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ABSTRACT 

Automation has had a profound effect upon job design, job 

satisfaction, and the health of employees in offices and 

factories. This study investigates the implications of automation 

for library jobs, focussing upon a selection of staff in a 

single, fully automated academic library. Findings apply 

specifically to the institution studied; further research is 

needed before any generalisations can be made. 

Automation did not restrict staff communications or movement. 

Although little management attention had been paid -to job design, 

most staff found their jobs reasonably satisfying. Motivating 

factors were variety, challenges, responsibility, and learning 

and exercising skills. Nonprofessionals were frustrated by the 

lack of-opportunity to tackle more demanding responsible work. 

Automation per se did not affect job satisfaction. Computers were 

useful tools rather than the focus of the job. However, 

successful completion of work depended upon the computer. 

Visual display units (VDUs) have been associated with various 

health problems. Amongst staff studied, physical discomfort 

occurred most frequently where adjustable workstations were not 

available, rather than through unsuitable job design. Management 

practices contributed far more significantly to dissatisfaction 

than health problems. Improvements in communications would 

increase motivation. Staff need to be considered as individuals, 

as each seeks to- fulfil different needs through work. 
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CHAPTER ONE 

INTRODUCTION 

It "is important to look at job design specifically within an 

automated library for various reasons. Firstly, automation is 

being used to an increasing extent; few library jobs, certainly 

within the libraries of large academic institutions, do not 

involve the use of some form of Information Technology. It has 

become clear that automation has had a major impact upon jobs in 

other sectors - both factories and "offices - raising the question 

of whether library jobs have been similarly affected. Job design 

itself has not perhaps attracted wide attention amongst library 

managers. Although some research has been done on the subject 

(1), it is interesting to see what is actually happening in 

practice in terms of the conscious design of library work. In 

addition, certain health problems have come to be associated with 

the use of VDUs. Even if recent discussions (2) have suggested 

that the VDU cannot in itself produce those health troubles 

identified in earlier literature, operator discomfort may arise 

from poor job design, or through ergonomic and/or personal 

factors. It is important to discover if the job design currently 

employed is giving rise to health problems amongst library staff, 

or indeed if they are suffering any difficulties which may be 

attributed to alternative causes. 

The situation being studied is thus a complicated one. The three 

areas of job design, health, and job satisfaction are to a large 
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extent interconnected. The way in which jobs have been designed 

has implications for the level of job satisfaction enjoyed by 

employees, and may affect the incidence of health problems 

associated with VDU work. Job satisfaction may also be impaired 

where an employee is suffering from health problems. Factors 

other than job design may produce health problems, and indeed 

these may even be unconnected with the use of VDUs. Consequently 

it is necessary to look at ergonomic factors: the design of the 

workstations used and adjustability of furniture, together with 

environmental factors such as lighting, noise, heating, and 

ventilation. Personal characteristics can affect both motivation 

and health and are important to job satisfaction. 

It was decided to look at these areas within the context of a 

single institution: an academic library with a fully integrated 

automated system, focussing in detail upon the jobs of a 

selection of library staff. Bearing in mind that the situation 

under investigation is complex, three major objectives of the 

study can be identified: 

1. To discover the existing job design currently in operation in 

an academic library with a fully integrated automated system. 

2. To discover which of the health problems commonly associated 

with VDU work are actually being suffered by library staff, and 

to seek to determine whether these problems arise from the job 

design or from ergonomic or a combination of factors. 
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3. To discover what level of job satisfaction is enjoyed by staff 

in an automated library, which features of job design are most 

important in this, and what contribution 'automation makes to the 

level of job satisfaction or dissatisfaction experienced. 

This study beg~ns with a general 

involved and the institution under 

followed by a description of the 

background to the concepts 

investigation. This is 

research methods ~sed. The 

remaining chapters take the areas of job design, health, job 

satisfaction, and the role of management in job design in turn, 

discussing the results of the research undertaken. The conclusion 

draws these threads together, and highlights areas where 

improvements might be made. 
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CHAPTER TWO 

LIBRARIES, AUTOMATION, AND JOB DESIGN 

2.1, Automation and Libraries 

Libraries have seen increasing introduction of automation over 

the past two or three decades. A vast array of different 

manifestations of Information Technology may now be adopted: 

integrated library housekeeping systems, online searching, 

electronic mail, wordprocessing, spreadsheets, in-house 

databases, CD-ROM, etc. Integrated systems pervade the largest 

number of jobs, with most traditional library activities 

containing an element of automation. 

The effect of automation upon individual jobs depends to some 

extent on the original motivation of the worker. Someone who 

found satisfaction in maintaining precise and accurate records 

might rejoice in the order that an automated system brings to 

their work. Another whose reason for enjoying a job was the 

contact with the public might well resent the reduction in 

contact time due to the speedier operation of the computer (1). 

Many people's reactions will be mixed; those who identify 

strongly with an organisation's objectives can be motivated by an 

improvement in service whilst at the same time being demotivated 

by reductions in aspects of their own work which they enjoyed. 

Several studies have indicated that it is changes in social 

relations which cause most resentment amongst staff (2, 3). 
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Job design which is thoughtful and concerned about such issues is 

vital, not least because an automated system can be .. severely 

jeopardised by people's unwillingness to cooperate in using it. 

Various functions may be resisted or ignored if people are 

unhappy about the effect that it might have on their work. Culnan 

and Bair's comment that "User rejection is currently one of the 

leading causes of system failures" (4) is a succinct statement of 

a recurring theme of the literature. 

Automated systems frequently bring with them opportunities for 

redesigning the way in which people work, not only in terms of 

the actual tasks which require to be done, but in the structure 

of the whole organisation (5). Certain jobs may no longer be 

significant. Others may combine, or become interdependent, due to 

the way in which functions interrelate within the system. 

Decentralisation can become possible once information previously 

located with individuals becomes available across a network of 

computer terminals. The effect that such a system can have across 

a whole organisation, as well as upon the need for particular 

skills, makes it imperative that jobs are properly designed, so 

that staff are motivated, identify with the objectives of the 

organisation, and recognise their own place within it. 
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2.2. Job Design: Theories and Principles 

To some extent technology has had, a very bad. press as far as job 

design is concerned. Production line factory work, with each 

worker performing the smallest subsection of a task repeated in 

short cycles, paced by the machinery can be highlighted as the 

worst form of job design in terms of personal satisfaction. It is 

not even particularly efficient for the organisation, being 

dogged by problems of high turnover, absenteeism, low morale, and 

industrial dispute. It can be argued, however, that the 

technology itself did not dictate this form of work organisation. 

F.W. Taylor (after whom this 'Taylorist' model of job design is 

called) began his studies of efficiency of work involving 

sub-division of tasks and specialisation, by looking at manual 

shovelling (6). Francis has argued that management chose, 

throughout the industrial revolution and up to the present day, 

to implement a style of job design which would keep the worker 

firmly under control, and technology was developed to this end 

(7). To some extent this may still continue. In the design and 

implementation of any technology, there are choices to be made. 

"A great deal seems to depend on the motives 

underlying management decisions to introduce the 

technology in the first place." (8) 

It may not be appropriate in every case to consult the members of 

staff involved about their preferences for the way in which 

technology could be used in their work; they might not have the 

expertise to be able to assess technical alternatives (9). 
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However, job design considerations can be taken into account at 

the beginning of the design process, rather than being .. ignored 

until the system is installed, by which time some of the options 

may well have been precluded (10). 

The idea of "good" job design, taking into account the needs of 

the individual as well as the objectives of the organisation, 

developed with improvements in educational standards, increased 

aspirations regarding what working life should be like, 

recognition of the failings of the. Taylorist 'Scientific 

Management' and with the increasing interest in the question of 

motivation. As it became more widely accepted that the motivated 

worker enjoying a high level of job satisfaction would be more 

likely to give better performance and fulfil company objectives, 

so more attention was given to finding out what motivated a 

worker. In fact the connection between job satisfaction and 

performance may not be quite so clear cut. Studies at IeI, where 

jobs were "enriched" and the effect upon performance and job 

satisfaction measured, demonstrated that in fact individual 

satisfaction rose only after performance had improved, perhaps 

reversing the relationship generally hypothesised between the two 

(11). In addition, it must be noted that an employee may be happy 

with his work, yet perform badly by company standards, or be 

motivated by activities outside the workplace altogether and not 

be concerned to seek personal fulfilment from his job (12). 
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The proliferation of theories of motivation - a summary of the 

work of Maslow, Aldefer, Herzberg" Vroom, Lawler, and Porter may 

be found in various management texts (13) - each with their own 

different emphases perhaps serves to illustrate the fact that all 

men' are individuals. People seek different things from their 

work; not all will be motivated by the same factors. Musmann has 

emphasized the need to take into account individual preferences 

and needs when designing jobs (14). 

Nevertheless, certain elements of work have been identified which 

on the whole are likely to have a motivating effect. The list of 

factors to be considered in job design compiled by Sell of the 

Work Research Unit is particularly useful, as it was formulated 

with VDU work in mind (15). Similarly, guidelines drawn up by 

APEX for job design apply in the automated context (16). 

In a well-designed job, the employee should be able to carry out 

a variety of tasks involving different types of activities, to 

have some control over the way in which they are performed, and 

to receive regular feedback on that performance. An important 

aspect of work for many people is the opportunity it gives for 

social contact; whilst idle chatter is unproductive, an employee 

should not be isolated from colleagues, as this can lead to 

stress, poorer performance, lower satisfaction, and even 

obstructive behaviour (17). Being given a coherent, whole job to 

do can give a sense of purpose and achievement, and can also give 

staff more personal responsibility for their work. Staff should 

have the chance to learn and develop in their work too. (Cooper 
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points out that job design cannot be a static once and for all 

project, as staff needs will change as their experience increases 

(18).) Tasks should be clear and prioritized, as ambiguity can 

bring about stress, impairing satisfaction. Similarly stress can 

arise from too little or too much being demanded of an employee: 

the former producing frustration and the latter increasing 

pressure. 

2.3. Automation and work: the Job 

Job design is important in any workplace, as staff who are 

motivated and enjoy a high level of job satisfaction are more 

likely to give higher productivity or quality work. Both the 

organisation and individuals will benefit from well designed 

jobs. In his introduction to a one day conference on job design 

and VDU work, Brian Pearce claimed that: 

"The introduction of computer systems provides an 

.opportunity to improve the productivity and quality of 

working life of those who will be using the technology. 

Consideration of the design of VDU jobs can also have a 

profound effect upon the avoidance of VDU health 

problems." (19) 

Two major issues are highlighted here, the second of which will 

be covered in the next section. The advent of information 

technology, with its capacity for the storage and manipulation of 

vast quantities of data, too unwieldy to be contemplated in a 

manual system, provides opportunity for new types of work. Just 
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as the implementation of automation in manufacturing industry 

removed much of the heavy manual l<tbour required, leaving .. instead 

supervisory and control skills, so the new information and 

communications technology invading many of our offices, 

factories, and libraries can take over many of the previously 

routine functions, freeing the operator for more interesting 

duties, and enabling the exercise of new skills involved with the 

use of the equipment. 

The converse of this is also true. A computer can take over and 

deskill aspects of the work which the employee found rewarding, 

in which he or she could use hard-learned talents. Automated 

systems also have routine duties associated with them such as 

data input, which are repetitive and require comparatively little 

skill. 

"Some of the dehumanizing aspects of automation include 

its unrelenting pace, its intolerance of human error, 

and the requirement that its operators communicate in a 

coded language." (20) 

Often jobs are not consciously planned, but evolve from a 

combination of the tasks which the computer cannot conveniently 

tackle itself (21). 

Failure of systems designers and operators to communicate 

adequately is a feature of library automation, where no common 

vocabulary may exist between library and computer experts, and 
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the latter may have little understanding of library operations. 

Managers need to ensure that job design considerations are taken 

on board by the systems designers. While it has already been 

noted that the technology may preclude options, it should be 

recognised that decisions on the best form of work organisation 

are likely to be based upon historical practice, attitudes 

towards the workforce, and factors quite apart from the nature of 

the technology itself (22). 

In general, studies of the impact of automation on work have 

concentrated upon the effects of computer numerically controlled 

machinery on factory jobs (23, 24), or, slightly more 

pertinently, upon the impact of office technology on typing and 

secretarial staff (25). Julie Bichteler has looked at the 

phenomenum of "technostress" among special librarians (26), and 

other research has centred upon the reaction of staff towards 

imminent or newly introduced automation (27, 28). Much of this 

work has suggested that the style of implementation and 

consultation with the work force are more significant in gaining 

employee acceptance of new systems, than actual changes in the 

jobs themselves. Nevertheless, job design is important. Staff 

may cooperate in the introduction of equipment perceived as 

necessary to their work, they may gain great personal 

satisfaction in the workplace in participating in the design of 

those elements of the system which they will use in their 

everyday duties. (Such participation may even be seen as part of 

effective job design.) The nature of the work in which they 

engage once the system is installed, however, will determine 
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their general level of satisfaction and motivation. It is the 

aspect of job design, covered only, partially in the literature to 

date (29, 30) which this study seeks to investigate. 

2.4. Automation and Work: Health 

Good job design is important from the point of view of the 

employer, to ensure the efficiency with which organisational 

objectives are met, and that of the employee, to provide a 

motivating and worthwhile job. (The latter may of course 

contribute to efficiency.) A third factor which needs to be 

considered is the effect that any particular job design will have 

upon the health of employees. An employee suffering from 

physical complaints incurred in the course of work may lose 

motivation, have lower morale, and could take time off work. This 

has implications for overall efficiency. Employers also have a 

legal obligation to ensure that the health of their workforce is 

not damaged. 

These considerations are of particular relevance where VDU work 

is concerned. Various health problems have come to be associated 

with VDU work (31, 32). A wide range of complaints have been 

suggested in the literature to have some link with computers, 

from facial rashes and cataracts, to photosensitive epilepsy and 

sterility! Some of the more extreme claims may be dismissed as 

scaremongering on the part of the media, with little foundation 

in scientific evidence. Those areas where problems are clearly 

evident among VDU operators are visual discomfort, what may 

loosely be termed postural problems, and stress. Fears regarding 
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possible risks incurred by using VDUs during pregnancy have not 

totally subsided, and so are wortn considering in the context of 

job design. 

It should be noted that although VDU operators have been shown to 

suffer a variety of health problems, the case for a clear cause 

and effect relationship between VDU use and health problems is by 

no means proven. Studies have failed to compare VDU users 

adequately with workers doing similar jobs under similar 

conditions but without using automation. In addition, physical 

diScomfort suffered by VDU operators has been too hastily 

correlated with VDU work, without considering other possible 

causes of distress. Research by Howarth and Istance (33), for 

example, demonstrated that the visual discomfort experienced by 

wordprocessing staff did not increase to a significantly greater 

extent over the course of the working day than that felt by 

typists doing very similar tasks. While VDU users did suffer eye 

strain, this could not be linked exclusively to VDU use, as 

similar symptoms were experienced by those not using the VDUs. 

It is important to distinguish between health problems arising 

through the way in which the job is designed and those whose 

roots lie in ergonomic factors. In considering these it is 

helpful to look at each broad category of problems in turn, 

although it is recognised that they may often be closely 

connected. 
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2.4.1. Visual problems 

As VDU use spread throughout many occupations, eye complaints 

were probably the first to be voiced. Despite the fact that 

scientific evidence supporting a cause and effect relationship 

between eye problems and VDU work is limited, as VDU use has 

increased, so has the incidence of complaints among VDU 

operators. These comprise general feeling of "eye strain" and 

fatigue, itchy or sore eyes, redness, and blurred vision. It is 

important to note that symptoms such as these may not merely be 

signs of a visual problem, but may indicate a more serious 

disorder. 

Visual fatigue can occur through a combination of personal 

factors and occupational factors. Symptoms of visual discomfort 

may occur when a VDU operator is in poor health, tired, or under 

stress. Levels of alcohol and cigarette consumption may affect 

health and be exhibited in visual difficulties. It is not always 

clear whether visual difficulties emerge as a result of beginning 

to use the VDU, or whether individuals only become aware of 

previously undetected faults in their eyesight when faced with 

the demands of VDU work. Age is also relevant, as deterioration 

in eyesight can slow the speed with which the eyes can refocus, 

adapt to differing levels of illumination, and diminish visual 

acuity or the ability to distinguish between different 

characters. Individuals can expect a reduction in visual acuity 

of 25% between the ages of 20 and 60, the rate of deterioration 

increasing with age (34). Older eyes also become more sensitive 

to glare and less able to detect contrasts. 
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The characteristics of the terminal itself are very important. 

The refresh rate and type of the phosporous material used to 

produce the display can affect the stability or flicker of the 

images on the screen. "Ghosting" may appear, where one image has 

not faded before the next emerges. The contrast and brightness, 

and the formation of the characters all contribute to the 

legibility of the screen display. Difficulty in reading the text 

on screen may well cause eye strain. 

Levels of lighting in the workplace affect eye reactions. Where 

documents are used these need to be clearly illuminated, but too 

bright a light may diminish the contrast and thus the legibility 

of the screen. Constantly adapting between different levels of 

illumination on the document and the screen is also not 

advisable. VDUs need to be positioned in relation to lights and 

to windows to avoid the occurrence of glare problems. Reflections 

from glossy surfaces around the VDU may exacerbate glare. 

Poor working posture and visual discomfort are closely linked. 

Difficulty of reading the VDU may lead to repositioning of the 

eyes to a more favourable viewing distance, which in turn can 

load muscles unfavourably. A more comfortable posture in terms of 

the easy reach of the keyboard and back support may leave an 

operator straining to see both the screen and documents 

adequately. 

The type of VDU task undertaken, the intensity of concentration 

required, and the length of time involved are significant to 
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visual problems. Job design factors such as the positioning of 

breaks, provision of alternative tasks, and the operator's 

freedom to pause at will may have a bearing upon the level of 

discomfort experienced. Where tasks demand concentrated focussing 

upon the screen, or repeated turning between a document and the 

screen involving refocussing and adjustment between different 

luminances, that too may bring eye problems. 

No amount of redesigning of work can remove problems caused by 

inappropriate lighting levels, glare, or dim, indistinct, or 

flickering screens. Nevertheless, appropriate workstation design, 

particularly that including use of adjustable components which 

operators can adapt to their own needs, can only alleviate those 

problems whose roots lie \in the inappropriate positioning of 

screen, keyboard, and documents, not those resulting from poor 

job design. 

2.4.2. Postural problems 

A variety of postural problems have been reported by VDU 

operators, consisting of neck and shoulder pains, back and leg 

pains, circulatory difficulties, and repetitive strain injuries. 

These can be brought about by poor workstation design leading to 

viewing the screen at an awkward angle, keyboarding at an 

uncomfortable height, 

equipment, etc. Poor 

having to twist to see documents or reach 

lighting or screen display can also 

increase tendencies to sit hunched forwards, placing additional 

strain on the neck and constricting the abdomenal area. Constant 

turning from a source document to the VDU can cause neck pains, 
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while the maintenance of the same rigid position over long 

periods, a situation often associated with concentrated tasks, 

can cause pains in the legs and inhibit circulation. Rapid keying 

over long periods can also give rise to repetitive strain 

injuries in the hands and wrists. 

