nine files corresponding to each position-sector combination for each 

year (academic/special/public sector and entry/mid/management level) yielding 

nine groups for each year and 18 sample groups in total. 

 

4.3 Content analysis  

Content analysis is an established approach used by researchers to investigate 

library job market trends, organisational needs and changing librarian roles (Choi & 

Rasmussen, 2009; Clyde, 2002; Gerolimos et al., 2015; Park et al., 2009; Shahbazi & 

Hedayati, 2016; Villaespesa, 2013). Methods include conventional and directed 

category formation (Kim & Angnakoon, 2016). Conventional content analysis defines 

categories during initial data collation allowing themes to emerge naturally from the 

text whereas directed category formation relies on a priori categories developed in 

previous research (Hsieh & Shannon, 2005).  

 

A hybrid approach was used for this study using terms defined in Innes (2006, 2007) 

and adapted from Tice (2001) and Cullen (2004).  Requirement categories were 
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compiled into coding schema and refined iteratively during preliminary analysis to 

achieve a “better fit” with the data at hand (Appendix B). Some experience 

categories from Innes (2007) were interpreted as skills. Collection development, 

project planning and reference were re-classed as hard skills; biculturalism (cultural 

awareness) and supervisory abilities (leadership skills) were re-classed as soft skills.  

 

Most advertisements did not differentiate between required/essential and 

preferred/desired attributes adding an element of linguistic uncertainty. In a 

preliminary analysis of 21 job listings from January 2016 all skills were implicitly 

required. In terms of qualifications leniency was commonly shown towards 

applicants studying towards their degree. Experience was occasionally stated as an 

“either/or” condition with one option preferred. Inconsistent language and the need 

to maximise data capture provided a rationale for pooling data. 

 

Computer/IT skills frameworks from Mathews and Pardue (2009) and Shahbazi and 

Hedayati  (2016) were consulted but found to be overly detailed for the purposes of 

this study. Specific software was frequently listed in job advertisements but no 

common phrases were observed. Chen and Zhang (2017) have also acknowledged 

the difficulty of harvesting information from generic job listing phrases. It was 

decided that the following overarching digital skills categories would be used: 

 General computing skills (basic online searching and Microsoft skills); and 

 Advanced computing skills (specialised proficiencies in library and content 

management software, programming or cloud technologies). 
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Logically, all tasks which required specialised knowledge of computers required at 

least some basic knowledge around computers. An advertisement stating both basic 

and advanced skills was tallied as requiring solely advanced computer skills. These 

two categories were therefore effectively mutually exclusive for the purposes of this 

study and were graphed individually. 

 

Each skill category in the categorisation schema was assigned a unique three letter 

code such as “#reo” for Te Reo Māori and “#cat” for Cataloguing. Advertisements 

were coded by assigning the corresponding code to each skill listed in the text of the 

job listing. Qualification and experience requirements were counted and tallied 

manually. Skills requirements were counted using the search function in Word semi-

automating the process. Each skill was coded a maximum of once per advertisement 

regardless of the number of times it was repeated in the text.  

 

Frequency data was counted and tabulated. Percentages were calculated and 

graphed using Microsoft Excel functions. Summary graphs of pooled samples for all 

job listings were provided as points of reference. Management graphs carried limited 

meaningfulness due to the small sample sizes associated with this data and were 

omitted from this report. Entry level graphs were not presented for skills and 

experience since associated job advertisements listed fewer requirements and 

yielded little information. Experience mid-level graphs were omitted due to their 

close resemblance to summary graphs.  
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4.4 Limitations 

Content analysis is a contentious task but using multiple coders may increase coding 

efficiency (Kim & Angnakoon, 2016). This study relied on a single coder which 

potentially introduced higher rates of error. Partially subjective decision making 

around phrase interpretation could also have influenced study reliability. Coding and 

tallying accuracy can be improved with specialised software such as Provalis Simstat 

and WordStat which make analysis more manageable (Kim & Angnakoon, 2016). 

Such software also allows for mapping variable relationships via multivariate cluster 

analysis (Gerolimos et al., 2015; Park et al., 2009; Wise et al., 2011). 

 

Up to 70% of jobs are advertised online in the USA (Carnevale, Jaysendera and 

Repnikov, 2014, as cited in Kim & Angnakoon, 2016). Referral can be aided by social 

media such as LinkedIn, Facebook and Twitter, which allow employers to reach 

target audiences more quickly (Kim & Angnakoon, 2016). According to empirical 

evidence personal contacts could be responsible for half of all jobs filled (Calvó-

Armengol & Zenou, 2005). Jobs spread solely through personal networks including  

school, community and volunteer library networks were excluded from this study.  

 

Job advertisements are summarised versions of job descriptions which provide 

greater insight into employer expectations and yield qualitatively richer data (Innes, 

2007; Park et al., 2009; Ralph & Sibthorpe, 2010). However for retrospective data it 

was not possible to obtain job descriptions directly from employers limiting this 

analysis to data extracted from job advertisements.  
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5. Discussion of findings 

The number of library job advertisements decreased by 44% during the timeframe 

studied (from 331 to 186 respectively). This decrease was quasi-universal across all 

job levels and sectors with the exception of managerial roles where there was no 

significant change (Figures 1-2). In a longitudinal study of job advertisements from 

South Africa from 2009 to 2012 Ocholla and Shongwe (2013) likewise observed a 

decrease in information job listings. The authors postulated that this was due to the 

impact of the global economic recession during that period. The recession was also a 

likely factor behind the job market shrinkage observed for library roles in New 

Zealand. Special library roles appeared to have been more heavily impacted relative 

to the other sectors, decreasing by 57% compared with 39% for the academic and 

34% for the public library sectors. 

 

 

Figure 1: Total number of job advertisements for librarian roles by position level in 2007 and 2016  
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Figure 2: Total number of job advertisements for librarian roles by sector in 2007 and 2016 
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HTML and Wordpress blog editing tools (Vas, 2016). Job listings commonly named 

the software used by the parent library such as DBTextworks, Voyager or SharePoint. 

