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Abstract
Despite a plethora of job advertisement analyses in librarianship, few studies examine advertisements for skilled special collections professionals in public services. This study analyzed job advertisements for special collections professionals in public services in 2017-2019 to understand the extent to which duties go beyond reference, instruction, and outreach. In many cases, academic librarianship requires one to manage librarianship responsibilities alongside scholarship demands, and this article reveals how expanding responsibilities may generate work-work conflict leading to burnout.
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Introduction
Special collections librarianship has the potential not only for varied experience, but also for expanding responsibilities, almost guaranteeing that active professionals will never be bored. However, U.S. academic archives and special collections librarianship is a very small community, and there are many barriers to entry, including hiring processes, and increasing potential for burnout of those professionals in public services positions (Nardine, 2019). Academic libraries have myriad internal systems, and different ways in which the library fits into the larger university structure. Librarians may hold staff or faculty status and may require scholarly publishing or professional service for retention or promotion. Furthermore, there is a lack of diversity among special collections librarians, exacerbated by the need for internal knowledge of how these structures work and the expectations placed upon members of underrepresented groups. By better understanding the skills required in job ads, library administrators and hiring managers may begin to identify the current challenges facing public services special collections librarians and improve hiring practices and working conditions. Because processing – the arrangement and description of an archival collection - is required experience for special collections librarians, overlap of special collections and archival work is reflected in the article (Tansey, 2015).  
Literature Review
An academic special collections library is a fully operational library that usually exists within a larger academic library, serving the same community with a specialized smaller staff. This, combined with the fact that special collections librarianship is a small community, makes it important to continuously revisit the “scope of functions and services” that are the responsibility of special collections public services librarians (ACRL RBMS Guidelines: Competencies for Special Collections Professionals, np). Because special collections libraries hold unique collections, they provide service to a population not only at their institution, but often to a broader international community of researchers. Moreover, whatever colleges on a university campus use special collections, or depending upon the collection focus of the library, public services special collections librarians must become familiar with the literature of the disciplines of that college - they become subject specialists or liaisons in more than one subject area, more than a subject reference librarian in some cases (e.g., local/regional history, institutional history, rare books, publishing history, health science history, etc.). The responsibilities of a special collections librarian in public services are perceived as generalist, but the daily work implies something different. The expectations of these local specializations make it a challenge to find a public services special collections librarian with existing knowledge or with the initiative to gain basic competence in many different subject areas. Job advertisements do not seem to reflect an interest or willingness to hire entry-level academic librarians, and often include required responsibilities that far exceed the traditional duties of a public services special collections librarian.
Competencies and Job Advertisements
A survey of the literature found that articles on competencies and job advertisements were mostly concerned with the new graduate or early career professional. Jennifer Lyn Soutter’s (2013) study, “Academic Librarian Competency as Defined in the Library and Information Science Journal Literature of 2001-2005 and 2011” surveyed the library and information science (LIS) literature on the definition of competencies. Soutter extracted categories often included in job advertisements and recommends “deconstructing positions or jobs and rephrasing their content as components or elements, typically as knowledge (cognitive), skills (functional) and attitudes (behavioral) with an eye to those that determine success. Success is dependent on the ability to learn how to learn: the “meta-competence.” The term meta-competence can be found in Le Deist and Winterton’s (2005) article, “What is Competence?” and refers back to the accepted notion of life-long learning in the LIS profession. Because of myriad specializations in LIS and archival science, Soutter’s article did not result in a sole definition of competency in the LIS literature. Wanda V. Dole (2013) states that “There is no standard, universally accepted definition of core competencies in libraries,” but includes a succinct definition from a previous article on assessment as a core competency for library leaders that states “Competencies may be defined as a specific range of skills, knowledge and abilities that enable or qualify someone to perform a particular function or to carry out selected responsibilities” (Dole, Hurych, & Liebst, 2005). In combination with Soutter’s explication of LIS competencies, Dole et al. definition of competencies should assist hiring managers and committees in composing clearer job advertisements that would attract a diverse pool of candidates. 
Gold and Grotti’s (2013) “Do Job Advertisements Reflect ACRL’s Standards of Proficiencies for Instruction Librarians and Coordinators? A Content Analysis” used categories from the ACRL’s Standards to see if those proficiencies were reflected in what employers were seeking, and used them to analyze job advertisements. Out of 230 jobs analyzed, they concluded that the majority of the job ads required administrative skills, subject expertise, and leadership skills over instruction experience and curriculum knowledge (p.561). To be clear, Gold and Grotti used administrative skills and leadership skills as umbrella terms, and stated “administrative skills, such as working well in a team and communicating instruction goals, was mentioned almost equally as a required qualification and generally within the body of the advertisement, further highlighting its importance. Mentions of the importance of professional development, scholarly research, or seeking out instruction opportunities were classified as Leadership” (p. 562). Their conclusions suggest that candidates should have more than entry-level experience, and that that experience can be transferrable from different environments. In their quantitative study, Reeves and Hahn (2010) analyzed 1000 job advertisements to assess the climate for new graduates of library and information science (LIS). The most important findings were that many positions could be found in academic libraries and archives, but “entry-level ads request some experience” (p.103). More importantly, they found that the data showed “without significant library or archives experience (even including in some cases supervisory experience), those graduates will have a hard time finding themselves qualified for a professional position” (p. 117). Reeves and Hahn also found that “supervisory experience was requested slightly more often in archives positions than in library positions” (p.113). The percentage of archival positions seeking technological proficiency was significant at 21%. Institutions “requested digitization experience (either in terms of digital preservation or digitization for access) is noteworthy, as is the nearly 2 out of every 5 archives descriptions that called for knowledge of programming or markup languages---generally Encoded Archival Description (EAD)” (pp.113-114). Lastly, they found that many of the responsibilities listed in job advertisements assumed a certain level of technological proficiency noting that “graduates interested in archives will find the most opportunities as generalists or with specialties in technical services (particularly in preservation or conservation of physical objects”) (p. 117). 
Over five years, Kelli Hansen (2011) analyzed job advertisements for new special collections professionals seeking to offer “a composite image of the opportunities available to new graduates, and the qualifications and competencies in demand by employers” (p.110). Her study resulted in similar findings to this one that many job advertisements do not include the required level of experience and “the wide variety of skill sets in demand, ranging from cataloging to reference, suggests that prospective special collections librarians should avoid overspecialization within the field of library and information science; instead, they should take care to cultivate as broad a range of experiences as possible, including work in both technical services and public services environments” (p.125). The data communicate conflicting ideas: new professionals need some experience in order to qualify as a candidate.
Responsibilities, Recruitment, and Education
Even if not explicitly tenure track, positions in academic institutions often require the production of scholarship. Damasco and Hodges (2012) turn to the literature of university faculty of color to explore the ways in which work overload may affect Black and non-Black academic librarians of color. “Faculty of color more frequently find themselves burdened with teaching loads and service responsibilities that may detract from their research activity, research that may already be undervalued by their colleagues. They are usually expected to assume institutional roles (such as that of “diversity specialist”) that are often ignored in terms of tenure and promotion evaluations” (p. 282). Combined with an academic and professional culture that is likely hostile or indifferent to the librarian’s presence, librarians of color may have similar stressors to faculty of color, and this can contribute to burnout. 