The type of task performed, pressure of workload, repetitiveness, 

and length of time spent at a task are all job design features 

which can cause an employee to maintain a static posture for long 

periods, giving rise to circulatory and muscular disorders. Tasks 

which require constant, rapid keying may also result in 

repetitive strain injuries. Research in Australia has revealed 

that library staff there are suffering from RSI in the hands and 

wrists (35) . Interestingly, such problems are also becoming 

evident where staff are. performing traditional library activities 

such as moving books and opening post. 

Many' postural problems result from ergonomic factors: poor screen 

display, inappropriate lighting, unsuitable furniture. Their 

amelioration through good workstation design will be discussed in 

section 1.5. It is worth mentioning though, that staff who are 

motivated may be more tolerant of poor workstation design than 

those who are undertaking less fulfilling jobs. Slovak and 

Trevers' comparison of designers using VDUs 'creatively with 

secretaries performing routine clerical work suggests that job 

design can be a more significant determinant of health than 

ergonomic provisions (36). 
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2.4.3. Reproductive hazards 

Much attention has been given in the press to clusters of birth 

abnormalities or miscarriages suffered by women involved in VDU 

work. Studies undertaken can be criticised for poor methodology, 

and measurements suggest that emissions of radiation from VDUs 

are of too low a level to cause such 

debate seems likely to continue 

complaints, although the 

(37). The case against ELFs 

(extra low frequency emissions) has yet to be proven, and while 

fears are still aroused by the possibility of risks it would seem 

only reasonable for employers t.o be prepared to give pregnant 

employees alternative, non-VDU work should they desire it. 

Stress, where fears of possible risks are involved, and possibly 

also the postural problems associated with VDU work could 

adversely affect employees' health at such times. 

2.4.4. Stress 

Earlier studies of the complaints of VDU operators tended to 

centre on questions of visual distress, postural problems, and 

fears concerning reproduction. Many ergonomic issues have been 

tackled, with the design of more appropriate workstations, yet 

complaints about VDU work have not subsided. Now, increasing 

attention is being paid to work-related stress, which is not 

confined to the higher echelons of management. Stress may lead to 

other more serious illnesses if continuing over a long period, 

and can exacerbate any existing medical condition. Stress can 

also have an adverse effect on an employee's home life. 
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stress can arise through inadequate training bringing fears of 

making mistakes and somehow damaging the system, or where 

operators are afraid of the possible health hazards associated 

with VDUs. 

studies so far on the interrelationship of stress and use of the 

VDU have tended to concentrate on particular models of behaviour 

and occupational stress. In order to distinguish which variables 

of VDU use actually have a bearing upon the presence or absence 

of stress, it is necessary to dete~mine the nature and scope of 

the tasks performed by individuals on the VDU. Other factors 

associated with the use of the system, such as user friendliness, 

response time, and degree of control over the workload are also 

relevant to this. 

"It is not unreasonable to hypothesize that higher 

levels of stress would be reported in those jobs which 

are characterized as having short cycle time, 

interdependence on other parts of the operating system 

outside of the VDT operators [sic] control, and an 

emphasis on data entry rather than more truly 

interactive operations." (38) 

In addition, it is important to be aware of the "level of 

saturation". Perhaps surprisingly, research has not directly 

correlated the proportion of working time spent at the VDU with 

the level of stress experienced. It may be that measurements of 

the proportion of time, or saturation level, of VDU work in a job 
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becomes relevant to stress only when combined with other factors 

such as the type of task performed, the system response t'ime, or 

the amount of social contact possible. If computer response time 

is very slow, this can be extremely aggravating, but if too 

rapid, the operator can feel pressured to try to work at a higher 

rate than is comfortable or sustainable (39). Staff may also be 

stressed where they feel isolated from colleagues and 

"imprisonned" behind their VDUs (40). A study conducted by Starr, 

Thompson, and Shute (41) found that comparison of telephone 

enquiry operators using VDUs and hard copy sources revealed no 

major differences, possibly because the job itself was basically 

the same, even if the tools used were different. 

2.5. Workstation design 

Various features of workstation design have been expounded in 

ergonomics textbooks such as that of Cakir and Hart (42), based 

upon a posture which is best for the loading of muscles, reach 

and manipulation of equipment, and optimum viewing angles and 

distances. Recommendations centre upon the anthropometry of the 

"average" person. While they may be suitable for the majority of 

users, the 10th percentile at least will not find such 

measurements appropriate. Individual preferences for working 

posture may differ markedly (43); indeed disagreements are voiced 

in the literature as to whether a totally upright sitting posture 

is to be recommended over one leaning slightly backwards, which 

is apparently favoured by VDU operators (44). 
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The effect of an upright seated position on pressure experienced 

to the spine may be seen in figur~ 1. 

Figure One 

The effect of four postures on the intervertebral disc pressure 
between the 3rd and 4th lumbar vertebrae. 

100% 

24% 

140% 190% 

The pressure measured when standing is taken as 100%. (45) 

The pressure on the vertebrae in the lumbar region is clearly 

reduced when the body is in an upright seated position, although 

standing and prostrate postures are more favourable still. 
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Figure Two 

A recommended posture for VDU work. 

Back is upright, 
with lumbar region 
supported. 

Thighs and forearms are 
horizontal. 

Feet may be flat on 
the floor, or 
resting on footrest·. 
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A standard posture commonly recommended for VDU work may be seen 

in figure 2 (above). 

This position keeps the arms horizontal, thus placing least 

strain upon the wrists whilst allowing freedom of movement for 

the fingers over the keyboard. The viewing angle of the screen is 

approximately 20 degrees from the horizontal, as this gives clear 

viewing within the angle in which eye swivel is comfortable 

without placing strain on the neck. Another very important 

feature of the workstation is a document holder. This can hold 

the hard copy from which the operator is working at the same 

distance and angle as the screen, reducing requirements 'to 

refocus the eyes. More significantly, a document holder can 

reduce postural problems, as movement to read a document placed 

flat on a desk can place the rest of the body in an unfavourable 

position, often without back support. Recommendations have been 

made for desk, chair, and keyboard dimensions, angles of viewing 

and sitting, and other desirable adjustable features. Some of 

the most important of these may be seen in figure 3. 
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Figure Three 

Some important features of VDU workstations. 

__ -1-__ __ 
?20-250mm. 

420-549mm • 

Stable, adjustable 
chair 

I 

Document holder in same 
plane as screen 

min. 170mm. 

Keyboard 
thickness 
30mm. 

680:-760mm. 

Footrest for short users 

.'. 
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Chairs used for VDU work should have a stable 5 point base, and a 

padded seat with a rounded front edge to prevent impairment of 

circulation in the thighs. The backrest should be adjustable in 

height and angle to give the support required where needed by the 

individual operator. Seat height must also be adjustable, 

preferably from a seated position, and footrests should be 

provided for shorter VDU users. Figure 4 shows the features 

required in a VDU operator' s chair~ 

Figure 4 

The features required in a VDU operator's ehair. 

\------ Padded backrest 

Backrest height & 
angle adjustment 

Five point base 

Padded seat with 

rounded front 

/ 
- Seat height 

adjustment 

~~ 
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The desire for binding regulations for VDU workplace dimensions 

in Germany in the late 1970s led .to the drafting of certain 

recommendations (46). These stated that the heights of chairs, 

desks, and footrests should all be adjustable to meet individual 

requirements. Chairs were to be adjustable between 420mm and 

540mm, and desks in the range 680mm - 760mm. This was assuming a 

keyboard height of 30mm, which allowed the operator to keep 

his/her forearm in a favourable horizontal position, whilst not 

bending the wrists at an uncomfortable angle. Detailed minimum 

requirements for legroom were also outlined and may be seen in 

figure 5. 

Figure 5 

Proposed desk dimensions for VDU workstations. 

Z650 

Z620 
590 

~120 

(mm) 

(47) 
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It should be noted that maintaining any posture for a significant 

length of time produces a static loading of muscles which may 

cause discomfort. Not only is a workstation which allows freedom 

of movement and provides adjustability important, a general work 

place environment in which employees are encouraged to pause and 

change position, even stretch their legs for a short while, is 

needed. Shute and Starr have suggested from the outcome of their 

work at Bell Laboratories that one of the great benefits of 

furniture that is widely and easily adjustable from a seated 

position, is that operators may adopt a variety of different 

comfortable postures throughout the working day (48). 

The provision of adequate training and information to staff 

concerning how best to organise their works pace to avoid causing 

problems, and the need for breaks and movement between tasks, is 

something which the job designer should not neglect. If staff are 

given adjustable furniture, but are not advised how to adjust it 

and encouraged to do so, then the effects of otherwise good job 

design may be reduced. Management need to be able to recognise 

what is causing any health problems their employees may be 

suffering. Just as improved job design will not totally 

eradicate difficulties caused by a poor workstation, neither will 

provision of new furniture or other improvements to the 

environment compensate for a poorly designed job. 
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CHAPTER THREE 

BACKGROUND 

3.1 .. The coverage and limits of this study 

A comprehensive survey of the type of job design currently 

employed in automated libraries would involve many months/years 

of research, covering a variety of institutions, and taking into 

account differences in computer systems, management styles, 

historical practices, individual preferences, and library 

objectives. This project can only be a pilot study, studying a 

single institution in detail: a variety of jobs "coming under the 

microscope". It is hoped that this might indicate which methods 

could be used to study jobs in other institutions and so build up 

a fuller picture of the efficacy of job design and extent to 

which managers are aware of the effects that such design has upon 

employees. 

3.2. The library chosen 

The library studied in the project is that of the Hatfield campus 

of Hatfield Polytechnic, and should be seen in the context of 

polytechnics in the UK. 

3.2.1. The position of polytechnics in the UK 

Traditionally, polytechnics have 

courses than the universities, 

run more vocationally based 

with more sandwich and below 

degree level courses. More part time students are taken on, and 

teaching methods can be less traditional, with practically-based 
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case studies, presentations and group work being favoured. Since 

April 1989, polytechnics have. been independent, c?rporate 

institutions; this brings extra responsibilities in financial 

control, Funding, which has been more severely affected by 

cutbacks in the 1980s than university funding, is now allocated 

by the PCFC, on the basis of the student numbers and value for 

money of individual courses. Income generation has become 

increasingly important. For historical reasons, many polytechnics 

are multi-site institutions, which brings administration 

problems. 

3.2.2. Implications for polytechnic libraries 

polytechnic libraries operate under the same constraints as their 

parent institutions. Stock duplication can be necessary to serve 

the needs of several sites adequately, and economies of scale can 

be difficult. Libraries need to be aware of the needs of a larger 

number of part time and mature students, and possibly those on 

short courses. Opening hours, promotion of services, and 

education must be geared to meet the needs of such users. Budgets 

can frequently be tight, and polytechnic libraries have had to 

cope with reduced funding and staff cuts at the same time as 

increases in student numbers. 

3.2.3. Hatfield Polytechnic 

Hatfield polytechnic shares many of the characteristics of 

polytechnics as a whole. However, there are certain features 

which distinguish it. Hatfield is the second smallest polytechnic 

in the country, and moreover is situated in an area of the south 
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east where costs are high. This makes it more difficult to 

attract students, and indeed staff .. As PCFC funding takes account 

of student numbers, recruitment and expansion are recognised as 

being central to the polytechnic's survival. Hatfield enjoys a 

high reputation for quality, and conducts more research than is 

common for an institution which might be expected to emphasise 

teaching rather than research. PCFC funding concentrates 

primarily upon the former. In addition, the subject bias of 

teaching is towards currently less popular, but more expensive 

areas of science and technology. In 1987/8 over two thirds of its 

4500 FTE students were studying engineering, natural or 

information sciences. The polytechnic is currently trying to 

expand the more popular areas of business studies and health in 

order to attract more students. 

3.2.4. Implications for Hatfield polytechnic Library 

Hatfield polytechnic has a library at each of its three sites. 

Following a major reorganisation in the summer of 1989, involving 

the transfer of 80,000 volumes plus most humanities and social 

sciences journal runs, Wall Hall now covers education and 

humanities, Hertford campus business studies, and Hatfield itself 

the four schools of engineering, natural sciences, information 

sciences, and health and human sciences. The library at Hatfield 

campus has to provide for expensive subject areas, and material 

for research as well as teaching. Opening hours are long (For 

example, Monday to Thursday the library is open 8.45am to 

9.30pm), and a professional librarian is on duty at all times to 

answer enquiries. 
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1. Ha t fie ld Polytechnic : t he l i brary building on the Hatfiel d campus . 
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3.3 Objectives of the Library 

Overall objectives of the library are to provide an efficient 

library service to teaching staff, researchers, and students, and 

to encourage library use. The library likes to have a high 

profile within the Polytechnic . Income generation is a stated 

aim of the library, though three areas where more particular 

efforts are evident are outlined below. 

3.3.1. User education 

User education comes high on the library's list of priorities. 

Each school has a subject specialist to liaise with academics, 

and teach library skills, often in conjunction with a 

departmentally organised communications module. Last year the 

library offered approximately 500 hours of teaching to students. 

3.3.2. Technology 

Innovation in technology has come to be expected of a library, 

which is clearly keen to make its services available to as wide a 

range of users as possible. The introduction of OPACs has been 

welcomed by staff, as students are able to search the catalogue, 

check their own loans and reservations, receive messages, and 

reserve books themselves. It is expected that eventually users 

will be able to put their own interlibrary loan requests directly 

onto the OPAC, thus saving duplication of work with users writing 

out details which staff then need to input. 

3.3.3. Training 

Training is also something on which the library prides itself. 
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Four graduate trainees are taken on each year, and in the coming 

year one of these will be staying on and studying part time, 

while another library assistant will also be given time off to 

study part time. (Admittedly the large number is due in part to 

the difficulties of recruiting library assistants in an expensive 

area; it is recognised that the library counter work would 

benefit more from staff allocated to counter duties on a full 

time basis.) Both the graduates and new professional staff are 

given weekly half-day seminars in termtime, which include 

discussions of professional issues, practical IT sessions, and 

occasional organised visits to other types of libraries. During 

the summer vacation, a series of professional updating day 

courses are run for professional staff from all campuses, and for 

Hertfordshire colleges and public library staff. Courses for 

outside staff are sometimes based at the Hatfield campus library, 

(those which gain revenue for the library are particularly 

encouraged by library management) and trainees, school work 

experience placements, and library school students are all 

welcomed to conduct research or gain work experience . 

3.4. Automation 

3.4.1. The Libertas integrated library system 

The introduction of Libertas has been going on for 

months, with planning stretching back earlier 

complete . At present, 

the past 18 

than that. 

Hatfield is Implementation is not yet 

acting as a trial site for the interlibrary loans module (a 

for the AIM automated requests 

the implementation of automated 

position 

package), 

it 

and 

also occupied 

hopes to see 
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serials control in the new year. All other library operations 

are now fully integrated on Libertas. Cataloguing and circulation 

systems had already been on the Swalcap system for some years, 

but for acquisitions and serials this is first time round 

automation. 

The introduction of OPACs to replace the microfiche and computer 

print-out catalogue listings has also been a major change . Giving 

students the facility to reserve their own books directly on the 

OPAC brought about an astounding (and unpredicted) 3000% increase 

in the number of books being reserved at the Hatfield campus in 

the first 3 months of Libertas being operational. This led to a 

major reorganisation of counter duties to deal with the increased 

workload . Circulation statistics were used to identify times of 

day when extra staff were needed to man the counter, and the 

library invested in a rope and pedestal queueing system to 

control the crush at the library counter. This possibly indicates 

something of the atmosphere of a library where library use is 

very heavily encouraged. Services are promoted by enthusiastic 

and committed staff, and they are definitely used! 
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2 . The rope and pedestal queuing system at the library count er . 
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Besides being widely welcomed by library users, the Libertas 

system has had a major effect on staff, who have had to learn the 

new system and new ways of working. More processes are automated 

now than was possible using Swalcap, and more staff are involved 

in VDU work, some of them for the first time. Libertas OPACs are 

scattered all over the library. A terminal for staff use is 

located at the general information desk on the lower floor, and 

another in the larger of the subject librarians' offices. There 

is also one in the terminal room, one to the rear of the counter 

area, and another at the side of the counter itself, where work 

can be interrupted by users. 

3.4.2. Microcomputers 

These are used for a variety of applications: online searching, 

wordprocessing of memos, training materials, minutes, reports, 

etc., storage of databases of reading lists or journals holdings 

in specific subject areas, spreadsheets containing financial or 

statistical data for individual schools or the library as a 

whole, and the sending of electronic messages. There are three 

IBM compatible machines available for library staff, one situated 

in the terminal room next to the counter area, one in the subject 

librarians' office on the first floor, and one in the office of 

the sublibrarian for academic services. An apple Macintosh is 

available in the technical services office with suitable printer, 

for the production of handouts for teaching, notices, etc. 

3.4.3. CD-ROM 

There are five of theseJ In keeping with library philosophy, all 
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CD-ROM workstations are on open access for users and staff alike, 

situated alongside ranks of OPACs" Prestel and Lexis stations 

close to the main information desk on the lower floor. This means 

that staff can on occasions be prevented from carrying out their 

work if a library user is consulting the disc they need. 

3.5. Staffing structure 

Staffing is organised on a functional basis, with a technical 

services division and an academic services division. Academic 

services at Hatfield includes six subject specialists: four 

senior subject librarians and two assistant subject. librarians. 

All basically do the same job, seniority of status being a matter 

of experience, rather than duties. The division between the two 

sectors is emphasized by their physical separation. The counter 

area, and four of the subject librarians are located on the lower 

floor, with technical services in an office on the upper floor. 

The lower floor is seen very much as the hub of the library by 

those working there, as it houses the sciences and engineering 

materials, which despite expansion in other subject areas are 

still seen as the central core of the Polytechnic. 
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Figure 6 

staff structure plan of Hatfield Polytechnic Library 
(Hatfield Campus only) 
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The sub-librarians in charge of each division are the day to day 

managers, with the deputy and chief librarians more remote 

figures, frequently absent on business, addressing conferences 

and meetings, and contributing to the profession elsewhere. 

Having said that the sub-librarians are de facto bosses does not 

imply that the most senior staff are therefore unapproachable. 

All staff, of whatever level, mix freely together in the 

(appallingly cramped & therefore of necessity friendly) staff 

room in a relaxed atmosphere. The presence of senior staff does 

not produce an atmosphere of restraint amongst their juniors. 

Library assistants are directly supervised by the senior library 

assistant, who allocates their duties, and then answerable to the 

sub-librarian above her. Graduates are technically classed among 

the library assistants, but also have duties to perform for the 

subject librarians with whom they work closely, and are under the 

general supervision of the requests assistant when working on 

interlibrary loans. This leads to an anomalous situation on 

occasions, when they can be given duties by 4 different people 

simultaneously. 

All permanent professional staff, including the chief librarian, 

work on. the library counter for either weekend or evening duties. 

Subject librarians may also help with shelving and shelf-tidying 

if they have the time, as this can give an indication of how the 

stock is being used. Thus professionals and nonprofessionals can 

sometimes work together on the same tasks. Hierarchy is not 

stressed. 
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3.6. Future developments in automation and staffing 

It is perhaps typical of the library that they did not have an up 

to date plan of their staffing structure. New developments get 

priority with management attention. Routine updating of 

documents is therefore neglected. (Up-to-date job descriptions 

were also unavailable.) 