 

In some cases employers listed skills requirements without qualifications or 

experience, although it is possible that some requirements were omitted from the 

advertisement. For example, applicants for a local history librarian role at a regional 

public library were expected to contribute to family history research but were not 

explicitly required to hold qualifications or experience (Murdoch, 2016).  

 

5.1.1 Hard skills 

The majority of the 15 hard skills measured were in higher demand in 2016 than in 

2007 (Table 1). Exceptions to this were reference skills which decreased slightly.  

 

Table 1: Hard skills required for all advertised library roles in 2007 and 2016 

Hard skills required for 
librarian roles 

2007 2016 

(+/-Δ%) Freq. (%) Freq. (%) 

Libraries knowledge  27 8% 42 23% 14% 

Project planning skills  6 2% 18 10% 8% 

Teaching/training skills   42 13% 37 20% 7% 

Marketing skills 12 4% 20 11% 7% 

Presentation skills  13 4% 20 11% 7% 

Research skills 29 9% 26 14% 5% 

Problem solving skills 39 12% 31 17% 5% 

Advanced computing skills  66 20% 46 25% 5% 

Cataloguing skills  31 9% 23 12% 3% 

Collections & acquisitions 20 6% 16 9% 3% 

Literary knowledge 14 4% 12 6% 2% 

Database skills 27 8% 17 9% 1% 

Te Reo Māori skills 12 4% 8 4% 1% 

General computing skills  111 34% 60 32% -1% 

Reference interview skills 35 11% 15 8% -3% 

Sample size (n) 331  186   
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Computer skills (combined general and advanced skills) were the highest ranking 

hard skill category for librarian roles in 2016. Some level of computer ability was 

requested in 57% of librarian roles in 2016 up from 54% in 2007. Advanced computer 

skills were cited less frequently than general computer skills for library roles but 

more frequently in 2016 than 2007. These findings align with studies from South 

Africa which suggested computer skills were key competencies in the library sector 

and advanced computer skills were becoming more important in the job market 

(Ocholla & Shongwe, 2013; Shongwe, 2015).  

 

Computer skills (requested in 57% of advertisements), libraries knowledge (23%), 

teaching skills (20%) and problem solving skills (17%) were the highest ranking skills 

for librarian roles in 2016. Marketing, presentation and project planning replaced a 

digital skills (database skills) and two traditional library skills (reference skills and 

collection skills; Figures 3-4).  

 

Hard skill rankings appeared to be sector-dependent for mid-level librarian roles in 

2016 (Tables 2-4; Figures 5-7).  With the exception of computer skills the highest 

ranking categories for hard skills required for mid-level librarian roles in 2016 were 

project planning in public libraries (cited in 30% of advertisements), teaching in 

academic libraries (39%) and cataloguing in special libraries (39%). Potential 

emerging hard skills were identified as project planning in public libraries (which 

increased by 24% over the timeframe studied), problem solving skills in academic 
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libraries (22%) and libraries knowledge and cataloguing in special libraries (28% and 

20% respectively). 

 

For public libraries computer skills (cited in 55% of advertisements), project planning 

(30%), libraries knowledge (23%), teaching skills (21%) and marketing skills (21%) 

were the highest ranking hard skills for mid-level roles in 2016 (Table 2; Figure 5). Te 

Reo Māori language skills were requested slightly more in 2016 than in 2007, likely 

indicative of the broad and diverse mandate of public libraries compared with 

academic and special library sectors (“Public library,” 2014).  

 

For academic libraries computer skills (required for 54% of roles), problem solving 

skills (27%), presentation skills (27%) and research skills (17%) were the top hard 

skills for mid-level roles in 2016 (Table 3; Figure 6).  

 

Computer skills (required in 66% of advertisements), cataloguing skills (34%), 

research skills (34%) and problem solving skills (32%) were the top hard skills 

required for mid-level special librarian roles in 2016 (Table 4; Figure 7). Innes (2006) 

reported specific computer skills were named in 32% of job descriptions for non-

management special library roles in 2004 and 2005 similar to the 34% detected in 

this study. However Innes (2006) found basic levels of computer knowledge were 

required in 42% of descriptions, higher than the 32% in this study.  
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Figure 3: Top hard skills required for librarian roles in 2007 by percentage (%) of job advertisements  

 

 

Figure 4: Top hard skills required for librarian roles in 2016 by percentage (%) of job advertisements  
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Table 2: Hard skills required for mid-level public librarian roles in 2007 and 2016 

Hard skills required for 
public librarian roles 

2007 2016 

(+/-Δ%) Freq. (%) Freq. (%) 

Project planning   5 6% 14 30% 24% 

Advanced computing 8 10% 11 23% 13% 

Marketing 8 10% 10 21% 11% 

Libraries knowledge 10 13% 11 23% 10% 

Collections 3 4% 6 13% 9% 

Te Reo Māori  4 5% 6 13% 8% 

Research  3 4% 5 11% 7% 

Database  2 3% 4 9% 6% 

Literary knowledge 8 10% 5 11% 1% 

Teaching 16 20% 10 21% 1% 

Cataloguing  6 8% 3 6% -2% 

Presentation 5 6% 2 4% -2% 

General computing 29 37% 15 32% -5% 

Problem solving  9 11% 2 4% -7% 

Reference  13 16% 3 6% -10% 

Sample size (n) 76  47   

 

 

Figure 5: Top hard skills required for mid-level public librarian roles in 2016 measured by (%) of job 

advertisements compared with baseline data from 2007  
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Table 3: Hard skills required for mid-level academic library roles in 2007 and 2016 

Hard skills required for 
academic librarian roles 

2007 2016 

(+/-Δ%) Freq. (%) Freq. (%) 