An additional consideration is that library administrators and heads of special collections libraries are no longer focused on information professionals with a MLIS or masters in archival science (MAS) degree, and competencies often obscure the true nature of how professionals are ultimately hired (Dallis, 2017). Library administrators and hiring committees are more likely to seek out PhD subject specialists, librarians with digital scholarship experience or intermediate to advanced technology skills, and instruction experience. More importantly, they are more likely to select from a pool of internal candidates who hold professional degrees in different subjects. And this is borne out in the data. Hansen (2011) found “advertisements in over 30 percent of the study population specified a preference for an advanced degree in addition to the MLS. Taken together with the scarcity of available positions, this preference may mean that candidates possessing only the MLS may have a somewhat reduced chance of success on the job market” (p.124). It is the responsibility of LIS career advisors, library HR, and veteran professionals who serve as mentors to communicate that there is often no linear path to one's dream position. Many hires are made through committees, and many of these committees are composed of veteran professionals who also no longer see the value of the MLIS or MAS (Simpson, 2013).
Work/Life Balance: Vocational Awe, Low Morale, & Work-Work Conflict
This study follows up on a 2009 survey of U.S. academic archivists, whose respondents reported an "exploding workload" from role expansion and technological developments (Manning and Silva, 2012, p. 174). Manning and Silva note that special collections librarianship must continue to refine and define the competencies and responsibilities of archivists and special collections professionals because the roles often intersect. This can lead to work overload, or what Van Dyne and Ellis (2004) designate as job creep. Job creep is “when employees feel ongoing pressure to do more than the requirements of their jobs” (p. 181). There are various reasons for job creep, including the notion that one is creating job security, and how LIS and archival professionals view the professions overall. 
Vocational awe (Ettarh, 2018) “refers to the set of ideas, values, and assumptions librarians have about themselves and the profession that result in beliefs that libraries as institutions are inherently good and sacred, and therefore beyond critique” (np). Ettarh’s concept of vocational awe translates into the librarian as saint and the library as sacred institution. These characterizations can lead to a librarian taking on more responsibilities as a noble or sacrificial act. A feature of public services librarianship is “librarians who interact with the public on a regular basis must interact with uncooperative and unwilling patrons, patrons who want preferential treatment, and so on” (np). Because research interactions can be more intimate and lengthy in special collections libraries and archives, and professionals work with materials that are often of high research value, and sometimes high monetary value, self-importance as sacrifice, burnout, and low morale can be more acute (Kendrick, 2017). 
ACRL RBMS Guidelines
The Rare Books and Manuscripts Section (RBMS) of the Association of College and Research Libraries (ACRL) “Guidelines: Competencies for Special Collections Professionals” were intended to demystify the process that is necessary to become a competent professional. In review of the section titled “How to use the guidelines,” the division members suggest “three levels of proficiency” when determining whether a professional is at a basic, skilled, or expert-level of competency (np). This study focuses on what the Guidelines designate as the skilled level professional: someone who “performs the activity without guidance or has a strong knowledge of it. For example, at this stage, the aforementioned professional has performed this function independently as a major job responsibility for a few years, regularly describes library holdings in an online catalog or designs workflows in an archival environment, and/or trains, supervises, or consults with others” (ACRL RBMS Guidelines: Competencies for Special Collections Professionals, 2017, np).  This section omits the various specialized duties of the public services special collections librarian, restricting the required experience to processing; the main skill or task of an archivist, processing archivist, or manuscripts librarian. Thus the guidelines suggest that a special collections (public services) librarian have some experience with processing without it being the main area of expertise. After this general section, there is an exhaustive list of competencies and specializations. The Guidelines propose that the foundational experience of archivists and special collections librarians should be processing, but state that “full mastery in all areas, however, is by no means expected” (ACRL RBMS
Guidelines, 2017, np). 
New graduates and early career professionals who seek that dream position are often steered toward these professional organizations’ competencies as a blueprint, and institutions often use the guidelines to craft job advertisements. Mid-career professionals look to these competency lists to select professional development opportunities. Therefore, systematic analysis of job advertisements is crucial for understanding the direction of the profession and for guiding professionals at all levels into positions where they can contribute and thrive. The findings of this analysis can also guide employers in crafting job advertisements that are realistic and likely to attract and retain talented experienced and new professionals alike. 