The staffing structure laid out above indicates the present 

situation, but seems likely to change. The implications of 

Libertas are that greater decentralisation will be possible. 

Already cataloguing and classification staff are working out at 

the campuses, and are less "technical services" staff than campus 

staff. The cataloguer at the Wall Hall campus did more hours 

teaching in the past academic year than the subject librarian! As 

staff become more oriented towards teamwork at the smaller 

campuses, so similar developments may take place at Hatfield. 

Already, with the ordering system available on Libertas, academic 

services staff input order details, including fund codes for 

themselves. 

The vision of the sub-librarian for technical services is of a 

central management team comprising the chief and deputy 

librarians, himself, the chief cataloguer, the systems librarian 

and financial and secretarial staff. This would oversee and make 

policy decisions for three separate and largely independent 

campus teams, each of which would include individuals with 

specific areas of expertise, such as cataloguing skills or 

subject specialism, but among whom work would be divided as best 
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suited that particular campus. Some transfer of tasks between 

campuses would still be possible, in situations of abnormal work 

load in one place and available staff in another. 
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CHAPTER FOUR 

METHOD 

4.1.' Choice of staff 

The amount of time available and the importance of causing 

minimum disruption to the normal work of library staff meant that 

not all staff could be asked to participate in this study. 

Staff chosen for this study were the majority of those working in 

the technical services division, because it was felt that it was 

the jobs of these staff which were most heavily affected by 

automation, in terms of the number of hours spent at the VDU, and 

the proportion of tasks which were dependent on the use of the 

computer. It was thought that staff using VDUs more intensively 

were more likely to suffer from physical problems, and to find 

their job satisfaction affected. However, rather than have a 

study purely of technical services staff, some staff from the 

academic services division were also studied for comparative 

purposes. It was hoped to determine how'much VDU use varied 

between the two sections, in terms both of extent and the nature 

fo the tasks performed, and to discover if automation had 

different implications for health and job design depending on the 

area in which individuals worked. 
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staff participating were: 

TECHNICAL SERVICES: 

1 professional cataloguer 

1 temporary professional cataloguer 

1 cataloguing assistant * 

1 serials processing assistant 

1 acquistions assistant 

ACADEMIC SERVICES: 

1 senior subject libr'n 

1 asst. subject libr'n 

1 requests assistant 

2 graduate trainees 

1 library assistant 

*(this member of staff worked half time in cataloguing and half 

time as part of the counter staff) 

This sample of library staff is neither wholly random nor wholly 

representative. 

determined in 

The precise choice of who should be included was 

part by who was available at the time. Staff 

holidays meant that the financial assistant and one of the 

cataloguing assistants were not available. The chief cataloguer 

was absent in meetings at various points too. The senior library 

assistant gave some advice on which of the library assistants on 

the counter might be suitable and cooperative for the study. 

While one of her suggestions was followed, an employee not 

mentioned was deliberately asked to participate, to see if this 

would produce different results regarding the level of job 

satisfaction experienced. A senior subject librarian and 

assistant subject librarian were chosen from similar subject 

areas, to try to avoid differences in results purely through the 

demands of the subject. Two trainees were involved, largely 

through the fact that after one had been asked to participate 

another volunteered. The study profited by the chance to compare 
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individual views and reactions on what were designed to be very 

similar jobs. 

Ideally, more staff from the technical services side should have 

been involved, as only two in the final sample worked full time 

on technical services work, making comparison of health problems 

suffered with academic services staff difficult. Part time staff, 

whose career does not occupy as large a part in their 

also likely to have different expectations of 

satisfaction from full time staff. 

4.2 Methods of Data Collection 

life, are 

levels of 

The information desired concerning these jobs was obtained from a 

variety of methods: observation, activity sampling, completing of 

log sheets by the staff themselves, questionnaires, and 

semi-structured interviews. Counter staff rotas and other 

library statistics were also used to give an indication of the 

variety and volume of work undertaken on the counter and by 

interlibrary loans staff during busier times than that in which 

this study was conducted. 

4.2.1. Log sheets 

Staff were asked to keep their own records of their pattern of 

work over the course of a working day. Sheets were designed in 

simple half hour divisions, to be as easy as possible for staff 

to complete. An example of the log sheet used is included in 

Appendix A. Staff were asked to indicate what tasks they had 

performed in each slot, whether or not these involved using the 
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VDU, and when they took breaks. The level of detail provided (and 

indeed the method of completing th.e form) varied greatly, between 

individuals. Most were extremely conscientious about including 

all tasks, and many subdivided the half hour slots where tasks 

had· taken less time or overrun into the next period. Some made 

additional comments on the usefulness of their data. One 

confessed to me that she hadn't a clue what she had done in the 

last 40 minutes of the day (I) and another warned me that the day 

of recording had not been a typical day as more problems than 

usual had arisen, thus leaving less time for VDU related work. 

Not all of the staff participating in the study were given log 

sheets to complete. Some felt that this method of recording would 

not give an accurate picture of their work and would not be 

terribly useful for my study. This was generally the case where 

staff either repeated the same tasks for the whole of their 

working time, where one day could vary radically from another, or 

where they were engaged in particular projects, peculiar to the 

time of the year. In such cases, staff described their work to 

me, giving an indication of the tasks they would be likely to 

undertake during "normal" term-time, and the length of time spent 

on each. Such accounts need to be treated with a certain amount 

of caution, as they reflect staff opinion of what they normally 

do rather than measured facti perceptions may not be totally 

accurate. 

This information was important because the implications of job 

design in the automated setting for health and job satisfaction 
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could not be studied without knowing how long was actually spent 

using the VDU in various ways, and how other tasks were 

organised. 

4.2.2. Activity Sampling 

Participating staff were observed closely 

periods throughout the days following 

for three half hour 

the filling of the log 

sheets. Much of the same information was recorded as on the log 

sheets, in part to provide a check on staff accuracy in their own 

recording, but largely to fill in some detail on the framework 

staff had indicated, by observing the demands and features of the 

tasks performed. Besides keeping a note of which tasks were 

completed in the time observed on a minute by minute basis, such 

activities as communication with other staff, and movement away 

from the workstation were. also noted. This provided valuable 

additional information to the log sheets. One criticism of job 

design in automated functions in other types of job has been that 

staff become imprisonned behind their VDUs and isolated from 

colleagues: a form of job design that is disastrous for job 

satisfaction, and can lead to stress and other complaints. The 

way in which staff were using VDUs was also observed, to 

determine the type of tasks typically performed. Such factors as 

repeated keying, need to refocuss between documents and screen, 

the arrangement of the workspace and ease of reach of equipment 

were all noted, as well as extraneous factors which could 

distract or affect staff working. An example of the sheets used 

to record observation data is included in Appendix B. 
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4.2.3. Semistructured interviews 

These were conducted with all the ,staff involved, based on a 

standard list of open-ended questions which encouraged 

discussion. The objective of these interviews was to gain an 

insight into staff attitudes towards their work and the level of 

their job satisfaction. These interviews did not focus 

specifically upon VDU work, but rather the job as a whole, in the 

hope that references to VDUs might crop up naturally in the 

course of discussion of job satisfaction rather than being forced 

by the nature of the questions. Staff were asked what produced 

satisfaction for them personally, in the job they did now and in 

their "ideal job". Questions centred upon aspects of work 

highlighted in the literature as producing job satisfaction and 

motivation. 

Staff were encouraged to talk freely, even when their 

interpretation of the scope of questions was sometimes wider than 

had been anticipated. Questions were rephrased in an ad hoc 

manner and explained in more detail if interviewees totally 

failed to give a response. Where they had not thought about an 

aspect, and had no fixed opinion to give, the interviewer moved 

straight on to the next question, as it was felt that ill-thought 

out responses would probably be of little value. The fact that an 

aspect was not considered important by an interviewee was in 

itself useful information. 

Another area which was explored in the interviews was staff 

perceptions of the heating, ventilation, lighting, and noise 
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levels in their workplace. Objective measurements could not be 

taken of these without equipment unavailable to the researcher. 

In any case, different conditions affect individuals to a 

different degree, and the information required was not so much 

what the temperature was in the library,as how comfortable 

individuals felt with it and how it affected their work, health, 

and satisfaction. 

A final area covered was that of stress. It was felt that 

information on this could more readily be gauged through 

interviews than any kind of questionnaire. Staff proved more 

than willing to discuss their experiences of stress. They were 

also keen to try to pinpoint the causes of stress, which could 

often arise through a combination of factors, not necessarily all 

work-related. A list of the questions typically asked in the 

course of an interview is included in Appendix c. 

4.2.4. Questionnaires 

These were distributed to all the staff involved in the study. A 

copy of the questionnaire may be found in Appendix D. It was kept 

very short and simple, to facilitate ease and speed of 

completion, and was designed to collect information primarily 

about health problems suffered. A questionnaire was used as the 

speediest method of obtaining this information, and also to save 

any embarrassment of staff discussing health problems in an 

interview. In fact the latter point proved irrelevant, as staff 

were more than ready to discuss their ailments and often brought 

them into the conversation voluntarily during interviews. The 
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small number of people involved and the nature of the study 

ensured a 100% response rate. Questionnaires were deliberately 

not anonymous, so that particular problems could be linked with 

the information gained by other methods regarding the type of 

tasks performed by individuals, the length of time typically 

involved, the workstation used, and that person's level of 

satisfaction with his/her work. The information obtained through 

the questionnaires covered their hours of work, the hours spent 

at a VDU each day, the health problems suffered and the frequency 

with which these occurred, and whether these had become 

sufficiently serious to merit seeking medical advice. 

4.2.5. Observation and measurement of ergonomic factors 

Besides set half hour periods of observation which could cover 

VDU or manual tasks, staff were also observed for shorter, less 

structured times, specifically when working on VDUs. Factors such 

as their posture, whether or not they seemed comfortable, were 

fidgeting, whether the screen display was clear, if their 

works pace was organised so that they had space for and could 

reach all materials they needed, were all noted. In addition, at 

times when the staff were absent, the workstations were measured 

and the type of furniture recorded, to compare them with 

recommended standards for VDU workstations. 

Efforts were made to measure all the workstations used by staff 

participating in this study. Not all staff were observed working 

at the VDU, as some did not engage in VDU work while the observor 

was free. The library assistant on the counter was not observed; 
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neither was the senior subject librarian. 

4.3. Other library statistics and documentation 

4.3.1. Survey on VDU use 

Information regarding the length of time staff spent actually 

looking at the screen whilst engaged in VDU work was obtained 

from a survey of VDU use conducted by two Hertfordshire library 

service trainees at the Polytechnic library in May 1990. A 

cataloguer, cataloguing assistant, and 2 members of the counter 

staff were observed: the two technical services staff for two 

hours, the library assistants for one hour each. Stopwatch 

timings were taken of the length of time spent actually looking 

at the screen itself. The trainees undertaking the study 

recognised that its findings are only limited, covering only a 

short period and small number of staff and taking place at a time 

of year when the counter is unusually quiet. One member of staff 

observed in the study also admitted that the constant feeling of 

being watched and clicking of the stopwatch caused her to make 

more mistakes than usual, possibly placing a question mark 

against the accuracy of results. Nevertheless, this provided 

interesting information on the kind of length of time different 

staff may spend viewing the screen. 

4.3.2. Temperature readings 

As it very rapidly became obvious that the air-conditioning and 

heating system was going to be a major factor in staff discontent 

and health problems, the temperature in the larger of the subject 

librarians' offices on the lower floor was noted each morning of 
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the study, usually before 10 a.m. This office was measured simply 

because there happened to be a thermometer in there alrea.dy. It 

should be noted that the temperature in the offices in general 

tended to be slightly higher than on the main open floor of the 

library. 

Whilst temperature readings in all staff working areas recorded 

over a longer period of time would be of more use, this limited 

record of the temperature in one area serves as an indication of 

the type of problem that exists. 

4.3.3. Gate readings 

Any study of the work of library staff needs to take into account 

the time of year, as workload and the type of tasks performed can 

fluctuate greatly over the course of the year and indeed each 

term. Academic services staff are far more affected by these 

seasonal variations than technical services staff (although the 

latter may find workload increasing around the end and maybe also 

the beginning of the financial year). Gate readings for each day 

in June up to the end of the study were noted, and those for the 

busy months of October, November and December obtained. This gave 

some indication of the volume of work likely to be expected by 

the counter staff as shown by the number of bodies entering the 

library. (This figure is in any case likely to overestimate, as 

staff going to and fro add to the total recorded at the exit 

gate. ) 
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4.3.4. Interlibrary loan statistics 

Overall interlibrary loan figures over the course of the year and 

individual figures for the two graduates participating in the 

study were also recorded. This was partly to demonstrate the 

fluctuation in workload (although the large number of requests 

put in by two members of staff during the fortnight of the study 

perhaps dispute any argument for a 

summerl) over the course of the year, 

drop in workload in the 

but also to show the 

difference in workload between graduates working for different 

subject areas. As all interlibrary loan .details have to be keyed 

in on Libertas, this has a bearing on the amount of VDU use each 

experiences. 

4.3.5. Documentation concerning VDU use 

A proposal concerning payment for eye tests for VDU operators 

within the polytechnic as a whole was studied, as this indicates 

the level of concern taken by management over possible 

implications of VDU work for health. The attitude of library 

managers to this document is significant. The Polytechnic has 

recently agreed that a payment should be made towards eye tests 

for all staff using the VDU for 50% or more of the time, with 

additional payments possible if a prescription is given for 

spectacles for VDU work. While this demonstrates the fact that 

the polytechnic is taking the possibility of eye problems arising 

from VDU work very seriously, it poses problems for library 

management. In order for library staff to benefit from this 

directive, management have to identify those who use the VDU for 

50% of the time. Some staff may use the VDU intensively at 
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particular times, but not consistentiy over a lengthy period. It 

is also the case that staff with tne same job titles use the VDU 

for very different lengths of time; some will qualify for 

financial assistance with eye tests and others will not. While 

management welcome the spirit of the directive, they are very 

worried about its terms, as they feel that very few library staff 

will be able to benefit. The text of the document is reproduced 

in Appendix E. 
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CHAPTER FIVE 

JOB DESIGN AT HATFIELD POLYTECHNIC LIBRARY 

5.1. Variety of tasks performed 

A very brief job description for each individual studied is 

helpful background for later analysis of job satisfaction and 

health implications of VDU use. This description is taken not 

from official job descriptions, but from direct observation, 

staff log sheets, and discussion with staff of their usual 

duties. It may possibly be inaccurate in places, where staff were 

performing tasks specific to the time of year, but is 

nevertheless likely to give a frank assessment of what their 

daily jobs may consist of. (It is worth noting that one member of 

staff offered to show me an official job description, but could 

only produce one relating to a colleague's job dated 1986. The 

post concerned had undergone several changes since that time.) 

5.1.;. Technical services staff 

Cataloguer 

Primary duties are cataloguing 

predominating. Four hours a week 

and classification, the latter 

are spent manning the. main 

information desk, in a one hour and three hour slot. In term 

time, a lunchtime and evening counter duty working with a member 

of the regular counter staff is required once a fortnight. 

Temporary cataloguer (part time) 

This person is employed by the term, to undertake particular 
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projects, which may vary from one term to the next. The current 

duty is the reclassification of the collection at st Albans Art 

College, prior to the implementation of Libertas there. 

Classification details are entered on a terminal in the technical 

services office at the polytechnic, working not from the books 

themselves, but from paper records. 

Cataloguing assistant 

Duties are essentially the creation and amendment of catalogue 

records, and any other part of the cataloguing process delegated 

by the professional cataloguers. For donations to the library 

stock, the cataloguing assistant creates order records and goes 

through the procedure of acknowledging receipt of the item before 

continuing normal cataloguing processes. At present a major 

project is underway to create catalogue entries for all the 

journal holdings ready for the implementation of Libertas serials 

control. 

(The individual doing this job part time also works as a library 

assistant in academic services part time.) 

Acquisitions assistant (part time) 

This post deals with all aspects of acquisitions except the 

payment of invoices, which are processed by the financial 

assistant. Duties involve liaison with suppliers, dealing with 

reports and chasers, unpacking new books, checking receipt and 

amending invoice details where necessary on the VDU. Barcodes are 

also assigned. A certain amount of liaison with subject 
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librarians is required over price changes, urgent orders, etc. 

(An additional voluntary duty is that of watering the plants in 

the TSD office.) 

Journals assistant 

This post deals with all aspects of serials control, encompassing 

sorting the incoming mail, noting the receipt of journal issues 

(at present on a manual "kardex" file), liaison with suppliers, 

chasers, reports, liaison with subject librarians over new 

subscriptions and price increases, and dealing with all queries 

from staff and students concerning, whether or not particular 

issues have yet arrived. A particular project at present is the 

entry of all journal holdings details onto the VDU ready for the 

implementation of the Libertas serials control module. (Two part 

time cataloguing assistants are also working on this.) 

5.1.2. Academic services division 

Senior subject librarian (engineering) 

An important aspect of this post is formal teaching; "classroom" 

contact time with students is 70-80 hours a year, though clearly 

preparation time is also required. stock selection, liaison with 

academic users, online searching (approximately 100 searches in 

the last academic year, peaking in October), plus occasional 

meetings take up much time. One off projects may be undertaken, 

and professional updating workshops occur seasonally. Regular 

commitments are manning the information desk for six and a half 

hours each week, and in term time covering one lunchtime and one 

evening counter duty a fortnight. The office is open all the time 
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for anyone - students, staff, and outside individuals often 

connected with local industry - to ask for assistance. Liaison 

with academics is a very important part of the job, as -teaching 

sessions may have to be arranged outside of the regular timetable 

and are sometimes taught jointly. As a long serving member of 

staff, contact is kept up not through attendance at official 

meetings, but through a deliberate policy of lunching with 

engineers at least three days a week, switching refectories to 

ensure that no departments are neglected. Relying on goodwill 

from academics leaves the subject librarian open to high nuisance 

value tasks, having to do favours for academics phoning up with 

enquiries. This particular subject librarian also acts as safety 

advisor for the library. 

Assistant subject librarian (civil engineering, planning, & 

environmental sciences) 

This is the postholder's first professional appointment. This 

post covers a diversity of subject areas, and leaves the 

assistant librarian with commitments to three schools. (All other 

subject librarians are answerable only to one.) Duties are 

basically the same as those of the senior subject librarian. 

Counter and enquiry desk duties take up the same amount of time. 

Twenty of the 120 online searches performed for the whole school 

of engineering were this librarian's responsibility. During the 

Autumn term when there is the heaviest burden of user education, 

up to 12 hours teaching per week could be undertaken. As a newer 

and younger member of staff, liaison with academic staff tends to 

be on a far more formal level. (This is true of most of the 
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subject librarians in fact, although the information sciences 

subject librarian makes extensive use of e-mail to contact 

staff.) Scheme committees and school board and validation 

committees are attended periodically, besides library staff 

meetings. As a newly qualified librarian, the post holder is 

encouraged to take part in professional activities outside the 

polytechnic, and also to attend the weekly training seminars 

provided for all newly qualified or trainee staff for a year. 