Problem solving  3 5% 11 27% 22% 

Presentation 5 9% 11 27% 18% 

Research  3 5% 7 17% 12% 

Advanced computing 9 16% 11 27% 11% 

Teaching 16 28% 16 39% 11% 

Marketing 1 2% 5 12% 10% 

Libraries knowledge 7 12% 8 20% 7% 

Literary knowledge 0 0% 0 0% 0% 

Project planning   0 0% 0 0% 0% 

Collections 7 12% 5 12% 0% 

Database  4 7% 2 5% -2% 

Cataloguing  3 5% 1 2% -3% 

Reference  7 12% 3 7% -5% 

Te Reo Māori  4 7% 0 0% -7% 

General computing 23 40% 10 24% -16% 

Sample size (n) 57  41   

 

 

Figure 6: Top hard skills required for mid-level academic librarian roles in 2016 measured by (%) of job 

advertisements compared with baseline data from 2007  
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Table 4: Hard skills required for mid-level special librarian roles in 2007 and 2016 

Hard skills required for 
special librarian roles 

2007 2016 

(+/-Δ%) Freq. (%) Freq. (%) 

Libraries knowledge 1 1% 11 29% 28% 

Cataloguing  17 20% 15 39% 20% 

General computing 14 16% 12 32% 15% 

Presentation 2 2% 6 16% 13% 

Teaching 5 6% 7 18% 13% 

Research  19 22% 13 34% 12% 

Literary knowledge 0 0% 4 11% 11% 

Marketing 0 0% 3 8% 8% 

Advanced computing 24 28% 13 34% 7% 

Reference  14 16% 8 21% 5% 

Problem solving  24 28% 12 32% 4% 

Database  15 17% 8 21% 4% 

Project planning   0 0% 0 0% 0% 

Te Reo Māori  5 6% 0 0% -6% 

Collections 10 11% 2 5% -6% 

Sample size (n) 87   38     

 

 

Figure 7: Top hard skills required for mid-level special librarian roles in 2016 measured by (%) of job 

advertisements compared with baseline data from 2007  
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5.1.2 Soft skills 

The majority of the 18 soft skills measured were in higher demand in 2016 than in 

2007 (Table 5). Exceptions were flexibility and organisational skills which decreased 

slightly. The four highest ranking soft skills in 2016 were the same as in 2007: 

customer service, communication, teamwork and enthusiasm, required for 62%, 

62%, 49% and 40% of librarian roles, respectively (Table 5; Figures 5-6). Relationship 

building was a potential emerging skill, increasing by 24% over the investigated time 

period, replacing organisational skills in the top five and initiative in the top ten.  

 

Table 5: Soft skills required for all advertised librarian roles in 2007 and 2016 

Soft skills required for 
librarian roles 

2007 2016 

(+/-Δ%) Freq. (%) Freq. (%) 

Relationship building skills 39 12% 67 36% 24% 

Teamwork skills 119 36% 92 49% 14% 

Communication skills 160 48% 115 62% 13% 

Enthusiastic 94 28% 75 40% 12% 

Community focus 22 7% 29 16% 9% 

Leadership skills 47 14% 43 23% 9% 

Cultural awareness 28 8% 28 15% 7% 

Energy and stamina 32 10% 30 16% 6% 

Customer service skills 190 57% 115 62% 4% 

Attention to detail 50 15% 33 18% 3% 

Positive attitude 26 8% 19 10% 2% 

Independent worker 25 8% 18 10% 2% 

Motivated/self-motivated 40 12% 26 14% 2% 

General interpersonal skills 51 15% 32 17% 2% 

Shows initiative 49 15% 29 16% 1% 

Creative/innovative 47 14% 26 14% 0% 

Organisational skills 80 24% 43 23% -1% 

Flexibility 79 24% 33 18% -6% 

Sample size (n) 331  186   
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Figure 8: Top soft skills required for librarian roles in 2007 by percentage (%) of job advertisements  

 

 

Figure 9: Top soft skills required for librarian roles in 2016 by percentage (%) of job advertisements  
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Mid-level librarian roles across all sectors shared a high affinity in terms of their top 

five ranked skills in 2016. Cultural awareness, community focus, leadership, 

motivation and energy were unique to the top ten soft skills for mid-level roles in 

public libraries (Table 6; Figure 10). General interpersonal skills, a positive attitude 

and the ability to work well independently were unique to the top ten soft skills for 

mid-level roles in academic libraries (Table 7; Figure 11). Innovativeness, attention to 

detail and flexibility were unique to the top ten soft skills for mid-level roles in 

special libraries (Table 8; Figure 12).  

 

Academic and special libraries shared a similar profile including organisational skills 

and initiative in their top ten ranked skills. Relationship skills were identified as 

potential emerging skills in both these library sectors and cited significantly more 

frequently in 2016 than in 2007. 

 

Potential emerging skills in public libraries were enthusiasm (cited 28% more 

frequently over the timeframe studied), cultural awareness (26%) and 

communication skills (25%) (Table 6; Figure 10). Other highly sought soft skills and 

qualities in public libraries included energy, motivation, community focus and 

teamwork skills. 
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Table 6: Soft skills required for mid-level public librarian roles in 2007 and 2016 

Soft skills required for 
public librarian roles 

2007 2016 

(+/-Δ%) Freq. (%) Freq. (%) 

Enthusiastic 21 28% 26 55% 28% 

Cultural awareness 9 12% 18 38% 26% 

Communication  23 30% 26 55% 25% 

Energetic 5 7% 12 26% 19% 

Teamwork  28 37% 26 55% 18% 

Motivated 7 9% 12 26% 16% 

Community focused 20 26% 20 43% 16% 

Relationship building 21 28% 19 40% 13% 

Customer service 45 59% 33 70% 11% 

General interpersonal  6 8% 8 17% 9% 

Leadership 25 33% 19 40% 8% 

Attention to detail 5 7% 6 13% 6% 

Innovative 12 16% 7 15% -1% 

Flexibility 12 16% 5 11% -5% 

Positive attitude 8 11% 2 4% -6% 

Independent worker 6 8% 0 0% -8% 

Organisational 21 28% 7 15% -13% 

Showing initiative 17 22% 4 9% -14% 

Sample size (n) 76 
 

47 
  

 

 