Theoretical Framework: Work-Work Conflict

 From the medical sociological literature, Wynn, Fassiotto, Simard, Raymond, and Valantine (2018) introduce a new theoretical framework, work-work conflict, defined as “time conflicts between various work activities, the strain they exert on workers, and resulting outcomes.” The authors “posit that work-work conflict can produce similar outcomes of burnout, stress, and low satisfaction” (p.830). Wynn, et al., sought to illuminate the experiences of those who work in the field of academic medicine. They found that medical professionals have “conflicts between roles within the same job and work sphere” and that “fundamentally different work roles are encapsulated within a single job, and workers are expected to adequately fulfill each conflicting role.” (p. 831-832). Tenure-track academic librarians can surely relate to the notion that they “embody a 'triple threat,' substantively contributing to clinical service, research, and teaching missions, or even 'quadruple threat,' with increasing demands for service/administration activities” (p. 833). They also note that gender plays a role – that women in their personal lives take on more domestic responsibility, which impacts work/life balance (p.832). Moreover, because of the swift incorporation of different technologies into librarianship as a whole, librarians and archivists are often working in two or four different spheres of technology. Special Collections librarians must be familiar with or possess demonstrated experience in content management systems, digital asset management software, digital preservation, bibliographic metadata (cataloging), linked data, and digital humanities – at least one software tool – in addition to the traditional skill set they must possess in order to be respected and viewed as competent in the field (Daigle, 2012).
For the purposes of this study, the skilled level professional will have three to seven years of experience in reference, instruction, and outreach; and, within that time, have acquired reference and instruction experience, experience with internal and external outreach, and have demonstrated experience with content management systems in archives (ArchivesSpace, CuadraStar’s SKCA,etc.). This professional has responsibilities not only in librarianship, but also in administration, scholarship, and service.  Operationalizing the work-work conflict framework, those responsibilities that extend beyond the traditional duties of the public services special collections librarian were examined.
The current study aims to address the following questions:

· What are the educational and training requirements for the position?