Graduate trainee 

Graduate trainees are appointed on. a one year contract. They are 

officially designated library assistants, but apart from shelving 

and counter duties do not work under the supervision of the 

senior library assistant with the other library assistants. Like 

all counter staff though, they do work one late night a fortnight 

during termtime with a member of the professional staff. 

Graduates also attend a training seminar once a week during 

termtime. 

Each graduate is assigned to a school, working closely with the 

subject librarian for that school. They are responsible for 

processing interlibrary loans (with the guidance of the requests 

assistant), dealing with the display of current journals, 

bibliographic checking of book orders selected by the subject 

librarian, and entry of the orders onto Libertas, plus any other 

duties required by the subject librarian. 

The two graduates participating in this study were those attached 
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to the natural sciences and engineering schools. Their work 

differed in various ways. Graduates are responsible for 

photocopying contents pages of new journals for academics: a 

service received by many engineers (and information scientists), 

but few of the natural sciences staff. The volume of interlibrary 

loan requests received also differs markedly. Below (see figure 

7) is a graph depicting the number of interlibrary loan requests 

received overall and by the two graduates over the past academic 

year. (Figures for June include the first three weeks only, as 

this is all that was available at the time of the study.) 

Fluctuations in the workload of the two graduates are 

demonstrated even more clearly if the requests received by each 

are compared on a week by week basis throughout the year, as 

shown in figures 8 and 9. (The different scales of these two 

graphs should be noticed.) 
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Figure 8 
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Due to this imbalance in workload, the graduate for engineering 

is able to assist the requests assistant in more aspects of the 

interlibrary loan procedure: sending chasers, logging in .. reports 

from BL, etc. The graduate for natural sciences has time only to 

process the requests received. The natural sciences graduate also 

has to maintain and update databases of reading lists for all the 

courses in natural sciences, plus a database of journal holdings 

for that subject area. The engineering librarian does not use 

databases of this type. 

It is worth noting that the gr~duate trainee programme has 

changed considerably over the past couple of years, and if the 

organisation of interlibrary loans changes, may well be different 

again next year. The attachment of graduates to particular 

schools was suggested this year because the previous group of 

graduates had been rotated through different duties too rapidly 

to be able to learn the whole process properly and complained of 

inefficiency and a lack of continuity. The present system gives a 

variety of duties, but gives inconsistency in the work done by 

individual graduates, as the amount of workload can vary 

significantly, not only due to the number of journals, book 

orders, and requests to be processed, dependent on the subject 

area, but also due to the amount and type of additional work the 

subject librarian is prepared to delegate. 

Requests assistant 

The requests assistant 

obtaining inter library 

is responsible for the whole process of 

loans. The structure of the "requests 
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unit" has changed several times in recent years and is likely to 

change again. At present, the requests assistant oversees the 

interlibrary loans work of graduates, and deals with aspects of 

the job such as chasing items not received, keying in details of 

reports from BL, claiming unused vouchers, maintaining 

statistics, and covering actual requests wherever staff are 

absent or under particular pressure. Currently much energy is 

being devoted to running down the AIM package previously used to 

transmit requests to BL and any remaining concurrent manual 

files, as all new requests have been entered on Libertas since 

April. As this module is on trial at Hatfield, the requests 

assistant is responsible for forwarding all suggestions for 

modifications, and information regarding problems to the systems 

librarian. On the present counter rota, the requests assistant 

covers only one counter shift a week, although this amount has 

varied in the past. Like all other counter staff she works one 

late duty a fortnight with one of the professionals. 

Library assistant 

The duties of the library assistants are set out on a rota, which 

divides the day into 6 unequal periods. The purpose of this is to 

ensure that the counter is adequately covered at all times, and 

that other necessary daily duties are completed. In addition, it 

means that no staff member is likely to spend more than two hours 

at a stretch on a particular task. (The exception, of course, is 

the fortnightly evening duty, which covers the period 5.30 - 9.30 

p.m.) All library assistants will normally shelve then shelf tidy 

until 10.30 a.m. apart from those on counter duty and the 
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individual responsible for the reference section. All will 

generally undertake one counter duty in the course of a day. 

Other duties that may be rota-ed are: 

dealing with incoming interlibrary loans 

packaging outgoing post 

processing reserved books 

overdues 

dealing with print outs 

claimed returns 

faxes and telexes (transmission and notification of 

staff on their arrival) 

recharging photocopy cards 

inserting, amending and tidying British Standards 

adding items to the short loan collection 

adding items to the thesis collection 

sorting trolleys 

Although a large variety of duties are performed by the counter 

staff as a whole, each library assistant will be assigned only a 

small selection of the above, tending to become identified with 

particular duties. 

The library assistant who also works part time in TSD almost 

invariably covers the busiest 1-2 p.m. counter and then processes 

incoming interlibrary loans with the assistance of another member 

of the counter staff for her remaining time at work. 
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The full time library assistant participating in this study is at 

present being seconded to Hertis Information and Research, a 

commercial information service attached to the Polytechnic 

library, to work for one or two hours a day on routine clerical 

duties such as shelving and filing. Her other duties rota-ed 

throughout the week are typically dealing with reserved books, 

claimed returns, overdues, faxes, theses, and sorting trolleys. 

On the day on which staff recorded their day's work, the morning 

was spent shelving, manning the counter, and working for Hertis. 

In the afternoon, outgoing post was packaged, trolleys tidied, 

and new theses processed, with intermittent breaks to deal with 

faxes or serve users at the counter. 

The relative quietness of the counter at this time of year must 

be stressed. The pace of work has slackened considerably from 

term time, with one person able to cover the counter at times 

when three would have found it busy before. Staff repeatedly 

emphasised this. A simple comparison of gate figures for the 

Autumn term and throughout June (see figure 10) will demonstrate 

the quietness. (Figures of exit readings are in any case likely 

to exaggerate, as library staff coming in and out will increase 

the numbers.) 
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GATE FIGL)RES 

5D,---------------------------------------------------, 

OCTOBER 89 NOVEMBER 89 DECEMBER 89 JUNE 90 

Figure 10 

I.t should be noted that the December figures are likely to be low 

owing to closure over the Christmas period, and to shorter 

opening hours during the vacation. An analysis simply of the 

figures for June more clearly demonstrates the declining number 

of users entering the library. (See figure 11.) 
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5.2. Length of time spent at the VDU and type of tasks commonly 

performed 

Below is a breakdown of the length of time each participating 

staff member spends at the VDU each day, the proportion of 

his/her working time that this implies, and the type of VDU tasks 

commonly undertaken. 

Figure 12 

VDU work undertaken by academic services staff 

POST HOURS % OF TYPE OF TASKS 
PER TIME AT 
DAY WORK 

Senior 1-2 13-27% online searching 
Subject catalogue enquiries 
Librarian use of various software 

packages (spreadsheets, 
wordprocessing, etc. ) 

Assistant 1-2 13-27% online searching 
Subject catalogue enquiries 
Librarian use of various software 

packages (spreadsheets, 
wordprocessing, etc. ) 

Graduate 3-4 40-53% data entry 
Trainee A (form-filling) 

catalogue enquiries 
CD-ROM searching 
lightpen transactions 

Graduate 2-3 27-40% data entry 
Trainee B ( form-filling) 

catalogue enquiries 
CD-ROM searching 
lightpen transactions 

Library <1 <13% lightpen transactions 
Assistant catalogue enquiries 

Requests 1-2 13-27% data entry 
Assistant (form-filling) 

catalogue enquiries 
lightpen transactions 
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Figure 13 

VDU work undertaken by technical services staff 

POST 

Cataloguer 

Temporary 
Cataloguer 

Acquisitions 
Assistant 

Journals 
Assistant 

cataloguing/ 
Library 
Assistant 

HOURS 
PER 
DAY 

>4 

3-4 

2-3 

1-2 

3-4 

% OF 
TIME AT 
WORK 

>53% 

75-100% 

50-75% 

13-27% 

40-53% 

TYPE OF TASKS 

catalogue enquiries 
limited data entry 
(form-filling) 

catalogue enquiries 
limited data entry 
(form-filling) 

data entry 
(form-filling) 
catalogue enquiries 
lightpen transactions 

data entry/record 
creation - own database 
(form-filling) 

data entry/record 
creation 
(form-filling) 
catalogue enquiries * 
lightpen transactions* 

*Catalogue enquiries are undertaken both in technical services 

and counter work. The lightpen is used exclusively when" working 

as a library assistant in academic services. 
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5.3 Actual time spent looking at the VDU 

Information is available from a pilot survey conducted by HLS 

trainees this May regarding the time spent looking at the VDU by 

the cataloguer, the cataloguing assistant, and two library 

assistants. stopwatches were used to time the individuals' 

viewing time over a two hour period for the two technical 

services staff, and one hour for each of the library assistants 

manning the counter. 

The results are as follows: 

Cataloguer 

Cataloguing 

·Assistant 

hour one (09.20 - 10.20) 

hour two (11.00 - 12.00) 

hour one (09.20 - 10.20) 

hour two (11.00 - 12.00) 

Library asst. A hour one (11.00 - 12.00) 

Library asst. B hour two (12.00 - 13.00) 

TOTAL 

TOTAL 

TOTAL 

29m 50s 

42m 32s 

72m 22s 

42m 37s 

33m 03s 

75m 40s 

15m 59s 

14m 39s 

30m 38s 

% of 

time 

50 

71 

60 

70 

55 

63 

27 

24 

25 

It is notable that technical services staff spent more than 50% 

of the time in which they were doing VDU tasks actually looking 

at the screen. The comparison with academic services staff must, 

however, be treated with caution. Even though the busiest counter 
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time was chosen for this study, the counter was 

late May than during the earlier two terms. 

far quieter in 

The limited total 

time covered by the study is recognised as being a flaw, as it 

may not allow for fluctuations in transactions performed. Further 

detailed timings over a longer period would need to be conducted 

to produce reliable results. A drawback of the study not noted 

by those undertaking it at the time is that observation 

techniques themselves affected the performance of the subjects 

observed. The awareness of being watched and constant clicking 

of stopwatches was admitted by one of the participants to be 

extremely distracting. This caused, in the opinion of the 

subject, a greater number of errors than usual, which could in 

turn have necessitated spending longer looking at the screen to 

correct them. The cataloguing assistant did believe that as far 

as her job was concerned the broad findings of the study were 

accurate, as she estimated that she did spend over 50% of her 

time actually looking at the screen. With the classification task 

performed by the cataloguer, results may need to be treated with 

more " caution. For an observer, it is difficult to differentiate 

between an individual reading the screen, and merely looking 

towards the screen whilst thinking. 

5.4. Social contact and physical mobility 

The charge has been levelled against VDU work that staff can 

become tied to their VDUs, no longer having to move from their 

desk to check things as all information required to do the job 

may be called up on the screen. Similarly, consultation with 

colleagues is not essential, and the concentration demanded by a 
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VDU task together with the added pressure to work as fast as the 

machine allows, discourage such personal contact. 

Observation of staff at Hatfield was undertaken to test how far 

this was the case in library work. 

The two subject librarians were not observed for the purposes of 

this part of the study, due to the logistical difficulties of 

tracking them down and the feeling that observation of their work 

would be particularly intrusive. Their jobs are based largely 

upon interaction with users and staff, and involve a high degree 

of mobility, so it is clear that these aspects of the job are in 

no way restricted. The fact that neither of these individuals 

normally spends more than two hours a day working on a VDU would 

also suggest that any restriction of movement and personal 

contact would only be very limited and more than compensated for 

by the remainder of the job. 

All other staff were observed for three 30 minute periods. (The 

one exception to this was the cataloguing assistant, who was 

observed twice at work in the technical services office and twice 

at the counter.) A total of 28 observations was carried out: 14 

within each division. Not all of these involved staff performing 

VDU tasks, as it was felt that some comparison between how staff 

behaved when using the VDU and the mobility and contact possible 

when doing alternative tasks might prove interesting. Inevitably, 

more technical services staff were observed using the VDU and 

more academic services staff doing non-VDU tasks, as VDU use is 
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proportionally far greater within technical services. Sixteen of 

the samples were of VDU based tasks, 3 of staff covering the 

counter (a duty which at this time of year involves les's use of 

the terminals than at busier periods), and the remainder were of 

largely manual tasks. 

Ten observations were undertaken of technical services staff 

doing VDU tasks. On average, these staff moved away from their 

desks 3.5 times during the course of a half hour period, and 

spoke to colleagues an average of 3.8 times. If telephone calls 

are included in that communication the figure rises to 4.9 times. 

Academic services staff doing VDU tasks averaged 3.8 movements 

away from the terminal at which they were working, and 7.6 

occasions when they communicated during the space of 30 minutes. 

(These figures were drawn from a sample of six observations.) 

It should be noted that in both instances the sample is very 

small. Far more observations would be needed to make these 

average figures statistically meaningful. In addition, stating 

simple averages may mask interesting fluctuations in the number 

of movements or communications of particular staff or those doing 

particular tasks. 

Both cataloguers were working on classification when observed. 

However, their tasks were not organised in the same way. The 

permanent cataloguer was working with new books. The organisation 

of the office and his workspace meant that each time a pile of 
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3 . The Technical Ser vices Division office. 
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books was completed, he had to walk over to the shelves on the 

other side of the office to collect more work. On the two 

occasions on which he was observed, he rose from his desk five 

times. The temporary cataloguer, however, did not have the items 

themsel ves in front of her; she was working from paper records of 

the books to be classified. The only occasions on which she 

needed to leave her desk were at break times, or to visit the 

Ladies . Although both cataloguers did communicate with their 

colleagues, and one particularly stressed that working with 

agreeable people was a satisfying part of the job, both also 

expressed a preference for a quiet working environment, where 

there were not too many people walking about and talking. In part 

this may stem from the demands of the task of classification in 

terms of concentration. It is also worth noting, though, that the 

desks of the two individuals concerned were situated next to the 

main through fare of the office . The cataloguing assistant also 

commented that everyone had to walk right past her desk, and that 

this could be distracting . 

The amount of conversation taking place generally in the TSD 

office depended to some extent on the time of day , as the hours 

that various staff worked tended to mean that in the late 

afternoon particularly the office could be virtually deserted. 

Possibly this was more evide nt at the time of the study, as two 

people were on holiday, and another was involved in meetings for 

much of the time. In fact the return of one person from their 

holiday stimulate d communication, not just on a social level, but 

on work-related topics, as absence from work for an extended 

I 
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4 . The work area behind the library counter . 
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period had caused problems of remembering how to deal with a 

procedure that was infrequently used . Discussion of probl ems was 

probably the most common type of communication. Family and 

personal situations could also increase communication, and even 

on odd occasions increase the number of phone calls received. In 

addition, the presence or absence of particular individuals could 

stimulate or discourage conversation. Clearly personality plays 

a large part in this aspect of work. 

Communication and movement were both more evident amongst 

academic services staff than technical services staff. To some 

extent this might be expected, as technical services work is 

restricted to its office, whereas other staff may have to move 

around the library, and in particular around the counter area to 

complete their work. The fact that academic services staff do not 

generally work at anyone terminal, but go to whichever is free 

indicates that a c e rtain amount of movement of other 

documentation from desk to desk is inevitable. The same task is 

not always performed at the same workstation . 

Communication amongst non professional academic services staff 

tends to concentrate around the counter area . While much of this 

consists of short queries regarding work-related topics, 

conversation of a more social nature is also frequent, and 

becomes particularly evident towards the end of the afternoon. 

This may have something to do with the fact, not so much that 

staff are not confine d behind VDUs, but that staff are used to 

working toge ther as a team, rather than totally on individual 
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tasks. Two or three staff will man the counter together during 

term time. Several staff will shelve and particularly shelf tidy 

in the same area each morning. Most staff will at some time have 

done most of the duties on the rota, so common experiences will 

encourage discussion of the work, particularly when problems 

arise. 

Although the average number of movements and communications is 

high, the variation amongst academic services staff is large. It 

is worth paying particular attention to the graduate trainees, as 

they are not based solely at the counter area. When one of them 

was working on updating a database at the microcomputer in the 

terminal room, no conversation or movement occurred until nearing 

the end of the 30 minutes, when a colleague called a question to 

her from the counter area concerning a request that the . graduate 

had dealt with. This interruption lasted less than 2 minutes. 

For the rest of the time, the graduate was isolated, alone in the 

room. While the individual concerned enjoyed overall job 

satisfaction, it was admitted that other aspects of the job were 

more rewarding, and that ideally less time devoted to VDU work 

would be preferred. A similar situation may arise if a graduate 

uses the terminal in the main subject librarians' office, as 

although that office is used by five people, their duties tend to 

call them away from it for much of the time. (In term time, 

enquiries from users as to the whereabouts of various members of 

staff may be rather more frequent.) 

Comparison of the amount of movement and conversation taking 
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place when staff are doing manual tasks to when staff are using 

VDUs reveals very little difference in the amount of 

communication between staff in either division. Similarly the 

pattern of movement amongst technical services staff remains much 

the same, regardless of whether they are using a VDU or not. 

Academic services staff, however, are three times more likely to 

move around. Indeed to describe this as movement from their desk 

is probably to give the wrong impression, as they are far less 

tied to one specific workplace than technical services staff. 

A few additional points may be picked up. Staff move around a 

great deal when manning the counter, even in June when few users 

require service. This fact is borne out by a comment (actually 

concerning the air conditioning) made by the senior subject 

librarian. He stated that heat was felt far more at the counter, 

seeming worse because of the amount one had to move around. It 

should be noted that "isolation" does not have to be confined to 

VDU tasks either. On one occasion when observation was being 

conducted in the technical services office, the cataloguer was 

engaged in proof reading some publicity material for the Library 

Technology Fair; over one hour passed without a single movement 

or word. 

The general comment to be made is that despite the amount of VDU 

use involved in their jobs, staff in technical services have to 

leave their desks periodically to complete their duties. The 

materials with which they work (books and journals) are bulky, 

and the works pace is not laid out in such a way that all may be 
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reached from any indivi dual's desk. Technical services work does 

not involve use of the VDU exclusively. Staff need to communicate 

with each other and with outside bodies to complete their tasks 

effectively. The only post which did not require some movement 

was that of the temporary cataloguer , who worked from records 

that could be accommodated on her desk. This is a less 

satisfactory situation , which would not be recommended in a full 

time post . 

Differences in the amount of movement between technical and 

academic services staff are not a product of more intensive VDU 

use amongst the former. Essentially, the observed differences 

arise from the way in which tasks are organised in the two 

sections. Job design is dictated by the overall demands of the 

work and the form of organisation that library management, both 

now and in the past, has decided best meets the particular 

objectives of this library . Job design is far l ess determined by 

the use of automation. 

To some extent the timing of this study has a bearing upon 

observation of counter staff, as the extreme quietness of the 

library greatly affects their work. The pace has slowed; certain 

tasks have changed or are no longer necessary out of termtime; 

the workload has decreased. This relaxation of pressure may, 

particularly after a hard and busy year full of changes, lead 

staff to unwind somewhat. Lively banter and practical jokes are 

I 

1 

1 

1 

. 1 

not uncommon around the counter area. The big turnover of counter 

staff at the end of each academic year means for many that only 1 

1 
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5 . An attempt to use one of the terminals on the 

high counter from a seated position. 
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the vacation is left before leaving. The long summer is not 

looked forward to, and boredom is relieved by chatter for which 

there is less time and inclination during termtime. Comparison of 

communication in TSD and at the counter would thus be more valid 

during the earlier part of the academic year. 