Figure 10: Top soft skills required for mid-level public librarian roles in 2016 measured by (%) of job 

advertisements compared with baseline data from 2007 
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Table 7: Soft skills required in job listings for mid-level academic library roles in 2007 and 2016 

Soft skills required for 
academic librarian roles 

2007 2016 

(+/-Δ%) Freq. (%) Freq. (%) 

Relationship building 5 9% 14 34% 25% 

Communication  31 54% 29 71% 16% 

Independent worker 0 0% 6 15% 15% 

Positive attitude 2 4% 6 15% 11% 

Showing initiative 6 11% 8 20% 9% 

Innovative 2 4% 5 12% 9% 

Attention to detail 1 2% 4 10% 8% 

Organisational 7 12% 8 20% 7% 

Enthusiastic 16 28% 14 34% 6% 

Leadership 5 9% 5 12% 3% 

Community focused 1 2% 1 2% 1% 

General interpersonal  14 25% 10 24% 0% 

Energetic 7 12% 4 10% -3% 

Teamwork  18 32% 11 27% -5% 

Cultural awareness 7 12% 2 5% -7% 

Motivated 11 19% 4 10% -10% 

Customer service 37 65% 22 54% -11% 

Flexibility 13 23% 2 5% -18% 

Sample size (n) 57 
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Figure 11: Top soft skills required for mid-level academic librarian roles in 2016 by percentage (%) of 

job advertisements compared to baseline data from 2007 
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Table 8: Soft skills required in job listings for mid-level special library roles in 2007 and 2016 

Soft skills required for 
special librarian roles 

2007 2016 
(+/-Δ%) 

Freq. (%) Freq. (%) 

Relationship building 5 6% 18 47% 42% 

Enthusiastic 16 18% 14 37% 18% 

Teamwork  36 41% 20 53% 11% 

Customer service 32 37% 18 47% 11% 

Motivated 5 6% 6 16% 10% 

Showing initiative 17 20% 11 29% 9% 

Attention to detail 15 17% 10 26% 9% 

Flexibility 14 16% 8 21% 5% 

Independent worker 12 14% 7 18% 5% 

Organisational 20 23% 10 26% 3% 

Community focused 0 0% 1 3% 3% 

Energetic 6 7% 3 8% 1% 

Leadership 4 5% 2 5% 1% 

Communication  43 49% 19 50% 1% 

Positive attitude 8 9% 3 8% -1% 

Cultural awareness 2 2% 0 0% -2% 

Innovative 23 26% 9 24% -3% 

General interpersonal  14 16% 5 13% -3% 

Sample size (n) 87 
 

38 
  

  
 

 

Figure 12: Top soft skills for mid-level special librarian roles in 2016 by percentage (%) of job 

advertisements compared to baseline data from 2007 
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5.2 Qualifications 

About 70% of librarian roles required qualifications in 2016, up 9% from 61% in 2007. 

Percentages of specific information or library qualification requirements were the 

same for both years sampled (55%; Table 9; Figure 13-14). About 74% of entry level 

roles specified qualification requirements in 2016, up 46% from 28% in 2007 (Table 

10; Figures 15-16). Library specific qualifications were required for 38% of entry level 

roles in 2016, up 24% from 14% in 2007. No entry level roles required postgraduate 

qualifications.  

 

About 71% of all mid-level roles specified qualification requirements in 2016, down 

from 75% in 2007 (Table 11; Figures 17-18). Mid-level roles requiring information or 

library specific qualifications decreased from 72% to 60% between 2007 and 2016. 

All mid-level groups decreased in terms of general and specific information 

qualification requirements with the exception of qualifications which increased from 

81% to 90% for the academic sample group. Management data was tabulated but 

graphs were not presented due to small sample sizes and the challenge of 

interpreting associated graphs (Table 12). 

 

Employers filling public library assistant roles cited qualifications 42% more 

frequently in 2016 than in 2007 (75% of advertisements compared to 33%). Library 

specific qualification requirements for public entry level roles increased to 38% from 

11%. Public sector employers filling mid-level librarian roles placed less emphasis on 

qualifications (62% down from 68%) and less emphasis on information and library-

specific qualifications (53% down from 64%). 



 
 

 43 

 

In the academic sector qualifications were required in 80% of job advertisements in 

2016, up from 52% in 2007; concurrently requirements for information specific 

qualifications rose from 50% to 57%. Qualifications were required more frequently 

for entry level roles in the academic sector  (59% in 2016 compared with 20% in 

2007) although library specific qualifications were requested slightly less (14% 

compared with 17%). Qualifications were requested 9% more frequently for 

academic mid-level roles in 2016 (90% compared with 81%) whereas information or 

library-specific qualifications were requested 5% less frequently (76% compared with 

81%). MLIS/MIS postgraduate qualifications were named in six (15%) mid-level 

advertisements in 2016 and none in 2007. 

 

The proportion of special library advertisements citing library or information-specific 

qualifications was the same (58%) for both years. The percentage for mid-level 

special library roles in 2007 was comparable to the figure reported by Innes (2006, 

2007) over 2004 and 2005 (74% compared with 76% respectively) despite Innes 

(2006) relying on specialist library list servers, namely Law-Lib and SLIS-NZ (Special 

Libraries and Information Services New Zealand). 

 

During the preliminary analysis six out of 21 advertisements (29%) stated applicants 

studying towards their degree would be considered for the position. This indicated a 

certain level of flexibility on the part of employers and suggested other factors such 

as generic skills may play a more important part than having completed relevant 

professional qualifications.