· Do the job advertisements indicate a diverse spectrum of candidates (e.g., diversity statement; non-discrimination statement; affirmative action statement; statement about underrepresented professionals)
· Do the position titles accurately reflect job responsibilities? 

· What are the core duties and responsibilities required for “skilled" special collections librarians in public services?  

· To what extent do specialized competencies exceed the traditional duties?  
Method

Selection Criteria

Job listing sites were searched for the terms “archives,” “special collections librarian,” “outreach archivist,” “rare books librarian,” “curator,” and “public services special collections.” Using various terms ensured inclusion of all job listings related to academic special collections librarians. The job websites included institution-specific career pages, job aggregator websites such as Indeed and Archives Gig, position openings sent through professional organization listservs, and career forums such as Society of American Archivists’ Career Center and ACRL RBMS. 
Data Collection

The first author collected job postings for 2017 (4 retrieved), 2018 (5 retrieved) and the first six months of 2019 (17 retrieved), for a total of 26 job advertisements for Special Collections Librarian positions in public services. Two advertisements from public libraries were excluded from analysis. A total of 24 job advertisements were analyzed for this study. 
Data Analysis: Content and Comparative Analysis
In analyzing text data from the job advertisements, the authors used both content and comparative analysis. Content analysis allows researchers to review the data itself and generate new insights (Kondracki, Wellman & Amundson, 2002). To examine the degree to which specialized competencies exceed the traditional duties, a comparative analysis was employed. Combining both analyses can complement the strengths of one approach to answer the research questions.
Coding Procedures
Prior to coding, the authors reviewed the job advertisements individually. This step allowed the authors to immerse themselves in the data and generate preliminary insights. In three sessions, the authors discussed patterns of the data in a casual way. It was an inductive and iterative process to identify possibilities for open coding. From those discussions, the authors developed their research questions. Next the authors began coding the job advertisements together in a Microsoft Excel spreadsheet focusing on the required responsibilities and duties. 
Through the content analysis of the job advertisements, the authors identified patterns in the data and generated the following categories: 
· Required educational training including processing 
· Commitment to diversity
· Position title/Dual roles

· Years of experience (skilled level)
· Job responsibilities and competencies 
For in depth analysis, the authors then compared required responsibilities from the job advertisements and the competencies from the ACRL RBMS Guidelines. Responsibilities of Special Collections librarians in public services at the skilled level were coded by using the fundamental and specialized competencies sections of the ACRL RBMS Guidelines. Reference, instruction, and outreach are listed as specialized competencies in the Guidelines, but for this study are considered fundamental competencies of a skilled-level special collections professional in public services. The codes below were used as traditional work responsibilities for each position (reference, instruction, and outreach). Other responsibilities that appeared in the job advertisements were coded based on the specialized competencies from the Guidelines and considered as additional or adjunct responsibilities. 
· ACRL RBMS Guidelines codes: Specialized competencies=S, section II= II, and alpha heading=B; Fundamental competencies=F, section II=II, and numerical heading=2
· Traditional work responsibilities: Reference (SIII.H), instruction (SIII.D), and outreach (SIII.G)
· Other responsibilities:
· Description and access: Regularly describes library holdings in an online catalog (SIII.B)
· Description and access: Designs workflows in an archival environment (SIII.B)
· Management, Supervision, and Leadership: Trains, supervises, or consults with others (SIII.E)
*For more information, please refer to ACRL RBMS Guidelines: Competencies for Special Collections Professionals. 
Afterwards, the authors counted the number of duties required and classified them according to the codes in the Guidelines and created and aggregated a chart to show what percentage of required duties exceeded those traditional duties (Figure 1).
Findings
As shown in Table 1, about 60% of the job advertisements for Special Collections librarians at the skilled level (n=14) were from public academic institutions. Position status was divided into three types: staff, tenure track, and non-tenure track faculty. However, approximately 30% of job advertisements did not clearly indicate the position status. 
[INSERT TABLE 1 HERE]

Position title is listed in Table 2. Except one position title (Special Collections Librarian), all of the position titles are unique. 