5.5. Dependence upon computers 

5.5.1. Availability of terminals 

While staff in TSD each have their own terminal, competition for 

using terminals can be a problem in the academic services 

division. At 2.30 p.m. on 26 June, ~or example, all the terminals 

for counter staff use were occupied and two more people were 

looking for VDUs to complete their tasks. Staff at the counter 

have six terminals available, but .three of these are located at 

the counter itself, so not available for use when the counter is 

busy (ie during term time) and only comfortably usable standing, 

a position understandably not favoured by staff when performing 

lengthy tasks. This may lead some occasionally to try to adapt 

to using a high terminal from a seated position. 

5.5.2. System failure 

On the morning of 27 June a power failure in the central computer 

left all terminals down until 11.20 a.m. This gave the 

opportunity to observe the behaviour of staff in the technical 

services office when faced with having to find tasks they could 

usefully accomplish without the computer. 

The cataloguers continued to classify from books or paper 
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records, writing down all decisions. However, they were unable 

not only to enter details on the VDU, but also to check where 

other books on the subject had previously been classified~ By the 

time that power was restored, the pile of books on the full time 

cataloguer's desk was beginning to fill the space available. 

Checking through all the books first and then entering details 

was an inefficient way of working, compared with making catalogue 

enquiries for each book as it was classified. 

The acquisitions assistant was able to unpack boxes of books and 

check them against the invoices, but again, her trolley filled 

rapidly. In addition, this method of working meant that far more 

intensive VDU work would ensue once the system was functioning, 

as natural breaks in the work to unpack the next box of books and 

check the enclosed invoice would not occur. 

The serials assistant was unaffected by the system failure, as at 

present in the mornings she undertakes largely manual tasks, but 

it should be noted that this situation will change radically once 

serials processing is fully automated. 

By contrast, the cataloguing assistant was extremely badly 

affected. She was able to go and check the shelves for a few 

books whose records the cataloguers had noticed on previous 

occasions needed to be amended, but after that was a little lost 

for work. She did check some title and ISSN details in Ulrichs 

for the journals needing to be entered on Libertas, but was quick 

to point out that had this one off task of entering journals 
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details not been happening, she would not have had anything she 

could usefully have done without the VDU. Her normal duties of 

creating and amending catalogue records were entirely VDU" based. 

By the end of two hours, she was exhibiting some signs of stress: 

"Joan and I are 

machine's not on. 

finish this off. 

running out of work because the 

I wish it would come on; I want to 

I've got amendments and 'no 

descriptions' and I can't do it without the machine." 

Relief when the system returned was. very clearly evident through

out the technical services staff; normal work recommenced with 

increased concentration as all were keen to make up lost time. 

This computer failure affected academic services staff to a 

lesser extent. In part this was due to the time when it 

occurred, as the majority of counter staff and graduates were 

shelving unitl 10.30 and then at coffee break. The counter is 

always quietest in the mornings too, and in June very few issues 

or returns are required. (A floppy disc back up system exists to 

record issues, though no other transactions are possible as this 

could lead to reservations on books being missed.) At "busier 

times though, computer failure can affect counter staff work 

considerably. Build up of returned books can cause problems for 

storage space, and leave an unpleasant backlog of returning to be 

completed once the system is live again. Interlibrary loans 

cannot be keyed in or received, and book ordering is impossible. 
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The vast majority of library jobs are geared around the use of 

the computer where an integrated system is in operation. It is 

not a case of tasks merely taking far longer when performed 

manually; often there is simply no possibility of completing the 

same functions manually, as all information required is stored on 

the computer. Staff frustration at computer failure is likely to 

be severe, as they cannot do their jobs, cannot provide a 

satisfactory service to users, and often have to watch a backlog 

of work building up while they are doing less essential 

time-filling tasks. 
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CHAPTER SIX 

VDUS AND HEALTH: 

THE PROBLEMS EXPERIENCED AT HATFIELD POLYTECHNIC 

6.1.1. The health problems experienced: a breakdown between 

technical services staff and academic services staff. 

Below are two tables showing the responses received in 

questionnaires, split between academic and technical services. 

The member of staff who works mornings in TSD and afternoons at 

the counter is for the purposes of this analysis counted in with 

the technical services staff, as it is whilst working here that 

the majority of her VDU use occurs. (It should be noted, however, 

that her afternoon duties do include some VDU work.) Two members 

of the technical services staff are part time workers, whilst all 

of the academic services staff are full time. 

Figure 14 

Discomfort suffered by technical services staff (5 people) 

Headaches 
Eye strain 
Neck pain 
Pain in upper back/shoulders 
Pain in lower back 
Pain in wrists 

Less Once 
than a 
once a month 
month 

1 1 
1 3 

1 

2/3 
times 
a 
month 

Once 
a 
week 

1 

More 
than 
once 
a week 

1 

1 



92 

Figure 15 

Discomfort suffered by academic services staff (6 people), 

Headaches 
Eye strain 
Neck pain 
Pain in upper back/shoulders 
Pain in lower back 
Pain in wrists 

Less Once 
than a 
once a month 
month 

3 
3 

1 
1 
2 

2/3 
times 
a 
month 

1 

1 

Once 
a 
week 

1 
1 
1 
2 

More 
than 
once 
a week 

1 

It would seem from this analysis that academic services staff 

suffered far more problems than technical services. However, the 

data is not strictly comparable. Not only are there more staff in 

the academic services sample, they are also all full time, 

whereas two of those in technical services are part time, so 

might be expected to suffer fewer problems. If the individual 

divided between the two sections is removed (thus removing two of 

the recorded problems in table one), the total number of hours 

worked per week by the technical staff is 125, as compared to 225 

hours per week worked by the academic services staff involved. 

Even so, it should still be noted that academic services staff 

are suffering problems with a greater frequency than technical 

services staff. This becomes even more marked when the occasions 

on which problems occur are compared. 
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Figure 16 

Timing of the appearance of these symptoms amongst technical 
services staff 

Headaches 
Eye strain 
Neck pain 
Pain in upper back/shoulders 
Pain in lower back 
Pain in wrists 
Drowsiness 

Figure 17 

Whilst 
working 
at VDU 

1 

After At 
using varying 
VDU times 

2 1 
3 

1 
1 

Timing of the appearance of these symptoms amongst academic 
services staff 

Headaches 
Eye strain 
Neck pain 
Pain in upper back/shoulders 
Pain in lower back 
Pain. in wrists 
Drowsiness 

Whilst 
working 
at VDU 

1 
3 
2 
3 
2 
1 

After 
using 
VDU 

1 

At 
varying 
times 

2 

1 
1 
1 

The overwhelming majority of problems suffered by academic 

services staff occur whilst the individual is working at the VDU. 

This picture is far less clearly defined in technical services. 
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6.1.2. The types of problem experienced 

The most common problems experienced by the staff involved were 

eye strain and headaches. Eight of the 11 staff suffered from eye 

strain, and seven from headaches, although with varying 

frequency. Four people admitted to pain in the lower back and 

four to pain in the upper back and shoulders. Two noticed pain in 

their wrists, and one complained of severe drowsiness, though 

this occurred only after unusually protracted periods of VDU use. 

6.1.3. Incidence of problems and length of time at VDU 

Too great a reliance should not be placed on the results obtained 

from the staff at Hatfield, as it should be remembered that they 

relate only to eleven people, who need not necessarily be typical 

of library staff in general. A much larger sample from a number 

of institutions would be needed to draw any conclusions about the 

relative incidence of problems for academic and technical 

services staff in academic libraries as a whole. 

The incidence of problems did not correlate directly to either 

the actual length of time or the proportion of total working time 

devoted to VDU tasks. perhaps predictably, the one person who 

used VDUs for less than an hour a day suffered no problems 

whatsoever. However, the person with the next fewest problems was 

the one who worked the longest total hours per week at a terminal 

(more than 20). This can be contrasted with the individual who 

had greatest variety of work, and enjoyed using computers the 

most of all those surveyed, who also suffered the largest number 

of problems whilst operating the VDU. 

. I 
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More of the staff in technical services had consulted doctors or 

opticians (the distinction was not made) than academic .services 

staff, possibly reflecting a greater awareness of the relation 

between health problems and VDU work. Four members of staff, 2 in 

each section commented on their spectacles. Indeed greatest 

concern was voiced over eye strain. 

6.1.4. Nature of tasks performed 

Relatively few problems were experienced by professionals in 

technical services. The basic tasks performed on the VDU by those 

whose work was 

catalogue enquiries 

interspersed with 

classification, were occasional 

entry of a minimal kind, 

of thought or looking through 

primarily 

and data 

long periods 

books to be classified and classification schedules. Although the 

VDU was intrinsic to the task and the task performed for long 

concentrated periods of time, VDU use as such was not intensive. 

This view is partially disputed by the results of a recent survey 

on you use at Hatfield Polytechnic, which found that the 

cataloguer observed was looking at the VDU screen for 72 minutes, 

22 seconds out of a two hour period. (It might be queried whether 

looking towards the VDU screen and actively reading it can easily 

be distinguished by an observer.) 

There was a considerable difference between the problems suffered 

by the two professionals in academic services, who undertook very 

similar duties, and whose VDU use took up approximately the same 

time (typically 1-2 hours) per day. A tentative explanation for 

these differences would be the simple fact of the age gap (of 
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approximately 30 years) between the two. A comparison of all the 

subject librarians might have produced more interesting results. 

Age cannot be a factor in the number of complaints suffered by 

graduate trainees. One suffered pains in both upper and lower 

back on a weekly basis, and the other all the problems suggested 

on the questionnaire, with pain in the upper back and shoulders 

occurring more than once a week. The amount of VDU use, 2-3 hours 

and 3-4 hours respectively is also perhaps surprising. Apart from 

counter duties and some catalogue enquiries, graduate VDU use can 

be categorised as largely data ent"ry, involving filling in forms 

on the screen. This type of task requires constant referral 

between document and screen, and as neither of the individuals 

has typing skills, also constant looking down at the keyboard. 

Observation of one of the graduates concerned during a half hour 

period of updating a database showed that she looked across at 

the document (which was placed flat on the desk to one side) 130 

time~, down at the keyboard 142 times, and up at the screen no 

fewer than 226 times. This reveals a considerable amount of head 

movement, twisting of the shoulders, and refocussing of the eyes. 

On the day that staff completed their own log sheets, 2 hours 45 

minutes were spent on this one specific. task, admittedly not 

continuously, plus another hour keying in interlibrary loan 

details: a similar data input/form-filling task. (Workstation 

design is also highly significant in problems experienced by the 

graduate trainees, and will be covered in section 6.3.1.) 
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The one health problem which can without doubt be directly 

correlated to the demands of an automated job is the stress 

experienced by one member of staff on having her job automated 

for the first time. Demands of learning two new systems 

simultaneously, combined with a great enlargement of the duties 

of the job and increase in workload, proved extremely stressful, 

despite the willingness of the individual concerned to master new 

skills. This stress and concurrent severe headaches necessitated 

a fortnight's sickness absence from work. Even now that the 

employee has mastered the demands of what is in effect a totally 

new job, a recurrence of stress and feeling of being "uptight" 

may be brought on if problems occur. However, despite the 

seemingly clear cut relationship between the change in job design 

resulting from automation and the stress experienced, it was 

commented that the poor heating and ventilation environment could 

have exacerbated the discomfort suffered. The occasional return 

of headaches was blamed wholly upon the air-conditioning. 

6.2. Attitude towards VDUs 

Encouragingly, not one member of staff expressed any dislike of 

VDU work. One refused to commit himself to a definite attitude, 

commenting that different tasks provoked different attitudes, it 

not being feasible to compare the creation of a database with 

simple repetitive data entry. Apart from this individual, when 

asked to express their feelings on a scale of 1-5, 3 members of 

staff said that they did not mind VDU work, 6 quite enjoyed it, 

and one enjoyed it very much. 
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Having said this, the serials assistant did express reservations 

that a large increase in the amount of work done at the VDU could 

change the attitude expressed in this survey. Possibly this 

reflected something of a fear of the unknown, but more in the 

sense of fear of what might happen to the job as a whole, than 

any reservations about using a computer. One of the activities 

stated as bringing particular job satisfaction was the 

maintainance of an accurate, up-to-date database of journal 

details. She saw the computer as a useful tool in her work and 

enjoyed using it, but feared that .the implementation of the 

Libertas journals package could decrease other aspects of the 

work that at present gave job satisfaction: contact with 

colleagues and discretion over such procedures as chasing missing 

issues. 

One member of staff was aware that work could become paced by the 

machine and that there was a danger that being able to work as 

fast. as the computer would allow could increase pressure. Having 

said that, he took the sensible attitude that one should ignore 

this and continue wherever possible to work at the pace most 

comfortable for the individual concerned. The fact that the 

computer would allow and thus encourage more rapid working was 

not a major stress factor. This is possibly more important with a 

system such as Libertas, where SLS have told their clients that 

if the system response time at any point stretches to beyond four 

seconds they should report it as "a genuine gripe". 



6.3. Ergonomic factors 

6.3.1. Workstation design 
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Whilst all staff in technical services had their own personal 

workspace (one part timer shared her workstation with another 

part timer doing just afternoons), staff in academic services did 

not have a terminal or micro on their own desks, or specifically 

designated for their personal use. 

The ergonomic situation in the TSD office was on the whole 

reasonable. Chairs provided were on four rather than the five 

points commonly recommended. Both seat and backrest height could 

be adjusted, though this could not easily be done from a seated 

position. Staff did not seem to consider ease of adjustment an 

important factor. Several commented that they had adjusted their 

chair height and chair backs to suit their own requirements. As 

virtually all staff had dedicated workstations, furniture would 

not need to be readjusted for anyone else. 

Desks were uniformly 720mm high, with no possibility of 

adjustment. Keyboards were 30-40mm high and screens sat low on 

the desk. Both keyboard and screen could be moved around the desk 

at will. All staff favoured an arrangement where the screen was 

placed to the rear of the desk, possibly to maintain a reasonable 

viewing angle to the low screen. No staff had to bend their necks 

excessively to view the screen in this position. Keyboards too 

were sited well away from the front edge of the desk, often with 

books or other paperwork positioned in front. 
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6 . The us ual a rrangement of the works pace: screen a nd keyboa rd sited t o t he 

r ear of t he desk, with doc umenta t ion placed i n front . 

This meant that staff were able to rest their forearms on the 

desk, thus supporting their extended arm whilst maintaining a 

position in which sporadic keying was comfortable. (No staff had 

to undertake extended typing tasks.) Positioning of source 

material in front of the keyboard could, however, 

looking downwards at a sharp angle. 

involve staff 

The quality of scre ens was excellent, with characters clearly 

discernable, and no wobble, ghosting, o r flicker problems. Only 

one person reported a ny current problem with glare on the screen. 

Brightness could be adjusted easily, and staff did use the 

brightness control to find their own optimal level. 
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Leg room was in certain instances a problem, (particularly it 

must be s a id as one member of staff was collecting cardboard 

boxes for personal reasons, and these were being stored under her 

own and colleagues' desks!) in terms of leg clearance between 

desk and chair, and width and depth of leg room. The desk with 

the severest problems was the one used only infrequently for 

specific short tasks, however, and in general staff appeared 

comfortable and satisfied. 

7 . The most poorly designed workstation in t he TSD office : both height and 

depth of l egr oom a r e i nadequate a nd working space is limi t ed . 
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It was noticed that both cataloguers tended to fidget whilst 

using the VDU, which might have been thought to reveal 

discomfort. However, despite the fact that both used the VDUs for 

the majority of their working day, neither suffered from any 

postural problems. A shifting of posture is to be recommended 

over a rigid posture; clearly in this case, even though easily 

adjustable furniture 

to find a variety of 

throughout the day. 

was not available to staff, they were able 

comfortable positions in which to work 

Workstation design for academic services staff has clearly not 

been given any serious consideration. Libertas terminals have 

been placed in any "convenient" position with little thought for 

the ergonomic needs of their users. The terminal in the subject 

librarians' office, used by subject librarians and graduates, is 

undoubtedly the worst designed workstation in the building. A 

square, four legged unadjustable chair is coupled with a 

"cla"sroom" type desk designed for one individual. As there is 

insufficient room for both keyboard and screen, the latter is 

perched on a shelf above the desk . 
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8 . The Libertas t e rminal in the s ubj ec t librarians ' offi ce : a l l 

f urniture is i ncapable of ad justment, and t he screen is si t ed on 

a shel f a bove t he desk. 
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The CD-ROM stations used by library patrons, subject librarians, 

and graduate trainees are poorly designed. Neither chair nor 

table dimensions are adjustable, although the height of screens 

can vary according to which machine is used. The following 

photograph illustrates the posture adopted by one of the subject 

librarians studied, with back unsupported and neck craned upwards 

to read the top of the screen display. An additional problem 

shown here is the lack of space for documents and consequent 

difficulty of writing down any results of a bibliographic search. 

9 . One of the CD- ROM stations : f urniture cannot be adj usted and works pace is 

severely limited . 
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The microcomputers in the terminal room and sub-librarian's 

office and the Libertas terminal in the terminal room are little 

better designed, with the same style of chair provided. The two 

microcomputers also have raised screens, involving some craning 

of the neck upwards to read text at the top of the screen. The 

microcomputer in the office has the additional problem of only 

limited legroom allowed .between desk and chair. 

10 . The Libertas terminal i n t he te rminal r oom: nei ther desk nor chai r can be 

adjus t ed . 
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11. The microcomputer in the terminal room; 

similarly no possibilities of adjusting the 

workstation . 
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The Libertas terminal positioned at the rear of the counter has 

similar problems of legroom, being , placed on a deep bench never 

designed to take a computer. This terminal can also suffer from 

glare, as it is placed beneath a high facing south window, from 

which light can fall directly down onto the screen. 

12 . The Li ber tas t ermina l at the rea r of the coun t er a r ea : l egroom is limited 

and f urniture unadjus table . 
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A variety of chairs are available within the counter area, and 

they move from desk to desk as different library assistants do 

tasks in different areas. Some are adjustable, some not. A 

couple are actually five point based, fully adjustable chairs 

with gas compression action, s uch as are recommended by 

ergonomists. These are generally rejected by staff as 

uncomfortable! They have a tendency for the seat to be slanted 

too far forward, staff are uncertain as how to adjust the back 

height and angle, and the seat height mechanism can be released 

easily by other mischievous staff who enjoy seeing their 

colleagues suddenly descend! 

It is difficult to reach any firm conclusions on the effect that 

such workstation design has upon the health of counter staff. Of 

the two library assistants studied, one a l so worked i n technical 

services, making it hard to distinguish the origin of any health 

problems suffered, and the other used the VDU for less than an 

hour each day. An investigation of a larger sample of counter 

staff would be useful in determining if staff are using these 

poorly designed workstations for extended periods , and if any 

detrimental effect on health may be discerned. 