Table 9: Required qualifications for all librarian roles in 2007 and 2016 by sector 

Qualifications required for library 
roles 

Public Academic Special All sectors 

2007 2016 2007 2016 2007 2016 2007 2016 

Freq.  (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) 

A) None specified 36 37% 25 39% 55 48% 14 20% 39 33% 17 33% 130 39% 56 30% 

B) University entrance 1 1% 3 5% 1 1% 4 6% 0 0% 2 4% 2 1% 9 5% 

C) Tertiary degree 5 5% 4 6% 1 1% 12 17% 12 10% 3 6% 18 5% 19 10% 

D) Library qual. 29 30% 15 23% 34 30% 8 11% 50 42% 19 37% 113 34% 42 23% 

E) Library qual. & degree 2 2% 0 0% 21 18% 19 27% 11 9% 9 17% 34 10% 28 15% 

F) BA or Dip in library studies 19 20% 15 23% 1 1% 5 7% 3 3% 0 0% 23 7% 20 11% 

G) MLIS/MIS 5 5% 2 3% 1 1% 8 11% 5 4% 2 4% 11 3% 12 6% 

Total 97 100% 64 100% 114 100% 70 100% 120 100% 52 100% 331 100% 186 100% 

  

Any library specific qual. (D+E+F+G) 55 57% 32 50% 57 50% 40 57% 69 58% 30 58% 181 55% 102 55% 
 
 

Table 10: Required qualifications for entry level library roles in 2007 and 2016 by sector 

Qualifications required for library 
assistant roles 

Public Academic Special All sectors 

2007 2016 2007 2016 2007 2016 2007 2016 

Freq.  (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) 

A) None specified 6 67% 2 25% 43 80% 9 41% 18 60% 0 0% 67 72% 11 26% 

B) University entrance 1 11% 2 25% 1 2% 4 18% 0 0% 2 17% 2 2% 8 19% 

C) Tertiary degree 1 11% 1 13% 1 2% 6 27% 9 30% 0 0% 11 12% 7 17% 

D) Library qual. 1 11% 3 38% 7 13% 1 5% 2 7% 8 67% 10 11% 12 29% 

E) Library qual. & degree 0 0% 0 0% 2 4% 1 5% 0 0% 2 17% 2 2% 3 7% 

F) BA or Dip in library studies 0 0% 0 0% 0 0% 1 5% 1 3% 0 0% 1 1% 1 2% 

G) MLIS/MIS 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 

Total 9 100% 8 100% 54 100% 22 100% 30 100% 12 100% 93 100% 42 100% 

  

Any library specific qual. (D+E+F+G) 1 11% 3 38% 9 17% 3 14% 3 10% 10 83% 13 14% 16 38% 



 

Figure 13: Required qualifications for all librarian roles in 2007 by sector 

 

Figure 14: Required qualifications for all librarian roles in 2016 by sector 
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Figure 15: Required qualifications for entry level library roles in 2007 by sector 

 

 
 

Figure 16: Required qualifications for entry level librarian roles in 2016 by sector
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Table 11: Required qualifications for mid-level librarian roles in 2007 and 2016 by sector 

Qualifications required for mid-level 
librarian roles 

Public Academic Special All sectors 

2007 2016 2007 2016 2007 2016 2007 2016 

Qualification(s) required Freq.  (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) 

A) None specified 24 32% 18 38% 11 19% 4 10% 20 23% 15 39% 55 25% 37 29% 

B) University entrance 0 0% 1 2% 0 0% 0 0% 0 0% 0 0% 0 0% 1 1% 

C) Tertiary degree 3 4% 3 6% 0 0% 6 15% 3 3% 3 8% 6 3% 12 10% 

D) Library qual. 27 36% 12 26% 27 47% 7 17% 48 55% 11 29% 102 46% 30 24% 

E) Library qual. & degree 2 3% 0 0% 19 33% 17 41% 11 13% 7 18% 32 15% 24 19% 

F) BA or Dip in library studies 16 21% 12 26% 0 0% 1 2% 0 0% 0 0% 16 7% 13 10% 

G) MLIS/MIS 4 5% 1 2% 0 0% 6 15% 5 6% 2 5% 9 4% 9 7% 

Total 76 100% 47 100% 57 100% 41 100% 87 100% 38 100% 220 100% 126 100% 

  

Any library specific qual. (D+E+F+G) 49 64% 25 53% 46 81% 31 76% 64 74% 20 53% 159 72% 76 60% 
 

Table 12: Required qualifications for library management roles in 2007 and 2016 by sector 

Qualifications required for library 
management roles 

Public Academic Special All sectors 

2007 2016 2007 2016 2007 2016 2007 2016 

Qualification(s) required Freq.  (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) 

A) None specified 6 50% 5 56% 1 33% 1 14% 1 33% 2 100% 8 44% 8 44% 

B) University entrance 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 

C) Tertiary degree 1 8% 0 0% 0 0% 0 0% 0 0% 0 0% 1 6% 0 0% 

D) Library qual. 1 8% 0 0% 0 0% 0 0% 0 0% 0 0% 1 6% 0 0% 

E) Library qual. & degree 0 0% 0 0% 0 0% 1 14% 0 0% 0 0% 0 0% 1 6% 

F) BA or Dip in library studies 3 25% 3 33% 1 33% 3 43% 2 67% 0 0% 6 33% 6 33% 

G) MLIS/MIS 1 8% 1 11% 1 33% 2 29% 0 0% 0 0% 2 11% 3 17% 

Total 12 100% 9 100% 3 100% 7 100% 3 100% 2 100% 18 100% 18 100% 

  

Any library specific qual. (D+E+F+G) 5 42% 4 44% 2 67% 6 86% 2 67% 0 0% 9 50% 10 56% 



 

Figure 17: Required qualifications for mid-level level library roles in 2007 by sector 

 

 

Figure 18: Required qualifications for mid-level library roles in 2016 by sector
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5.3 Experience 

Overall minimum experience of at least one or more years was requested in 6% of 

library job advertisements in 2007 and 18% in 2016 (Table 13). For special libraries 

minimum experience of at least one or more years was requested in 22% of job 

advertisements in 2016, up from 7% in 2007. This pattern was even more evident in 

mid-level special library roles, increasing from 9% to 27%, an increase of 18% (Table 

14). It could be argued that special library employers increasingly targeted applicants 

who already had a good amount of library or relevant work experience behind them.  