[INSERT TABLE 2 HERE]
Five themes emerged from the content analysis of the job advertisements: required education and training, diversity statement, undefined roles, misaligned skill level position with years of experience; mismatch of responsibilities. Table 3 shows a summary of the themes. 
[INSERT TABLE 3 HERE]

Theme 1: Required Education and Training 

Ten out of the twenty-four job advertisements (41.6%) analyzed clearly posted a requirement of the MLIS degree or its equivalent, whereas the others indicated that equivalent level of education and experience is required to be a special collections public services librarian. An equivalent degree could be defined as a MLIS with an archival science focus or certificate, a MAS or subject master’s degree. One example was exceptional; Job ID 24 required a musicological background or expertise in music. One job advertisement out of twenty-four included processing as a primary responsibility (Job ID 1).
Theme 2: Diversity statement 
A majority of institutions (66.6%) had a general statement on diverse hiring practices. As shown in Figure 1, among institutions that included a diversity statement in the job advertisement, most included the statement in the text of the institution’s introduction (29%) adding “equal opportunity and affirmative action” or indicating a short phrase “underrepresented groups are welcome to apply.” However, most statements on diversity or commitment to diversity are buried within the advertisement or included at the conclusion of the job advertisement. Some institutions included a separate section with the heading “commitment to diversity” (Job ID: 3), or “diversity statement (Job ID: 4).” Only one job advertisement indicated that in addition to the equal opportunity and affirmative action statement at the campus level the college library is committed to diversity, equity and inclusion at the library level (Job ID: 17).
[INSERT FIGURE 1 HERE]
Theme 3: Undefined Roles
In the job advertisements, the combination of sections titled “Required education and training” and “Required years of experience, competencies, and skills” are considered to be what the ACRL RBMS Guidelines categorize in section two as Fundamental Competencies. Many of the fundamental competencies include specialized competencies, e.g., FII2: “Possess working knowledge... [of] audio-visual material in all formats; born-digital and digitized media” and FII4: “Develops and maintains knowledge of the production and dissemination of information resources…digital printing and publishing techniques” relate to specialized competency, SIII.C: “Information Technologies and Data Management.” As a result, there is some overlap of fundamental competencies and specialized competencies. The majority of the job advertisements analyzed were ill-defined, and inadequately communicated expectation of roles. Many described what skills were required and preferred for the position, but not necessarily reporting lines, or any duties that may exceed what was included in the position description. Furthermore, many advertisements suggested that the candidate should have supervisory experience, but did not clearly articulate the number or types of staff the potential candidate would manage. 
Theme 4: Misaligned Skilled Level with Years of Experience