The poorness of workstation design in the counter area, terminal 

room, and offic es does have particular repercussions for graduate 

trainees. While these workstations can be used by subject 

librarians as well, they tend to do VDU work for only 1-2 hours a 

day, whereas graduates can do up to 4 hours . The latter's use of 
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VDUs is more uniformly filling in data: monotonous tasks 

requiring accuracy and concentration, and made harder by the fact 

that graduates do not tend to be able to type. Those performing 

data entry tasks for 2-4 hours in other employment might expect 

to have dedicated workstations, or at least workstations where 

furniture was readily adjustable to meet their own physical 

requirements . staff in technical services using the VDU for 1- 2 

or 2-3 hours have this, but it is denied to the graduate 

trainees . This is reflected in the health problems suffered. One 

of the graduates complained of pain in both upper and lower back 

on a weekly basis. The other, who used the VDU for longer 

periods, suffered upper back and shoulder pains more than once a 

week, and also neck pains two or three times a month. Both these 

problems occurred whilst working at the VDU. (Indeed they may 

experience added frustration in their work because terminals are 

not always available when they wish to enter interlibrary loan or 

book order details.) 

Observation of the graduate trainees at various terminals showed 

both with backs unsupported. One in particular was hunched 

forward, putting extra strain on the back and neck, and 

compressing the abdominal area. She commented that few work 

surfaces in general whether for standing or seated work were 

designed with taller people in mind. ( She is 5 ' 1 0" .) The 

following photograph illustrates this problem. 

1 

1 
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13 . Taller staff may have problems recording 

details from the terminals at the library counter. 
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6.3.2. Heating and ventilation 

The air-conditioning came in for a.great deal of wholly j~stified 

abuse. Staff were unanimous in condemning the present system as 

"abysmal", "terrible", and "not nice to work in". One asked 

ruefully: "what air conditioning?" 

staff not involved in this study also contributed information on 

this. One who had worked a late night (involving working from 9 

a.m. to 9.30 p.m. with two one hour breaks plus normal 

teabreaks) was unable to wear her contact lenses the following 

day due to severely irritated eyes', which in her words had "half 

a ton of sand in them". 

Another stated that he had such a bad headache that he had 

doubted whether or not he would make it into work the next day or 

not. On the day in question, his office had reached 86 

Fahrenheit. Admittedly, this extreme temperature was not reached 

again in the fortnight of the study, but temperature in the 

subject librarians' office never dropped below 74 F on the days 

recorded. The five staff who work in this office admit that 

there are days when they try to avoid having to work in there at 

all because of the climate. 

Indeed one of those staff stated that part of the problem with 

the environment was that there was nowhere else really to go at 

lunchtimes. The distance of the polytechnic from the town means 

that only those with cars can escape for a short while, and the 

feeling of being confined contributes to dissatisfaction with the 
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working environment. 

staff in the technical services office have experimented by 

having a couple of electric fans to try to improve air 

circulation. They complain of hot spots and pools of stagnant 

air, though also feel cool draughts coming down on them from 

above, which are unpleasant. One member of staff had to leave 

the room shortly before talking to me because of "feeling a bit 

funny", and put this down to being hot, whilst having a cold 

draught coming directly downwards onto the face. 

The most common comment on the heating and ventilation situation 

was that it was unpredictable. It generally overcompensated for 

conditions outside, being freezing in summer and boiling in 

winter, necessitating wasteful opening of windows. However, as 

temperatures of 86 F recorded in the subject librarians' office 

in June show, the air-conditioning system is extremely 

unpredictable. Not knowing how to dress for the conditions, staff 

frequently feel uncomfortable. 

6.3.3. Lighting 

In general the lighting was felt to be quite adequate; 'indeed 

many staff had never given the matter consideration. 

Two members of staff in academic services did express 

dissatisfaction, saying that the level was distinctly lower than 

outside, particularly on bright days. One claimed that eyes 

consequently took a long time to adjust when entering the 
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building, and the process of adjustment could be clearly felt. 

The other pointed out that an independent consultant had measured 

the lighting levels to be much lower than that of, for example, a 

department store, and commented that books tacks cut out a lot of 

light in the main floor area. 

Lighting was commented upon by two staff working in the technical 

services office. Both informed me that the central fluorescent 

tube had been removed in their office to try to improve the 

lighting situation. One said that this had made an improvement as 

the glare on the screen had previously been terrible, though the 

purchase of spectacles with tinted lenses had improved things as 

well. The other confessed that the lighting was not personally a 

problem, but that others had found it so. He did say that the 

present strip lighting was not satisfactory, but did not believe 

that the brightness level was the cause of people's complaints, 

rather some other factor such as the colour of the light or 

vibration. 

Glare on the screen was not a big problem. Some staff said that 

very occasionally there could be some, but most had not noticed 

problems, or otherwise were able to rectify problems to their own 

satisfaction by adjusting the brightness control on their 

terminal. The serials assistant admitted that in the mornings the 

sun made it impossible to see her screen; at the moment this is 

not a problem, as VDU tasks tend to be performed later in the day 

after incoming post has been processed. Once that logging in of 

journals has to be done on Libertas, however, the problem of 



114 

glare on the screen next to the window will have to be tackled. 

(In fact this may not be a huge difficulty, as once manual 

records of journal receipts no longer need to be maintained, it 

might be possible to move the large "kardex" file next to the 

serials assistant's desk, thus making more workspace available 

and facilitating rearrangement.) 

6.4. Other factors 

6.4.1. Non-VDU tasks 

Perhaps other causes of discomfort should be considered. Staff 

themselves were very ready to point out that factors other than 

the amount of VDU work that they did could affect their health. 

One declared that shelving could give rise to back, shoulder and 

arm pains, particularly for taller staff who were more inclined 

to reach up to higher shelves than bother to fetch a stool. 

Another pointed 

strain had only 

out that visual problems and awareness of eye 

become apparent whilst engaged in intensive 

reading connected with a course. Reading of VDU displays only 

became uncomfortable when a scrolling screen was involved. 

6.4.2. Personal characteristics 

Another said that although she suffered from eyestrain and neck 

pain occasionally or whilst using the VDU, it tended to be that 

these were the symptoms which emerged when she was under the 

weather or feeling particularly tired for reasons other than 

work, for example if there was illness in the family. 
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Where an individual suffered from arthritis, not only was it 

possible to become accustomed ,to neck pain, it could be 

experienced far more severely when enjoying leisure pursuits and 

sports than when working. 

Eye problems also seemed to be more common amongst older staff, 

and concern over vision more often voiced. One admitted that she 

had decided against applying for another job because it involved 

three to four hours per day working at a computer and she "felt 

that my eyesight would suffer". 



116 

CHAPTER SEVEN 

JOB SATISFACTION 

This discussion of the level of job satisfaction amongst staff at 

Hatfield Polytechnic library falls into two sections. The first 

looks specifically at the implications of automation for job 

satisfaction; the second deals with job satisfaction in far more 

general terms, seeking to determine which features of job design 

had an effect on people's motivation and enjoyment of their work. 

7.1. Implications of VDU work for job satisfaction. 

During interviews, the primary method of obtaining information on 

the level of this subject, few references were made to VDU work 

in response to questions concerning job satisfaction. Indeed, 

often automation failed to be mentioned until specific comment 

was invited at the conclusion of each interview. Those 

statements which were made are looked at here in detail. 

7.1.1. Work paced by machine 

A common theme of the literature is that the intoduction of new 

technology to the workplace can bring about work which is 

controlled by the machine. The speed of work is limited only by 

the computer response time, and if this is rapid then the worker 

may feel pressured to keep up to this speed. Only one individual 

at Hatfield commented on this feature, and interestingly this was 

the full time cataloguer, who worked the longest hours per week 

on the computer of all those studied, and as far as actual 
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interaction with the VDU is concerned probably performed the most 

repetitive task. 

His comments were made in the context of 

experiencing stress at work, rather than 

related to the area of job satisfaction. 

a question about 

being specifically 

"The computer system does allow you to work quite fast. 

That can be a cause of stress tapping away as fast 

as you can as long as you can." 

He attributed this pressure in part to the desire to get books 

into library stock: an objective which would still be relevant in 

a manual system, where it would, however, not be possible to work 

at such a speed. He personally was resolved not to allow himself 

to be pressured into working at the machine's pace, but rather to 

work at the speed at which was comfortable and sustainable. 

It could be noted that in general, the busy-ness of the library 

creates an atmosphere in which people are urged to work hard. A 

lot is expected from staff and slackers are unpopular. Workload, 

particularly for the counter staff has increased with the 

introduction of Libertas, but it is more the case that the ethos 

of the library is to encourage greater usage, and that computers 

have been a convenient tool with which to enable that, than that 

computers per se have increased pressure of work. The new system 

is regarded as more a means to the end of providing a better 

service than as an active agent of change. 
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7.1.2. VDU tasks which produced satisfaction/dissatisfaction 

Both cataloguers enjoyed the task of classification, one .of them 

commenting that this was partly because it was the sort of thing 

that could not be done by a machine and that there were not many 

things left these days which in theory could not be done by a 

machine. To suggest that this shows some kind of antagonism 

towards new technology would be to read too much into what was a 

casual and good humoured aside from a member of staff who 

expressed no dislike of using VDUs at work. 

simply demonstrates a common trait of enjoying 

utilise a skill that has been learned. 

If anything, this 

being able to 

Before automation, the acquisitions assistant had expressed real 

trepidation at having to learn to use computers: 

"I never thought I'd take to a computer. I was really 

worried about it, but now I am, you know, I quite enjoy 

it. " 

Having described her change in attitude, she commented that her 

work had become more varied since the automation of her job for 

the first time. In part, she welcomed the fact that using the 

computer speeded processes and so freed more time for other 

aspects of work which she enjoyed, like liaison with suppliers. 

However, she also expressed herself glad to be "involved in more 

technical processes". This possibly indicates that while in some 

work situations automation can bring isolation, in this case, an 

employee still doing tasks manually may feel more isolated in the 
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midst of computerised colleagues. She commented positively that 

automation "has helped the job really". 

One of the tasks the journals assistant singled out as producing 

satisfaction was the maintenance of an up to date database of 

journals holdings, as she found this "a useful tool" in her work. 

It is doubtful if the automation of serials processing will 

improve the job design of the journals assistant. A real concern 

is that once all information is available online, people will no 

longer need to turn to the member of staff with queries, . and that 

will mean: 

"one really enjoyable aspect of the job gone". 

More time will be spent at the terminal, as all journal arrivals 

have to be keyed in. The journals assistant fully recognises that 

automation will change a lot, and that her responses to questions 

concerning job satisfaction could well become quite different. 

The introduction of the new system for interlibrary loans has 

meant that the requests assistant has been able to involve those 

working with her in more aspects of the interlibrary loans 

process: something for which she had been arguing for some time. 

The type of automation employed has improved the organisation of 

her work, as it has meant that things have had to be done a 

different way. In the same way, feedback on the performance of 

the system was requested because of the trial status of the 

Libertas interlibrary loans module at Hatfield, so communication 
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has improved. The fact remains that in the general run of things, 

feedback and control over work, which were slightly imp~oved by 

the advent of a new system, were actually the factors causing 

dissatisfaction. Computerisation was incidental. 

One of the graduates pointed out that VDU use had increased a 

lot, especially for those processing requests. The hope was 

expressed that readers inputting their own requests directly onto 

the OPACs for staff merely to amend would decrease the time spent 

at the VDU. (This would possibly also reduce overall workload, as 

those who regularly put in multiple'requests would be deterred by 

the amount of typing they would have to do themselves.) The 

graduate concerned did not mind using the VDU as such, but 

commented: 

"Personally I'd like a little bit less VDU time, but if 

the work involves that it's got to be done." 

This is a case of an employee not minding VDU work as such, but 

preferring not to let the computer dominate the job. 

The cataloguing assistant pointed out that the kind of tasks she 

performed were not continuous typing, but rather involved 

inputting some details then breaking off and waiting, consulting 

other sources. She was quick to declare that: 

"I don't think I could do it if it was type, type, type." 
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She commented that she enjoyed "putting stuff on" because she 

could then "see what [she had] done". The computer .task of 

creating and amending records was in itself satisfying because it 

provided its own feedback; performance could be measured and a 

sense of achievement experienced. 

7.2. Overall job satisfaction 

Responses of staff to the direct question: "Do you have job 

satisfaction?" varied considerably. They may be categorised as 

follows: 

Those giving an unqualified affirmative: 4 

Those saying yes with some reservations: 4 

Those who had job satisfaction "sometimes": 2 

Those who said only 10% yes, 90% no : 1 

Automation would seem to occupy a relatively unimportant position 

in the overall question of job satisfaction. It is interesting to 

look at what factors did in fact prove most satisfying to library 

staff, what features of their work were enjoyable or disliked, 

and what they would ideally like to incorporate in their jobs. 

Staff responses may be broken down by professional and non 

professional, and by academic and technical services to try to 

determine whether there are any common trends, always bearing in 

mind that the total sample is only small, and that any findings 

are likely only to be applicable to the conditions currently 

prevailing at Hatfield Polytechnic, not to academic libraries as 

a whole. 
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Individual features of "good" job design will be taken in turn, 

with discussion of the responses of staff in each area. It should 

be noted that this may not be a comprehensive analysis; people 

may have gained satisfaction from factors they neglected to 

mention. In addition, when people declared that they gained 

satisfaction from the task of classification, for example, they 

may in fact gain satisfaction from utilising skills, from 

feelings of achievement, from having a whole job to perform or 

from being able to exercise control over it. It is hard to 

categorise exactly the effect of particular elements upon job 

satisfaction. 

7.2.1. Variety of tasks 

Subject librarians perform a wide variety of tasks; graduate 

trainee posts have been deliberately designed to give variety; 

counter staff have work assigned on a rota system to avoid 

monotony; professional cataloguers work on the information desk 

and have fortnightly counter duties. All these are areas where 

variety appears obvious to the outside observer. Staff responses 

give a rather different picture. 

Variety is in general considered to be a good thing. One graduate 

trainee specifically correlated variety with job satisfaction, 

replying when asked about experience of job satisfaction: 

"Yes. I think they give me a variety of things to do." 
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However, the other graduate commented on the dissatisfaction of 

routine, saying: 

"Some routines are okay, but it's mindless routine." 

Both were clearly keen to do a variety of tasks. 

Both subject librarians, whilst enjoying a high degree of job 

satisfaction, pointed to the fact that they were expected to be 

experts at everything, which just was not possible. The variety 

in their jobs was such that individuals tended to interpret their 

duties as suited themselves, to concentrate on particular aspects 

of the job, and to set their own priorities. (In part, 

differences in working practices could be dictated by the subject 

area and the staff with whom the subject librarian liaised. For 

example the information sciences librarian could contact all his 

staff bye-mail. The engineering librarian would have liked to 

have. done so, but had to rely on telephone calls, memos, and 

personal meetings, because not all the staff he needed to consult 

were computer literate or possessed terminals.) Variety in these 

jobs, however, could lead to the feeling of failure to perform 

all duties to a satisfactory standard, particularly where the 

staff member concerned was a perfectionist. In addition, there 

could be a certain amount of role conflict, where the librarian 

was expected to be all things to all men. 

The part time cataloguer, at present merely engaged in a 

classification project with no other duties, laughingly said that 
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it was not the variety that gave her job satisfaction. Variety 

was not something she expected from a part time temporary post, 

though the longer that she worked for the polytechnic the more 

variety she tended to be given. There could be variety between 

terms' of different projects which she appreciated. 

The library assistant working in both academic and technical 

services unsurprisingly enjoyed the variety of her work. She was 

in a unique position to see the whole of the library's work, and 

freely admitted to having "the best of both worlds". However, she 

also appreciated the variety of work within technical services, 

having different types of amendments and record creations to do 

on the VDU and being given a variety of work by the cataloguers. 

This appreciation of variety is unexpected in this area. 

The acquisitions assistant also enjoyed a great deal of variety 

in her work, particularly since the advent of automation. It 

could be argued that satisfaction in this area came more from 

being able to complete the whole process of acquisitions and see 

it through from start to finish that was the attraction. Not so 

much an increase in variety, but the change from doing a 

part of the process to far more of the whole, 

improvements in job satisfaction. 

limited 

brought 

On the counter, it appears that not all library assistants enjoy 

a great variety of duties. The belief was expressed that those 

higher in the organisation never thought about the job from the 

point of view of the person doing it. The same task could be 
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rota-ed for one individual for months or even years on end, for 

example in shelving in the same . area without ever switching 

between floors or between periodicals and books. Repetition and 

routine were condemned as being dissatisfying aspects of the job, 

and"a certain unhappiness at the fact that the graduates and 

others who showed themselves to be most cooperative to their 

superiors appeared to be given the interesting jobs with others 

never being asked. Whilst graduates were deliberately given more 

variety, study of the counter staff rota does not bear out the 

notion that some library assistants enjoy greater variety than 

others. It is possible, of course, that incidental tasks, not 

appearing on the rota could tend to be allocated to particular, 

possibly more openly cooperative, individuals. The atmosphere of 

encouraging training was good for those receiving it, but left 

those not wishing to progress in a library career and study for a 

diploma without the chance to do a wider variety of work. 

7.2.2. Feedback 

A question was specifically asked regarding feedback, in part to 

gain some insight into general perceptions of management style. 

The overwhelming response was that there was insufficient 

feedback from library management. Subject librarians could get 

some feedback from academic staff and students; comments had 

specifically been requested regarding the way that interlibrary 

loans were organised, so that was in a sense a special case, but 

otherwise the opinion of all staff on this matter was generally 

very low. 
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The sublibrarians were given credit for giving some feedback. 

Three of the five staff working in,technical services stated that . . 
the sublibrarian could be encouraging, and told them that they 

were "doing okay". Staff appreciated this, although feedback in 

terms of definite information was lacking. A couple of staff in 

the academic side mentioned that their sublibrarian would also 

"try to give us our due, as it were", as one of them put it. It 

should be noted that the technical services librarian in general 

worked more closely with his staff than the academic services 

librarian was able to, and that the technical services division 

by its nature operated more as' a coherent unit than the more 

diverse and larger academic services division. 

Apart from those few statements singling out individuals who 

endeavoured to give encouragement, nine out of the eleven staff 

interviewed professed themselves unhappy over the amount of 

feedback they received. A selection of their responses will serve 

to indicate the strength of feeling on this point: 

"We get nothing back from the management here ••. They 

don't really want to know." 

"I don't always get as much information as I'd like." 

"I wish they'd tell me if something's been done as it 

shouldn't be." 

. ; 
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"I feel you should know a bit more whether you're doing 

okay or not." 

"Nobody ever gets anything really. There's a definite 

lack of that kind of thing in this place." 

"Normally none. utterly nothing." 

"I think people are scared sometimes to say if you've 

done something badly." 

"There should be more praise and blame. If there's a 

problem they wait for it to explode in their faces, and 

then you get feedback." 

Although degrees of bitterness and tolerance of the situation 

varied according to individual temperaments, very similar 

comments came from all levels within the library heirarchy that 

were questioned, and from within both divisions. A problem that 

was also voiced by one of the academic services non professionals 

was that there was no formal system in existence., Although a 

representative from the counter staff would attend general staff 

meetings, they would invariably report back with the news that 

nothing of relevance to the library assistants was discussed. 