 

In 2016 a quarter (25%) of special library roles required previous experience in a 

special library, up slightly from 22% in 2007 (Table 15). Innes (2006) found 34% of 

non-management roles required special library experience in 2004 and 2005. In 

comparison this study found that 30% of advertisements requested special library 

experience in 2007 whereas only 21% requested special library experience in 2016, a 

decrease of 9%. Innes (2006) found that general library or information service 

experience was requested in 26% of job descriptions. This study found general 

library experience was requested in 36% of advertisements for mid-level special 

librarian roles in 2007 and only 21% of advertisements in 2016.  

 



Table 13: Required length of experience for library roles in 2007 and 2016 by sector 

Length of experience required 
for library roles 

Public Academic Special All sectors 

2007 2016 2007 2016 2007 2016 2007 2016 

Freq.  (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) 

None specified 52 54% 24 38% 48 42% 33 47% 31 26% 20 38% 131 40% 77 41% 

Some preferred 11 11% 4 6% 14 12% 4 6% 17 14% 8 15% 42 13% 16 9% 

Some required 27 28% 28 44% 45 39% 17 24% 64 53% 13 25% 136 41% 58 31% 

One to two years minimum  1 1% 2 3% 3 3% 5 7% 4 3% 5 10% 8 2% 12 6% 

Three to four years minimum  4 4% 2 3% 4 4% 8 11% 3 3% 5 10% 11 3% 15 8% 

Five years minimum 2 2% 4 6% 0 0% 3 4% 1 1% 1 2% 3 1% 8 4% 

Total 97 100% 64 100% 114 100% 70 100% 120 100% 52 100% 331 100% 186 100% 

 
Table 14: Required length of experience for mid-level librarian roles in 2007 and 2016 by sector  

Length of experience required for 
mid-level librarian roles 

Public Academic Special All sectors 

2007 2016 2007 2016 2007 2016 2007 2016 

Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) 

None specified 38 50% 19 40% 15 26% 18 44% 16 18% 12 32% 69 31% 49 39% 

Some preferred 8 11% 2 4% 7 12% 2 5% 6 7% 5 13% 21 10% 9 7% 

Some required 23 30% 20 43% 28 49% 8 20% 57 66% 11 29% 108 49% 39 31% 

One to two years minimum  1 1% 2 4% 3 5% 5 12% 4 5% 4 11% 8 4% 11 9% 

Three to four years minimum  4 5% 2 4% 4 7% 8 20% 3 3% 5 13% 11 5% 15 12% 

Five years minimum 2 3% 2 4% 0 0% 0 0% 1 1% 1 3% 3 1% 3 2% 

Total 76 100% 47 100% 57 100% 41 100% 87 100% 38 100% 220 100% 126 100% 
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Table 15: Required type of experience for library roles in 2007 and 2016 by sector 

Type of experience required for 
library roles 

Public Academic Special All sectors 

2007 2016 2007 2016 2007 2016 2007 2016 

Freq.  (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) 

None specified 45 46% 24 38% 56 49% 34 49% 31 26% 19 37% 132 40% 77 41% 

Relevant experience 18 19% 22 34% 9 8% 11 16% 22 18% 11 21% 49 15% 44 24% 

Library experience 29 30% 18 28% 31 27% 9 13% 41 34% 9 17% 101 31% 36 19% 

Parent library sector experience 5 5% 0 0% 18 16% 16 23% 26 22% 13 25% 49 15% 29 16% 

Total 97 100% 64 100% 114 100% 70 100% 120 100% 52 100% 331 100% 186 100% 

 
 
Table 16: Required type of experience for mid-level librarian roles in 2007 and 2016 by sector 
 

Type of experience required for 
mid-level librarian roles 

Public Academic Special All sectors 

2007 2016 2007 2016 2007 2016 2007 2016 

Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) Freq. (%) 

None specified 38 50% 19 40% 15 26% 20 49% 16 18% 11 29% 69 31% 50 40% 

Relevant experience 8 11% 12 26% 6 11% 5 12% 14 16% 11 29% 28 13% 28 22% 

Library experience 27 36% 16 34% 21 37% 5 12% 31 36% 8 21% 79 36% 29 23% 

Parent library sector experience 3 4% 0 0% 15 26% 11 27% 26 30% 8 21% 44 20% 19 15% 

Total 76 100% 47 100% 57 100% 41 100% 87 100% 38 100% 220 100% 126 100% 



 

Figure 19: Length of experience required for librarian roles in 2007 by sector 

 

Figure 20: Length of experience required for librarian roles in 2016 by sector
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Figure 21: Type of experience required for librarian roles in 2016 by sector

 

Figure 22: Type of experience required for librarian roles in 2016 by sec
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6. Conclusion 

Evidence from this study suggests generic skills are a de facto requirement for 

librarians in New Zealand. Customer service skills and communication skills were the 

two highest ranked skills for librarians in 2016 (each required in 62% of listing, up 

14% and 5% from 2007 respectively). Cultural awareness, communication skills and 

enthusiasm were emerging or re-emerging generic skills in public libraries. 

Relationship building skills increased significantly in all three sectors studied.  

 

Computer skills are a basic specification for librarians in New Zealand being required 

for 57% of library roles in 2016. Libraries knowledge was the second highest ranked 

hard skill in 2016 (23%). Knowledge of libraries was a broad phrase used to describe 

awareness of library services, resources and trends. In a changing economic climate 

with ongoing developments in digital library services employers are likely to target 

applicants with library backgrounds and/or with awareness of current challenges and 

trends in library organisations. 

 

When recruiting for mid-level librarian roles employers stated information and 

library-specific qualifications in job advertisements less frequently in 2016 than 

2007. Qualification requirements cited for mid-level roles decreased by 6% in public 

libraries and 16% in special libraries but increased by 9% in academic libraries. 

Library-specific qualification requirements decreased in all sectors for mid-level 

roles: by 11% in public libraries, 5% in academic libraries and 21% in special libraries.  
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Qualifications were cited 42% more frequently for public entry level roles in 2016 

than 2007 and library-specific qualifications were cited 27% more frequently. In a job 

market with fewer openings and potentially greater number of applicants an 

employer may choose to state qualifications partly as a recruitment strategy to filter 

out less suitable and less qualified applicants.  