More than half of the positions (58.3%) evaluated were found to require a professional at the skilled level based on listed potential duties of the position, but the years of experience required were low in comparison. Some of the job advertisements analyzed required one year of professional experience, but included many of the skills and competencies of a professional who has acquired at least three years of experience. For example, Job ID 1 was posted as a full-time, entry level position, but then went on to list additional primary job duties that included:
plan and carry out the digitization of appropriate materials for inclusion in [Institution 1] institutional repository; supervise student workers, interns, and volunteers; work with other staff to create exhibits, conduct outreach, and publicize collections through events and social media; work with classes and researchers. (Job ID 1)
This type of position would require project management experience or training.
Theme 5: Mismatch of Responsibilities
The specialized competency that most exceeded that of the traditional duties of a public services special collections librarian was in the category of Management, Supervision, and Leadership (SIII.E.). The Guidelines state “Special collections professionals are often required to lead people and projects and manage resources. Management and supervisory responsibilities may include strategic, fiscal, and facilities planning and oversight, assessment, policy making, and human resources functions, among other activities. Leadership responsibilities may include significant and sustained contributions to the profession through service, advocacy, guidance and mentorship” (p.8). Twenty-three job advertisements out of twenty-four (95.8%) required supervisory or management experience. Thirteen job advertisements (54.13%) required collection development (SIII.A.), twelve required description and access experience (SIII.B.), fifteen (62.5%) required some form of Information Technologies and Data Management experience (SIII.C.), eight required Preservation and Conservation knowledge (SIII.F.), and eight out of the twenty-four (33.33%) job ads required scholarship and service; the former requires a research agenda, and both responsibilities require support in the way of time. One job advertisement out of twenty-four additionally sought project management experience. Some position titles were a mismatch with required duties of the position. For instance, if they did not include some duties in public services, some positions required familiarity or demonstrated use of technology that would be more suited to a position as digital archivist. There was also one advertisement that combined the responsibilities of two positions: University Archivist and Special Collections librarian (dual roles).
[INSERT TABLE4 HERE]
Figure 2 shows how far each job advertisement exceeded the traditional duties of a public services special collections librarian. Among 24 job advertisements, on average, three specialized competencies exceeded the traditional duties of a public services special collections librarian. All of the academic libraries included show a discrepancy between 1- 5 except four institutions. Thirty-eight percent of the academic libraries (n=9) were recorded as 3, meaning that these academic libraries required three more specialized competencies than traditional job requirements. 
[INSERT FIGURE 2 HERE]
Discussion
The purpose of this study was to analyze and compare skilled level public services special collections job advertisements with the ACRL RBMS Guidelines. Furthermore, the authors wanted to know if discrepancies exist between required qualifications in job advertisements and the traditional duties of the skilled level professional in special collections public services. The authors wanted to identify responsibilities that exceeded public services to further the discussion on burnout and low morale, and to introduce the work-work conflict framework into the LIS and archival science literature. Though processing is a required skill of special collections librarians and archivists, it is not clearly indicated in a majority of the job advertisements. Only one institution included processing as a required responsibility (Job ID 1). Four out of twenty-four of the positions did not include all of the duties traditionally associated with public services: reference, instruction, and outreach. With the knowledge that reference is often accepted as instruction, the authors decided to classify those positions as unclear. Because of the way in which these job advertisements were composed, one never knows what one will be responsible for ultimately. For example, Job ID 3 did not include instruction, but the job duties exceeded that by four additional responsibilities. A majority of the job advertisements included dual roles or an almost impossible list of duties and experience for one professional. This lack of clarity or undefined roles can easily lead to work-work conflict. The job ads were written in a catch-all format: hiring managers may have been aware, with all of those duties included, that new professionals may not apply, so they included some general language that would communicate that the position was open to new and early career professionals. The findings from this study mirrored the data of years past collected by other professionals in the literature review. Even though the authors were not explicitly asking this question, it seems that a majority of the job ads are not composed with the new professional in mind. The authors also found that eight positions out of twenty-four (33%) required scholarship. It is one of the arguments of this study that institutions that hire non-tenure track professionals should make the research and publication (scholarship) requirement optional. It could be that the institution has a tenure-like system, but if it is a position without the built in support of tenure track, they should make publication optional with the institutional and department support in place if the individual decides to pursue research and publication.
Increased efforts to recruit underrepresented LIS professionals is reflected in current conference programming (e.g, IDEAL ’19: Advancing Inclusion, Diversity, Equity, and Accessibility in Libraries & Archives). The findings from the current study showed that about 67% of institutions included a diversity or commitment to diversity statement. Of those that included a diversity statement, most were inserted into the body of the position description. Other institutions made diversity an essential part of their job advertisement. The statement of diversity was placed in a separate section of the job advertisement, which suggests that equity, diversity, and inclusion (EDI) is an integral part of the institutions’ mission and ecosystem. For example, Job ID 3 created a separate section titled “Commitment to Diversity,” and they enumerate persons of different identities, and imply that individuals expressing those identities positively contribute to the university library and campus. Job ID 4 included their diversity statement within the description of the university’s administrative history. They state their commitment to the recruitment and retention of diverse staff and faculty. However, the EDI efforts described above are at the institutional level. That is, it is not clear whether or not the college or university library committed to the EDI efforts of their organizations. Only two institutions’ libraries explicitly stated that the “library value[s] EDI…”; among the two, only one institutional statement included a commitment to EDI at both the organizational and institutional level (Job ID 7). These institutions are committed to the legal provision of equal opportunity and affirmative action, but cannot be viewed as a place that is in support of EDI initiatives. Further research is needed to examine the negative impact of job advertisements and hiring processes on equity, diversity, and inclusion (EDI) in the profession. Library leaders who profess to be committed to EDI, but who are lukewarm about the MLIS or MAS and rely on internal promotion to develop talent are slamming the doors of the profession on a diverse pool of candidates. Though, this is not the focus of this article, it doesn’t seem to occur to them that this negatively impacts equity, diversity and inclusion (EDI) in the profession. In one way, library leaders profess to be committed to EDI, and in others, they undermine those efforts. There must be room made for both external and internal professionals.
Undefined roles often lead to additional duties being inserted into a professional’s daily work schedule over time. Undefined roles are unhealthy for professionals at all levels. They often lead to confusion, overwork, and dissatisfaction. In some contexts, duties are added because a staff member leaves the institution or the professional feels a sense of duty to provide cover in an area where they think it is needed. That said, this is when management should intervene, and either hire staff to fill the need or establish boundaries for the professional and commit to those boundaries – in writing. The lack of defined roles with specific duties tailored to the position often leads to work-work conflict, and encroachment of additional duties over time is essentially job creep.
That management was the competency that most exceeded traditional duties of public services is significant. The LIS and archival science professions have attempted to address leadership training through programs such as the Minnesota Institute for Early Career Librarians and the ACRL Harvard Leadership Institute for Academic Librarians. But it is not clear how effective these programs are, and they can sometimes be time and cost prohibitive. Furthermore, as with any supplemental program, requirements can be prohibitive as well, e.g. recommendation letters, essays, and so on. How can the profession support the potential leaders who do not have access to these programs? As the authors have highlighted, leadership skills are often gained through other work experience. And it is irresponsible to hire a professional for a position that requires reference, instruction, and outreach, and also requires supervision, scholarship, and professional development. This is a set-up for failure, and negatively impacts recruitment and retention. 
Conclusion
The job advertisements selected for this study were most relevant to the mid-career special collections professional or the professional with transferrable work experience. Job advertisement analyses for new or early career professionals attempt to offer a landscape of the profession, and these analyses often include takeaways for those audiences and hiring managers. In those instances, they can be harmless. However, the way in which job analyses and competency lists are presented can be overwhelming and harmful, because they do not fully capture the potential arbitrariness of hiring decisions and work climates. There should be more thought and skill used in crafting job advertisements that consistently include something as rudimentary as level of experience. 