Concern over feedback took two distinct forms: an anxiety to know 

whether performance came up to standard, and a need for 

information about changes affecting the person's job. The latter 
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concern was voiced mainly, but not exclusively, by non 

professionals, possibly indicating,that those at the higher level 

tended to be more aware of management deliberations. The desire 

to have some kind of feedback on performance was spread across 

the ·board. Additional comments were that any feedback tended to 

be general - that things as a whole were progressing smoothly -

rather than personal. Subject librarians as a whole had few clear 

directives about what their job should actually entail and where 

priorities should lie. This. appeared to be an area which 

management were reluctant to look at in any depth, being content, 

whilst jobs were apparently getting done, to let subject 

librarians work things out for themselves. In a sense the 

responsibility and control over their own work was welcomed by 

the individuals concerned, but they were worried that individual 

interpretations and emphases might not necessarily correspond 

with the library's priorities, and that management simply did not 

appreciate the full scope of the work they were doing. 

Before management is 

communicate adequately 

condemned out of 

with staff, it 

hand for failing to 

is worth noting that 

informal discussions with the sublibrarian for academic services 

did not reveal any unwillingness to give feedback, but quite the 

reverse. At least this member of the library management was keen 

to adapt management style to suit the organisation (he personally 

favoured the participative approach to management wherever this 

was welcomed by staff). He was aware that pressures of time and 

the extraordinary changes of the past couple of years had forced 

less immediately pressing concerns, such as according praise and 
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blame to staff, to take a low priority position. He was keen to 

know what more could be done for staff in terms of design~ng jobs 

to produce satisfaction, although with the proviso that anything 

requiring a lot of time and reorganisation was not likely to be 

possible. 

It is worth questioning what the priorities of the library really 

are. Clearly the provision of a user-centred service is 

paramount, even when that causes problems for staff. Adoption of 

new technology, as a means to that end and to maintain and 

enhance the library's "go ahead)' image is also important. 

Training is something increasingly heavily stressed, although 

this was adopted partly (in the case of the graduate trainees) to 

solve staffing problems. Again, it enhances the library's image, 

in the polytechnic, the county, and across the profession. 

Training is still more favoured when fees can be charged to 

outside delegates; realistically in times of financial hardship 

for ,the polytechnic this makes sense, and should not be 

belittled. 

However, if these are the priorities, the job satisfaction of 

staff is beginning to come a long way down the list. The fact 

that staff identify with library objectives to a great extent, 

are on the whole committed to providing a good service to users, 

and enjoy working in a progressive atmosphere where they can use 

new technology, means that a certain amount of job satisfaction 

is experienced when library objectives are met. This is fortunate 

for the institution. It should not mean though that staff needs 
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can be ignored. 

7.2.3. Challenge, feeling a sense of achievement, being able to 

measure performance 

Whilst achievement and challenge may not have been mentioned in 

so many words, both professionals in technical services 

particularly enjoyed the task of classification. This may well be 

associated with feelings of achievement, not necessarily related 

to the volume of work processed, but maybe to the satisfaction of 

solving particular problems. The number of books processed in a 

day could fluctuate greatly. The part time cataloguer working on 

the classification project classified 38 books on one of the 

mornings of the study, though she said that they involved an 

unusually large number of problems; on an earlier day she had 

accomplished over 60 in the same period of time. 

Professionals in academic services had far fewer means of 

measuring their performance. (In part this is linked to the 

amount of feedback received, which is dealt with in section 

7.2.2.) Some sense of achievement could be experienced through 

teaching, although the converse is also true. Where students 

failed to grasp principles explained in user education sessions, 

subject librarians could experience a sense of personal failure 

and frustration. Increased demand for online searches from 

students could be regarded as a demonstration of the success of 

education sessions, although increased workload caused stress in 

particular to less experienced staff. The desire to know how well 

one was doing the job led the senior subject librarian to attempt 

i 
~ ! 
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to measure his performance, recognising the difficulty of 

comparing the work of librarians in different schools, where the 

demands of the subject could vary. A record of the hours of 

teaching undertaken in itself merely provided a useful statistic 

to show others (particularly management) that something had been 

achieved, but did not in itself produce satisfaction; judging 

quality was far harder. The challenge of learning new skills was 

important to both, being most evident in the newly qualified 

librarian. Both found the inherent problem solving of enquiry 

work most satisfying. Feelings of achievement could be lessened 

by the awareness that some things were not getting done that 

ought to be. Pressure of work and time was particularly intense 

in the Autumn term, but there was an awareness also that more 

"popular" activities like getting CD-ROM stations operational 

tended to push important, but less glamorous activities like 

shelf-tidying into the background. 

This state of affairs was accepted more philosophically by long 

serving members of staff, who realised that the past couple of 

years had seen great changes and that less apparently urgent 

matters would be dealt with in due course. Graduates and library 

assistants involved in the daily difficulties of shelving were 

less happy to accept the situation. Feelings that things were out 

of control and that individuals could do little to improve them 

with too few people shelving for too few hours detracted from 

feelings of achievement. Staff either became demoralised, or 

even shelf-tidied surreptitiously whilst in theory rota-ed for 

other dutiesl 
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A sense of achievement was experienced by graduates when able to 

satisfy users' requests. Occasions when users actually made a 

point of thanking the individual who had processed their inter 

library loan were important in enhancing job satisfaction. 

Helping with problem-solving was something which gave clear 

satisfaction, though the denial of opportunities to do so could 

cause graduates to feel devalued. One in particular expressed 

this as being "nothing but a sign-post", inability to help people 

through lack of knowledge being especially frustrating. Possibly, 

training in answering particular .types of queries would 

ameliorate this situation. One graduate also wished for more time 

to complete tasks, so that they could be done to a higher 

standard. 

The desire to know that the job was well done and to see the 

results of efforts was by no means restricted to professionals 

and aspiring professionals. It has already been noted that 

libr~ry assistants wanted to see the shelves tidier: an 

achievement which would facilitate many parts of their work and 

lead to a better service. 

The cataloguing assistant found that putting things on to the VDU 

and being able to see what had been done was satisfying. 

Similarly, the journals assistant saw the maintenance of an 

accurate and up to date database as rewarding, as she could then 

use it in her work. She also sought more challenges in her work, 

laying particular emphasis on the satisfaction of 

problem-solving. 
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The part time professional at present unable to recommence full 

time work due to family commitments, could have coped with and 

would have enjoyed a more demanding and responsible role, though 

recognised that it was unrealistic to expect this from a part 

time, temporary post. 

A couple of the non professionals recognised that they had gone 

as far as they could in their careers, and experienced sufficient 

challenge and variety in their work to give them job 

satisfaction. It is worth noting, however, that the two posts 

concerned were rather more challenging and varied than those of 

their colleagues, and even so, one of them stated that if she was 

to continue full time work until retirement age the possibility 

of alternative posts might be considered. The desire to 

experience greater challenges might be expected among graduates, 

but it was also very clearly voiced by two other non 

. professionals. Lack of promotion prospects was a real grievance. 

The fact that there were duties which they felt quite capable of 

tackling, but were not allowed to do because they had not 

completed and did not intend to undertake a diploma or masters 

course, was a cause of extreme dissatisfaction. 

7.2.4. Responsibility, control, participation in decision making 

Professionals across the board clearly enjoyed more 

responsibility and control over their work than non 

professionals. Their time was restricted in certain instances by 

teaching commitments, information desk or counter duties, and the 

scheduling of meetings. (A certain amount of flexibility was 
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possible by swapping rota-ed duties between professionals.) Other 

than that they organised their own,time and duties as they felt 

most appropriate for the job and themselves. 

For . non professional staff there was a distinction between the 

extent to which technical services and academic services staff 

could organise their own time. In general, technical services 

staff had their own, clearly defined jobs, with which they could 

progress needing very little direction. 

counter staff were far more restricted, working to a rota which 

followed a standard pattern, though details might change from 

week to week, depending on staff absences and particular duties 

needing to be accomplished. Shelving was the order of the day, 

for graduates as well as other library assistants until 10.30 

a.m. Breaks had to be taken at set times, particularly when the 

post-break duty was manning the counter. Graduates were less 

limited generally by the rota, as they only covered one counter a 

day, and after their shelving were working for the subject 

librarians and freer to organise their own time. This adherence 

to a rota, although clearly a necessity to ensure that all tasks 

are completed - and in itself an attempt to give staff a variety 

of work - could cause dissatisfaction. This dissatisfaction 

showed itself particularly when a member of staff was reluctant 

to leave one task incomplete in order to pass on to the next at 

the time stated on the rota. 
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Responsibility for a complete job and the way it was organised 

was something which gave satisfaction to those possessing .. it and 

seen as desirable by several of those not able to control their 

work. Such responsibility and control were particularly desired 

by ·the non professionals (not surprising, as they were the ones 

without it). The strength of feeling on this topic from those on 

library assistant grades was perhaps surprising, coming 

particularly from those who most resented lack of prospects for 

progressing any further in librarianship without qualifications. 

Lack of control over organisation was also seen as a major cause 

of dissatisfaction within the requests unit, which admittedly has 

seen several changes in its functioning over the past two or 

three years largely due to attempts to provide a variety of 

duties for graduate trainees. The requests assistant has not 

always been kept fully informed of changes which will radically 

affect the way the unit functions, and recognised that: 

"l have very little say in the final decision". 

Being able 

job was a 

to work concentratedly at something which is a whole 

source of great personal satisfaction for the 

individual concerned, but the lack of control or say over the way 

in which the work of the unit as a whole is to be accomplished 

detracted from 100% satisfaction. As a long serving member of 

staff who had always worked in requests, her expertise and 

knowledge of the way in which the job may best be tackled 

deserved greater recognition. 
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over working hours was not available for any of the 

Some members of staff would have prefe!red to 

start later, some earlier, but in general this was not allowed. 

Staff in technical services had slightly more leeway on starting 

times, with two of the staff participating in this study arriving 

at 8 a.m. (to deal with post). In the academic services division, 

the official view was that staff should be at work at the times 

that the library counter needed to be manned. For some 

individuals this was a restriction which they found inconvenient. 

One person declared that her peak times for working were late 

afternoon and early evening, so a g' a.m. start was sometimes not 

that efficient for her. Two others would have preferred to come 

in and leave much earlier. Flexibility in terms of a half hour 

period in which to arrive was thought desirable by a couple of 

staff, one of whom travelled by British Rail. It was also 

(unsurprisingly) commented that working a late night until 9.30 

p.m. (having arrived for work at 9 a.m.) made too long a day. 

Only, in a couple of instances was lack of control over the hours 

worked a serious cause of dissatisfaction. 

7.2.5. Exercising particular skills or expertise 

All the professionals felt that job satisfaction came from being 

able to use their skills or knowledge in their work, whether this 

was subject specialism or classification. Two specifically 

highlighted this when asked what would make the ideally 

satisfying job for them: 

"To exercise a particular talent gives job satisfaction." 
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"Job satisfaction is partly whether you're using the 

knowledge you've got." 

Among the non professionals this idea was by no means coherently 

expressed. One felt frustrated that talents that were possessed, 

such as typing, were ignored. One of the graduates also expressed 

the desire for a job which: 

"allowed some scope for ... creativity." 

All non professional staff 

satisfaction at seeing their 

without exception 

work done well, 

experienced 

whether that 

involved amending catalogue records, receiving book orders, 

solving problems, or helping a customer. This was not described 

in terms 

indicating 

of exercising particular skills, however, 

that non professional staff were less 

perhaps 

ready to 

recognise expertise in their own every day work. 

7.2.6. Environment 

A couple of staff particularly pointed to working at the 

polytechnic itself as a source of job satisfaction. The 

environment of staff and students, and the activities surrounding 

the process of education suited them. One of those who 

particularly liked working for the polytechnic did, however, 

complain that it was impossible to escape from the campus at 

lunchtimes without 'a car and that facilities on site were poor. 

Breaks could thus be less relaxing than they might have been. 
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7.2.7. Learning and training 

Training is something emphasized, by the library management. 

Nobody specifically mentioned training as contributing to their 

job satisfaction. Having to learn new skills was, however, 

discussed by some. The comment that a lot was expected of staff, 

and that it was frequently necessary to learn quickly did arise 

from several of those interviewed. This related particularly to 

the introduction of new systems. Staff realised that they had to 

adapt rapidly, and even in cases where the arrival of automation 

initially caused extreme stress this does not seem to have had a 

long term detrimental effect on job satisfaction. The atmosphere 

of constant change and development at Hatfield with very little 

let up probably contributes to staff's ready acceptance of new 

methods of working. 

Only one individual, the assistant subject librarian, for whom 

this is a first professional post, actively recognised the 

learning of new skills as an integral part of her job 

satisfaction. Even then, she did not point to organised training 

as the source of this, but rather enquiry work as the area where 

she learned most. She felt that it was up to the individual 

whether they chose to learn or not and believed that it would be 

possible to do her job and learn nothing. 

However, this does not necessarily imply that provision of 

training contributes nothing to job satisfaction. When questioned 

about job satisfaction in an interview situation, the obvious 

reaction of staff would tend to be to think of the tasks making 
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up their jobs, rather than more peripheral activities such as 

training. Graduates in particular,were frustrated at not.,knowing 

enough to be able to tackle problems themselves. The constant 

handing over of enquiries to the professionals could be a real 

source of dissatisfaction to motivated would-be professionals who 

desired to have opportunities to learn more. 

7.2.8. Social relationships 

Contact with people was the most frequently cited source of job 

satisfaction overall. This is unsurprising considering the 

nature of library work. 

Technical services staff, who did not tend to come into contact 

with the public to such a great extent, still almost invariably 

felt that working with pleasant colleagues enhanced their job 

satisfaction. This was particularly important for the temporary 

cataloguer who probably had the least satisfying job in the 

technical services section. Working in a relatively small, 

close-knit office, aggravation with other staff members could 

have a detrimental effect on job satisfaction, with occasional 

unpleasant atmospheres arising. The most senior member of 

technical services staff involved in the study did point out that 

relations with management could be more important to job 

satisfaction than relations with colleagues, but still enjoyed 

the contact with people experienced during work on the library 

counter and enquiry desk. 
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Academic services staff naturally felt that customer contact was 

a central part of their work. This is probably all the more 

evident at Hatfield due to their extremely user-centred 

philosophy of service. All, without exception, cited helping 

users as a key satisfying feature of their work and indeed the 

fundamental purpose of their job. 

contact with colleagues was still regarded as important amongst 

academic services staff. One commented that the people made the 

job, and that supportive colleagues would be essential for the 

most satisfying job for her personally. Both subject librarians 

commented on teamwork and the need to rely on the expertise of 

colleagues in a job where so many different skills were required. 

Amongst counter staff too, a certain camaraderie existed, which 

clearly helped to relieve tedium. This was more evident from 

observation than from comments made in interview. Not all library 

assistants chose to belong to the main social group, however, 

pref~rring to concentrate on their own work and to enjoy serving 

customers. One member of academic services staff pointed out that 

a job where staff were expected to socialise out of working hours 

would not be personally satisfying. Clearly staff can choose how 

much contact to have with colleagues. The fact that all' staff 

from any section or level of the organisation could socialise 

together in a relaxed atmosphere in the staff room did help to 

create a pleasant working environment, which was appreciated. 
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CHAPTER ,EIGHT 

MANAGEMENT AND JOB DESIGN 

8.1, Staff perceptions of management attitude 

While feedback and communication between management and staff was 

perceived to be a problem throughout the library, it would be 

fair to say that dissatisfaction was more strongly voiced in the 

academic services division. Dissatisfaction with TSD jobs tended 

to arise fundamentally where staff had capabilities which were 

underutilised by the demands of the job. Generally, this could be 

said to have arisen not so much through faulty job design, but 

through the fact that the individuals performing those tasks were 

more highly experienced or qualified (in terms of skills rather 

than necessarily paper qualifications) than would be expected of 

staff doing those jobs. Non professionals in technical services 

had greater control over their work and more coherent jobs than 

comparable grades on the academic services side. In technical 

services too, staff worked more closely with their sublibrarian 

and the chief cataloguer (who is also involved in some policy 

decisions). The physical location of staff in a single office, 

with the sublibrarian's office next door, and the fact that 

technical services is a small and coherent unit combine to 

produce a situation in which staff at least felt that management 

had more idea of what staff were dOing, even if too little 

information was given of decisions concerning changes to people's 

jobs. 



142 

In discussion of the amount of feedback (see section 7.2.2.) and 

elsewhere in interviews and informal chats with staff '" certain 

beliefs about the attitude of management to jobs became evident. 

Subject librarians clearly felt that the senior management did 

not have any real comprehension of what a subject librarian's 

post actually entailed. This was expressed in terms of there 

being no clear direction to staff on what the priorities of their 

work should be, and no efforts being made to measure their 

performance, other than the collection of basic statistics 

regarding the number of hours teaching and number of online 

searches performed. It was felt,' moreover, that the management 

were content not to enquire too closely, as long as no obvious 

problems appeared. 

Reorganisation of the requests unit over the past few years has 

failed to take into full consideration the demands of the 

interlibrary loans task itself and the best form of organisation 

to complete that task efficiently. A great deal of professional 

time and effort has gone into planning changes in this area, 

which admittedly have been geared very much towards providing a 

varied programme of activities for graduate trainees. The effect 

of these changes on the requests assistant's job have tended to 

be overlooked. 

Indeed the job of the graduate trainees is the one post which has 

purposely been designed. Consultation with current trainees and 

evaluation of the programme provided forms an integral part of 

planning for the next year's trainees. This participation is to 
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be commended. (Having participated myself in last year's 

evaluation process, I was particularly interested to discover the 

reaction of current trainees to their posts and their level of 

job satisfaction.) The major feature of job design picked up on 

by management in the trainee posts is variety. Such factors as 

control over work, responsibility, feedback, and contact with 

colleagues, are largely ignored. (Admittedly, the importance of 

variety in producing job satisfaction should not be discounted; 

one of the graduates questioned particularly pointed to it as the 

most satisfying feature of the job.) It should be noted that 

although on paper all the graduates have the same job, in 

practice their duties may vary considerably. This is dependent in 

part upon the level of responsibility and complexity of tasks 

which the subject librarian to whom they have been assigned is 

prepared to delegate. Even the simple level of workload may 

differ markedly. A graduate may feel significantly underoccupied, 

with little scope to exercise any initiative or creativity, but 

have. no single designated supervisor whom they feel able to 

approach to discuss dissatisfaction. Evaluation of the training 

programme is undertaken only at the end of the year, when it is 

too late to rectify problems experienced by any individual. Of 

course, graduates employed the following year may have different 

personal needs. 

Amongst library assistants, it was felt that little attempt was 

made by supervisors to consider what the job looked like from the 

point of view of the individual doing it. While the counter rota 

offered some scope for giving an individual variety, or possibly 
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a particular area of responsibility, the view was expressed by 

one library assistant that: "It's .just a case of being bqdies". 

8.2. The problems facing management 

The· position of the Polytechnic library within the institution, 

its relationship with other libraries in Hertfordshire, and 

indeed its high profile in the wider field, tend to involve the 

chief and deputy librarians in commitments outside the library 

itself. Consequently, some of the responsibilities for the day to 

day running of the library devolve upon the two sublibrarians. In 

addition, they are the figures within the management who come 

into closest contact with staff and from whom feedback would be 

expected. 

The implementation of the Libertas system has involved both in a 

great deal of extra work. Even with the assistance of the systems 

librarian, the technical services librarian has needed to be 

avai.lable to solve problems staff may have with the new system. 

He also at present has a supervisory role over cataloguing staff 

at all three campuses. Financial control is an additional major 

responsibility. 