 

The validity of this study’s findings is limited by a number of factors including the 

underlying assumption that job listings accurately and reliably represent employer 

expectations. However the influence of institutional prescribed language and cultural 

conventions on advertisement content is not easily determined or addressed (Gold & 

Grotti, 2013; Kim & Angnakoon, 2016). Employing a mixed method approach, 

including interviewing library employers to directly gauge their perspectives around 

recruiting new employees, could enable findings to be triangulated which would help 

address this issue (Innes, 2007; Wise et al., 2011). 

 

As only two years were sampled it was not possible to identify trends. It is 

recommended that similar longitudinal studies sample data from a greater number 

of years in order to measure year by year variation and to increase robustness of 

comparisons. Shorter intensive sampling periods of higher resolution job description 

data should not be discounted. Collecting job descriptions over a shorter timeframe 

of about four to six months could provide up-to-date snapshots of data and improve 

qualitative richness of the findings. 

 

Real time sampling would be required to collect job descriptions as they are not 
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usually available following the application closing date. Using a real time approach 

has implications on the kinds of data which could be collected and would make it 

possible to gather data from online sources such as Seek and TradeMe Jobs 

employment websites. Search engine alerts could potentially be created which 

would automatically generate emails to notify the researcher of new positions in the 

field or when new advertisements were posted containing matching keywords.  

 

Using multiple data sources could serve to improve representativeness of samples. 

On this note it would be useful to analyse the degree of representativeness of library 

job advertisements posted on NZ-Libs-Jobs by investigating the degree of overlap 

between advertisements posted on the list server with those posted on Seek and/or 

TradeMe Jobs. This could provide a proof of concept for similar studies relying on 

data sourced from NZ-Libs-Jobs and/or New Zealand employment websites.  

 

The low number of time points, reliance on a single data source and dependence on 

job advertisements limited the findings and subsequent conclusions of this study. 

Future studies could use multiple data sources including online job websites and 

analyse full job descriptions for more conclusive results. The study could be 

extended by automating content analysis using specialised software to improve 

analysis efficiency and enable multivariate analysis. The results of this study, while 

not likely to apply widely to other regions, will be of relevance to a local audience 

and contribute to knowledge on this topic in a New Zealand context. It also provides 

baseline data and serves as useful indicator for future research.  
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Appendices 

Appendix A: Table of methods used for library job advertisement content analyses 
 

Reference 
Geographic 
location 

Library 
Sector 

Job position 
Sampling 
Period 

(n) Data source(s) Method notes 

Chen & Zhang (2017) USA academic  information 
professionals 

2015 (six 
months) 

70 unspecified professional organisation 
& academic websites 

Provalis WordStat 
software used 

Choi & Rasmussen 
(2009) 

USA academic  digital 
librarians 

1999-2007 87 C&RL1 News longitudinal study 

Cooper & Crum 
(2013) 

USA special healthcare 
librarians 

2008-2012   MLA2 MEDLIB-L list server  

Gerolimos & Konsta 
(2008) 

USA; UK; Australia; 
Canada 

 librarians 2006-2007 (two 
years) 
 

200 professional and job websites (ALIA3; 
CLA4; ALA5 JobLIST; Chronicle of Higher 
Education; Jobs.ac.uk, UK Job Search; 
Jobsite; BayNet; LISJobs) 

 

Gerolimos, Malliari & 
Iakovidis (2015)  

USA academic  librarians 2013 (five 
months) 

133 ALA JobLIST  CHIC Analysis software 
used for multivariate 
analysis 

Goetsch (2008) USA academic  librarians 1995-2005  C&RL News longitudinal study 

Grimes & Grimes 
(2008) 

USA academic librarians 1975-2005 (five 
year intervals) 

>4000 C&RL News longitudinal study 
spanning 30 years  

Gold & Grotti (2014) USA academic instructional 
librarians 

2012 (six 
months) 

230 ALA JobLIST  

                                                        
1 College and Research Libraries 
2 Medical Library Association 
3 Australian Library and Information Association 
4 Canadian Library Association 
5 American Library Association 
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Han & Hswe (2010) USA academic  metadata & 
cataloguing 
librarians 

2000-2008 86 serials (American Libraries, C&RL 
News); aggregate database used to 
search multiple list servers 

longitudinal study 

Innes (2007)  NZ special  librarians 2004 & 2005  
 

44 multiple list servers (SLIS6-NZ; NZ-Libs; 
Law-Lib) 

mixed methods study; 
aggregate list server 
used 

Kim, Warga & Moen 
(2013) 

USA; Canada mainly  
academic  

digital curators 2011-2012 (six 
months) 

173 professional websites (ALA JobLIST; 
ARL Job Announcements; LISJobs; 
Digital Curation Exchange; Special 
Libraries Association Career Center) 

Nvivo software used 

Kinkus (2007) USA  librarians 1993; 2003; 
2004 

1180 C&RL News longitudinal study 

Mathews & Pardue 
(2009) 

USA  librarians 2007-2008 (five 
months)  

100 ALA JobLIST  

Ocholla & Shongwe 
(2013) 

South Africa all sectors information 
professionals 

2009-2012  609 serials (The Sunday Times; Mail & 
Guardian) 

longitudinal study 

Okamoto & Polger 
(2012)  

USA; Canada  liaison librarians 2000-2010 149 professional websites (CLA; ALA 
JobLIST); serials (American Libraries; 
Library Journal; C&RL News) 

longitudinal study 

Pamment (2008) Australia all sectors information 
professionals 

2006 (six 
months) 

68 ALIA website mixed methods study  

Park, Lu & Marion 
(2009) 

USA all sectors cataloguing 
librarians 

2005 & 2006 
 

349  AutoCAT list server Provalis SimStat 
software used for 
multivariate analysis 

Raju (2014) South Africa academic information 
professionals 

2008 & 2013 71 serial publication (The Mail & 

Guardian); LIASA7 Online list server 

longitudinal mixed 
methods study  

Ralph & Sibthorpe 
(2010) 

NZ special  librarians 2007-2009 (two 
years) 

219 serial publication (The New Zealand 
Herald); multiple list servers  

 

                                                        
6 Special Libraries and Information Services 
7 Library and Information Association of South Africa 
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Reeves & Hahn 
(2010) 

USA mainly 
academic 

librarians & 
archivists 

2006-2009 
(three years) 

>1000 job websites (USAJobs; LISJobs); serials 
(American Libraries; Library Journal); 
list servers 

 

Shahbazi & Hedayati 
(2016) 

USA; UK; Australia; 
Canada; India; 
United Arab 
Emirates; Hong 
Kong; South Africa; 
Philippines; NZ 

 digital 
librarians 

2013 
 
 

109 Indeed.com job database  

Shongwe (2015) South Africa all sectors digital librarians 2009-2012 75 serials (The Sunday Times; Mail and 
Guardian) 

longitudinal study 

Triumph & Beile 
(2015) 

USA   
 

academic  librarians 1988; 1996; 
2011 
 

957 professional websites (ALA JobLIST; 

ARL8 Job Announcements); serials 
(American Libraries; Chronicle of 
Higher Education; C&RL News) 

longitudinal study 
spanning 23 years; 
SPSS software used 

Wang, Tang & Knight 
(2010) 

USA academic reference 
librarians 

1966-2009  C&RL News longitudinal study 
spanning 44 years 

Wise, Henniger & 
Kennan (2011) 

Australia all sectors information 
professionals 

2004; 2010  441 job databases (Seek; MyCareer);  
professional websites (ALIA)  

longitudinal mixed 
methods study; 
WordStat used for 
multivariate analysis 

 

                                                        
8 Association of Research Libraries 



Appendix B: Categorisation dictionary codes 

i) Experience requirements (length)  

None specified: no experience requirement stated 

Some preferred: some work experience preferred (no minimum requirement) 

Some required: some work experience required (no minimum requirement) 

One to five years minimum: at least one or two years work experience required 

Three to four years minimum: at least three or four years work experience required 

Five years minimum: at least five years minimum work experience required 

ii) Experience requirements (type) 

None specified: no experience requirement stated 

Relevant experience: experience in an unspecified organisation (eg: customer services 
experience; supervisory experience in a large organisation) 

General library experience: experience in any type of library preferred or required 

Parent library experience: specific parent library experience corresponding to either the 
public, academic or special library sector 

iii) Qualification requirements 

None specified: no qualification requirement stated 

University entrance : NCEA Level 3 or equivalent  

Tertiary degree: unspecified degree or degree not related to library or information studies  

Library qual.: librarianship or related information qualification  

Library qual. & tertiary degree: librarianship or related information qualification and 
unspecified tertiary degree  

Diploma/BA in library studies: Bachelor of Arts (BA) or Diploma at undergraduate level in 
librarianship  

MLIS/MIS: postgraduate level Master of Library and Information Studies (MLIS) or Master of 
Information Studies (MIS)  
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iv) Hard skill requirements  

Hard skills Description/examples 

Advanced computer skills  
specialised knowledge (library management systems, 
educational platforms, programming and cloud technologies) 

Analytical skills analytical and problem solving skills 

Cataloguing skills  
classification, indexing and metadata skills (cataloguing rules 
such as DDC, AACR2 and RDA, standards such as DC, MARC21) 

Collection management acquisition and collection management skills 

Database skills 
database use, maintenance and searching (knowledge of 
advanced filtering techniques) 

General computer skills  
digitally literate and confident user of technology (online 
searching skills, familiarity with Microsoft Office software) 

Library knowledge 
knowledge of library procedures, resources and services 
(awareness of issues, challenges and trends in libraries) 

Literary knowledge 
knowledge of literature (knowledge of children’s literature, a 
love of reading and books) 

Marketing skills 
promotional and current awareness skills (social media and 
blog editing skills) 

Presentation skills able to deliver workshops or presentations in groups  

Project planning skills 
project and event management skills (programme 
development skills, exhibition or digital initiative delivery) 

Reference skills 
able to help others search for information (reference 
interview skills) 

Research skills 
able to find, analyse, cite and present information efficiently 
and effectively 

Te Reo Māori skills 
Te Reo language skills (able to speak Te Reo fluently, some 
basic Te Reo skills) 

Teaching skills   
training skills (learning support and facilitation skills, coach 
and mentoring skills) 

 
  



 
 

 67 

v) Soft skill requirements 

Soft skills Description/examples 

Attention to detail shows attention to detail (methodical) 

Communication skills effective verbal and written communication skills 

Community focused 
willing to engage with and relate to diverse communities 
(youth and children focused) 

Cultural awareness 
cultural and bicultural awareness (understanding of tikanga 
Māori, knowledge of Treaty of Waitangi principles) 

Customer service skills 
strong customer service ethic (service oriented, client 
focused) 

Energetic  lively and possessing physical stamina 

Enthusiastic 
passionate (enthusiastic about books and reading, passionate 
about delivering excellent service) 

Flexibility 
able to adapt to changing priorities and situations (flexible 
working approach) 

General interpersonal skills 
good general interpersonal qualities (a “people person” who 
enjoys working with others) 

Independent working skills 
able to undertake own work without supervision (self-
managing, works well independently)  

Innovative imaginative/creative (thinks laterally and “outside of the box”) 

Leadership skills able to build and inspire teams (supervisory skills) 

Motivated driven to achieve goals and tasks (self-motivated) 

Organisational skills 
able to plan and prioritise tasks to meet deadlines 
(administrative and time management skills) 

Positive attitude 
positive mindset (approachable, friendly, confident, 
empathetic, “can-do” attitude)  

Relationship building skills 
builds positive relationships (community/iwi/stakeholder 
management, negotiating and influencing skills) 

Showing initiative willing to show initiative (proactive, a “self-starter”) 

Teamwork skills 
works well in a team (team player, co-operative, 
collaborative) 
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