The academic services librarian took on the organisation of much 

of the training of staff in using the new system. Indeed, 

involvement in training programmes for graduates and updating 

workshops for professionals is a time consuming part of his job. 

The organisation of the movement of all the humanities and social 

sciences stock between three campuses in the summer of 1989 fell 
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upon the sublibrarian for academic services. If suggestions for 

the integration of the two reference sections at Hatfield into a 

single collection are implemented, this will involve a further 

smaller shift of stock. A forthcoming merger of the library with 

the-poly technic's Media Services Unit requires liaison from the 

sublibrarian as this has repercussions for academic services 

staff. At the time of this study, he was also preparing a paper 

(discussing automation and non professional staff) for the 

Library Technology Fair held at Hatfield. 

Both sublibrarians thus have a number of responsibilities which 

need to be given priority to ensure the smooth running of library 

services and fulfilment of library objectives. (It could be noted 

in passing that, along with other professionals both also take 

their turn on the information desk.) Given pressures of work and 

time, giving feedback to staff or concentrated thought to the way 

in which their jobs are designed may take a very low priority. 

Whilst the job satisfaction of their staff is recognised by both 

as important, other concerns may well appear to demand their 

attention more urgently. 

To some extent, this has been recognised by staff. One commented 

favourably on the management style practised by the academic 

services librarian. Another admitted that it was unrealistic to 

expect managers to give much feedback to staff as they had many 

other jobs to do and did not have the time. 
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8.3. Management attitude to job design 

The sublibrarian for academic seryices was approached, for an 

informal discussion of job design as perceived from the 

management's point of view. (It should be noted to set these 

comments in context that the individual concerned is widely liked 

and respected by staff, particularly amongst the professionals 

with whom he works more closely. The management style he favours 

is that of participative management, and he is keen to listen to 

suggestions from staff regarding the way in which work is 

organised.) 

His immediate reaction on being asked if there was any coherent 

policy on job design was to ask what exactly was meant by job 

design, followed by questions concerning what in practical terms 

could be done for library staff. Certainly this demonstrated a 

positive attitude, albeit one which revealed that little coherent 

action on job design had ever been contemplated in the past. He 

freely admitted that the only posts where attempts had been made 

at job design were those of the graduate trainees, where the 

library had a responsibility to provide a certain amount of 

variety. 

(In an aside, it is worth noting that his perception of library 

work was that there was far less variety in technical services 

work, with tasks being divided on a strictly functional basis. 

Features of job design other than variety were not mentioned. 

However, it is interesting that he supported the functional 

division of library duties, as he felt that different sorts of 
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jobs would suit different sorts of people. He feared that this 

view contravened library orthodoxy, although it does in fact 

demonstrate some perception that individuals could look for very 

different things from their jobs.) 

The counter staff rota was referred to, with the comment that at 

least here staff were not expected to man the counter all day as 

might be the case in other institutions. The allocating of tasks 

to individuals be means of that rota actual allocation is 

carried out by the senior library assistant - was, however, seen 

merely as a process of "plugging gaps". Individuals were not 

considered. (Here clearly is a case where staff perceptions of 

management attitudes were entirely accurate.) He did point out 

that the atmosphere at Hatfield was more conducive to 

consultation than in other institutions where he had worked. It 

was perfectly possible for a manager to admit to a library 

assistant that he could not understand all the intricacies of the 

assistant's work, 

appreciated the 

and ask for 

fact that 

contributions and ideas. He 

people were forthcoming with 

suggestions for improvements and was particularly eager for any 

recommendations from research such as this study. His big problem 

as he saw it was time. He felt that he never had sufficient time 

to consult with staff or to give adequate feedback on 

performance. While sympathetic to ideas of good job design, their 

jobs were considered not on an individual basis, but rather in 

terms of "what will be good for the staff as a whole". 
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8.4. Future appraisal schemes 

The Polytechnic as a whole is planning to bring in an appraisal 

scheme for all staff. This has been welcomed by the sublibrarian, 

as it forces him to make time to do something positive about 

communicating with staff; it has worried him that this has not 

been done sufficiently due to pressures of work and time. The 

scheme, which is to be totally unconnected with wages, will ask 

about what staff enjoy and dislike in their jobs, where there are 

areas for improvements .and how these might be achieved. The sub 

librarian was especially keen to have the chance to tell people 

that they are doing a good job, and showed some regret that he 

would not personally be involved in the appraisal of all academic 

services staff, as limits have been set on the number of staff 

anyone manager may appraise. 

Clearly this is a development which gives library management the 

opportunity to tackle the questions of job design and job 

satisfaction in a positive way, and may go some way to assuaging 

staff grievances over lack of any formal feedback. It has to be 

said though, that although the member of the library management 

questioned has fully recognised the need for consultation with 

and feedback to staff, it has taken an initiative from outside 

the library to stimulate any actual action. Preoccupation of 

management in organising major changes has meant that those staff 

whose very cooperation and willingness to adapt has ensured the 

successful implementation of those changes, have tended to be 

taken for granted. 
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CHAPTER NINE 

CONCLUSION 

This study has concentrated upon a single library and a small 

group of staff. Its findings cannot be treated as indicative of 

any general situation. Nevertheless, within that limited context, 

certain implications of automation for job design may be 

discerned. 

The first point to be made is that job design itself is not an 

issue which is given management attention. Graduate trainee posts 

are the only ones purposely designed, because there the library 

has an obligation to provide a variety of experience. Changes are 

considered on the level of what is good for the staff as a whole; 

implications for individual jobs may be disregarded. 

In some instances, the introduction 

coincided with a reorganisation of an 

stress involved in learning a new 

of automated systems has 

individual's work. The 

system 

increased workload or new duties simultaneously 

and coping 

should not 

with 

be 

overlooked by management. Training in new processes and an 

understanding between employee and management recognising that 

efficiency is bound to drop during the period of readjustment are 

essential to minimise stress. 

Having said that, perhaps unexpectedly it can be declared that 

there are other cases where automation has not made a major 
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impression upon the design of library jobs in the majority of 

cases. The use of computers has not, on the whole, redefined the 

job. The same processes are carried out simply using a computer 

rather than a manual tool. Thus adverse results of automation 

highlighted in the literature - namely the removal of freedom of 

movement and opportunities for communication with colleagues - do 

not emerge in the same way. A cataloguer still needs to get up 

to fetch the next pile of books to be processed whether a 

catalogue card is to be filled in or details to be keyed in on 

the computer·. Similarly, colleagues will continue to be 

consulted over difficult decisions regarding the classification 

of particular items. The nature of library work requires liaison 

between different departments, with outside bodies such as 

suppliers, and with library users. There are possibilities in 

certain cases for using electronic mail, but for the most part, 

the most effective means for such contact to be maintained 

remains simple oral communication. Library work involves books, 

journals, and users, not the computer alone, and these are the 

focus of a job in which the computer is simply a tool. 

It should be noted, however, that although the computer may be 

relegated to the position of a mere tool, it has to be recognised 

as an increasingly essential tool. Without computers it would not 

be possible to cope efficiently with the vast quantities of 

information and materials handled by libraries today. Once a 

system is fully automated, it has to be maintained; there is no 

possibility of reverting to manual systems even to perform simple 

tasks. Reliability is an essential feature of any automated 



151 

library system. Computers may thus occupy an ambivalent position 

within the library job: the job does not focus upon the computer, 

yet it cannot be performed without it. 

In keeping with its status as a 'tool of the trade', automation 

per se makes little contribution to levels of job satisfaction. 

Factors which motivate are variety, 

responsibility, and the exercise of 

control 

skills. 

over work, 

Problems of 

dissatisfaction occur primarily amongst non professional staff 

who seek more demanding tasks, greater control over their work, 

and opportunities to participate in decision-making. Their 

frustration at their inability to progress further in their 

careers without a professional qualification, combined with their 

evident capabilities, add fuel to the. debate over whether the 

rigid "professional" distinction can be justified. 

Similarly there is no clear connection between health problems 

and the level of job satisfaction experienced. Individuals could 

greatly enjoy using computers in their work, whilst suffering 

from physical discomfort using them. Even those engaged in more 

monotonous data entry type tasks did not consider physical 

discomfort to be a significant source of dissatisfaction. The 

acceptance of health problems by staff should not diminish the 

library's responsibility to ensure that such difficulties are 

minimised. 

Staff outside the technical services area may have been 

considered in the past to be less frequent, less intensive VDU 
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-
users. This study has demonstrated that that is not always the 

case. Even in cases where staff are using the VDU no more than 

two hours per day, where provision of individual workstations for 

members of staff is impracticable, it becomes more important for 

furniture at multi-user terminals to be fully adjustable, to be 

able to meet the ergonomic requirements of a number of 

individuals. The relative frequency of health problems amongst 

technical and academic services staff would seem to indicate that 

those able to adjust their workstation are less "prone to 

discomfort at work. 

Whilst in general discomfort appears to arise from the ergonomic 

conditions, in the case of the graduate trainees job design may 

also be significant. These posts have been designed to encompass 

a variety of processes: counter work, book ordering, 

bibliographic checking, display of journals, and interlibrary 

loans. The nature of these tasks should be noted. Both book 

ordering and interlibrary loans are carried out through the same 

form-filling data entry type of VDU work. Maintenance of 

databases in the natural sciences school is again a form-filling 

data entry task. The amount of time spent on these (and 

catalogue enquiries on OPACs or CD-ROM) each day may not have 

been considered. Such tasks may be still more lengthy for 

non-typists, which graduates often are. 

In all cases, staff identify closely with the objectives of the 

library. They seek to perform their tasks in the most efficient 

way possible and to provide a good service to users. Attitudes 
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towards the level of workload illustrate this well. Several staff 

declared themselves dissatisfied most when they had least to do, 

though one commented that work underload occurred only 

infrequently. In the majority of cases, a great deal was expected 

of staff. This fact was mentioned repeatedly. In the two 

instances where staff wished for a reduction in workload, this 

was due to the desire to be able to produce work of a higher 

standard. This desire to achieve objectives leads in turn to a 

need to be able to measure performance and to be able to put 

forward suggestions for improvements. It is in this area of 

feedback and communication between staff and their supervisors in 

which improvements could be made which could increase job 

satisfaction significantly. This is not to criticise the current 

work of the two sublibrarians upon whom much of the 

responsibility for such communication would fall. Both have 

expressed strong appreciation of the work of their staff and 

their concern to have good communication. Their efforts are 

recognised and appreciated by staff, and they are very widely 

respected. Pressure of work and time has tended to mean that 

communication, recognised as important by both managers and 

managed, has tended to be squeezed out. A coherent 

communications policy needs to be accorded a higher priority by 

the library management, and time made available for it to be 

properly implemented. 

In conclusion, it can be said that on the whole, although it has 

been given little conscious thought, the job design in operation 

at Hatfield Polytechnic library satisfies library objectives 
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whilst providing the individual employee with a fairly rewarding 

job. Perhaps individual needs deserve to be given greater 

attention, particularly considering the high level of dedication 

amongst the staff. Job satisfaction has not been impaired by 

automation as has been the case in other occupations, nor has 

automation restricted communication and movement, although the 

level of each may differ markedly between different posts. Where 

health problems have arisen, these are primarily the result of 

poor ergonomic provisions, rather than any fault in job "design. 

One member of the library staff effectively summed up the 

position of automated systems within library work: 

"Of course we have had to make enormous changes in 

quite a short period. If we hadn't had automated 

systems we wouldn't be able to. I don't know whether 

that's a good thing or a bad thing ... We are 

constrained by the technology. It's always changing. 

I suppose we are lucky to have seen so much 

variety." 
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APPENDIX A 

LOG SHEET 
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STAFF LOG SHEET 

NAME: 
JOB TITLE: 
DATE: 

TASK 8.30-'9.00- 9.30- 10.00- 10.30- 11.00- 11.30- 12.00- 12.30-
8.59 9.29 9.59 10.29 10.59 11.29 11.59 12.29 12.59 

'-- - -
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STAFF LOG SHEET 

NAME: 
JOB TITLE: 
DATE: --

TASK 1.00- 1.30- 2.00- 2.30- 3.00- 3.30- 4.00- 4.30- 5.00-
1.29 1.59 2.29 2.59 3.29 3.59 4.29 4.59 5.29 

I 
, 
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APPENDIX B 

OBSERVATION SHEET FOR ACTIVITY SAMPLING 
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ACTIVITY SAMPLING RECORD SHEET ( 1 ) 

NAME: 
DATE: 
TIME: 

. TASKS 01 02 03 04 05 06 07 08 09 10 11 12 13 14 15 
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ACTIVITY SAMPLING RECORD SHEET (2 ) 

NAME: 
DATE: 
TIME: 

TASKS 16 17 18 19 20 21 22 23 24 25 26 27 28 29 30 
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APPENDIX C 

LIST OF QUESTIONS INCLUDED IN INTERVIEWS 
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SEMI-STRUCTURED INTERVIEWS 

Job satisfaction 

A1 would you say that you have job satisfaction? 

A2 How would you define a satisfying job? 

A3 Do relationships with colleagues affect your level of job 
satisfaction? 

A4 Which aspects of your job do you enjoy? 

AS Why is that so? 

A6 Which aspects of your job do you dislike? 

A7 Why is that the case? 

AB What feeling do you tend to go home with at the end of the 
day? 

Management 

B1 Do you get much feedback from your supervisor about the work 
you do? 

B2 How much say do you have in the way your work is organised? 

B3 Are you able to arrange your break times yourself? 

B4 If you had to work the same number of 
could organise when in the day you could 
choose. to start and finish work and take 

hours as at present, 
work, when would 

your breaks? 

but 
you 
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stress 

C1 Are you aware of experiencing stress while you are at work? 

C2 What do you think causes this? 

Environment 

D1 How would you describe the heating in your workplace? 

D2 What about the air-conditioning? 

D3 Is the lighting suitable for the work you do? / Do you ever 
get glare on the screen? 

D4 Are noise levels ever a problem? 
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APPENDIX D 

QUESTIONNAIRE ON HEALTH AND VDU WORK 
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QUESTIONNAIRE ON VDU WORK AND HEALTH 

I am studying the organisation of work within library jobs that 
involve the use of computers. Various studies of the use'of VDUs 
in other types of work have suggested that in certain 
circumstances some health problems can arise. I am interested in 
discovering whether library staff suffer any of these problems, 
now that computers are increasingly being used, as this could 
have implications for the way in which their work should be 
organised. 

I would be very grateful if you could complete the following 
short questionnaire concerning health at work. I assure you that 
all your responses will remain strictly confidential. 

Please tick the box which applies to you: 

1. Do you work full-time or part-time? 

Full time 
Part time 

[ 1 
[ 1 * 

*Please specify the hours worked ________________________________ ___ 

2. How many hours on average do you spend working at the computer 
each day? 

Less than one hour 
One to two hours 
Two to three hours 
Three to four hours 
Over four hours 

3. Have you ever suffered discomfort in 
ways whilst or following work at a VDU? 

Less Once 
than a 
once a month 
month 

Headaches [ 1 [ 1 
Eye strain [ 1 [ 1 
Neck pain [ 1 [ 1 
Pain in upper back/shoulders [ 1 [ 1 
Pain in lower back [ 1 [ 1 
Pain in wrists [ 1 [ 1 
other (please specify) [ 1 [ 1 

[ 1 
[ 1 
[ 1 
[ 1 
[ 1 

any 

2/3 

of 

times 
a 
month 

[ 1 
[ 1 
[ 1 
[ 1 
[ 1 
[ 1 
[ 1 

the following 

Once More 
a than 
week once 

a week 
[ 1 [ 1 
[ 1 [ 1 
[ 1 [ 1 
[ 1 [ 1 
[ 1 [ 1 
[ 1 [ 1 
[ 1 [ 1 
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4. When do these symptoms usually appear? 

Whilst After At Doing' a 
working using varying specific 
at VDU VDU times task 

(please 
specify) 

Headaches [ 1 [ 1 [ 1 [ 1 
Eye strain [ 1 [ 1 [ 1 [ 1 
Neck pain [ 1 [ 1 [ 1 [ 1 
Pain in upper back/shoulders [ 1 [ 1 [ 1 [ 1 
Pain in lower back [ 1 [ 1 [ 1 [ 1 
Pain in wrists [ 1 [ 1 [ 1 [ 1 
Other (please specify) [ 1 [ 1 [ 1 [ 1 

5. Have any of these problems -become so severe that you have 
consulted (or are considering consulting) your doctor/optician? 

Yes 
No 

6. Do you enjoy using a VDU? 

Enjoy very much 
Quite enjoy 
Don't mind 
Quite dislike 
Dislike very much 

[ 1 
[ 1 

[ 1 
[ 1 
[ 1 
[ 1 
[ 1 

7. Have you any further comments you would like to make about 
the topics covered in this questionnaire? 

Your help in completing this questionnaire is greatly 
appreciated. Please could you now return it to Kathryn Mathias 
in the envelope provided. Thank you very much. 
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APPENDIX E 

DOCUMENT PRODUCED BY HATFIELD POLYTECHNIC CONCERNING 
EYE TESTS FOR VDU OPERATORS 
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DOCUMENT PRODUCED BY HATFIELD POLYTECHNIC 2 MAY 1990 

Guidelines for Eye Tests for VDU Operators 

The Polytechnic operates a policy of recommending staff regularly 
using VDU's to have their eyes tested at appropriate intervals 
whether the VDU is used for wordprocessing or some other 
application. Regular use is defined as being for 50% of the time. 
In order to encourage staff to take up eye tests the Polytechnic 
reimburses certain of the costs arising from tests and 
prescriptions. Details of these and of the procedure to follow 
are given below. 

Managers are asked to support this policy by identifying the 
staff who are regular VDU users and advising them of these 
guidelines. Managers should also ensure that these staff are 
given the right working conditions to minimise eyestrain; advice 
on these and other ergonomic considerations can be obtained from 
Mrs Thwaite, the Wordprocessor Trainer, ext. 4042. 

Reimbursement of Costs 
1) Eye Tests: The polytechnic normally reimburses the full cost 
of eye tests for staff using VDU's for a substantial part of 
their work (50%). As there is increasing variation in prices 
charged staff may be asked to use a particular chain of opticians 
or alternatively meet the differences in costs if they wish to go 
elsewhere. 

2) If a prescription arises from 
normally makes a standard contribution 
the cost of lenses and frames. 

the test 
of £30 in 

the Polytechnic 
total towards 

3) Where spectacles or lenses are specifically prescribed for use 
with VDU's then additional costs may be met, depending on the 
circumstances. The Polytechnic does not normally meet the cost of 
tinting or coating of lenses. 

Procedure 
1) Eye tests: Staff are advised to have an eye test when they 
start using a VDU regularly for substantial periods (50% of time) 
and then to have the test repeated every two years or after one 
year for staff over 40. 

2) Authorisation: Before have an eye test members of staff should 
obtain authorisation from their manager, on a form obtainable 
from Support Services. 

3) Claims for reimbursement: The same form is used to record 
information from the optician on the cost of the test and any 
prescription arising from it. This form should be returned, with 
receipts, to the Manager, Support Services. 

4) Payment: Forms are normally processed for payment at monthly 
intervals, so there may be a few weeks delay in receiving 
payment. 