The authors found that there was some overlap between the Guidelines’ fundamental competencies and the specialized competencies, and this was reflected in job advertisements. Though the fundamental competencies are meant to be a type of summary of special collections and archival competencies, it was found that both fundamental and specialized competencies can be read as overwhelming to potential candidates. Reflected in the job advertisements, the skilled level special collections professional should have general experience in archival processing, supervisory and leadership experience, demonstrated experience with technology in special collections, collection development experience, etc. Competency lists can turn into wish lists for library administrators and hiring committees, at the cost of intimidating new and early career professionals (Salo, 2014, np). The current study shows that many job advertisements include every relevant skill or responsibility to attract the widest pool of potential applicants. However, this strategy can lead to confusion for new and early career professionals, who feel obligated to look at these lists, select areas of interest, and develop them as best they can.
That said, the central question that this article attempts to address is how many duties exceed the traditional public services duties of skilled level special collections professionals in public services. The authors found that there was a significant amount of additional work, and the work-work conflict framework is a lens through which this problem should be viewed. From the results of this study, the authors can conclude that if job advertisements include an inordinate amount of responsibilities that institutions will not only dissuade new professionals from applying, but also skilled level professionals. More importantly, overworked professionals will eventually experience burnout.
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Table 1. 
Institution type and position status

	
	n=24

	Institution type
	

	Public university/college 
	14

	Private university/college
	10

	Position status
	

	Tenure track
	9

	Non-tenured track
	8

	Staff
	7


Table 2. 
Position Titles 

	Position Titles (n=24)
	Frequencies

	Archives and Reference Librarian
	1

	Archivist & Special Collections Instruction and Outreach librarian
	1

	Archivist for arts library special collections
	1

	Assistant Curator of Books & Instruction Coordinator
	1

	Assistant Librarian for Special Collections
	1

	Assistant Professor and Outreach archivist
	1

	College Archivist/Librarians for Special Collections
	1

	Curator
	1

	Curator of Manuscript Collections
	1

	Head of Teaching and Learning
	1

	Public Services Unit Supervisor
	1

	Rare books Librarian
	1

	Reference and Outreach Archivist
	1

	Research and Educational Services Archivist
	1

	Special Collections Librarian
	3

	Special Collections Librarian & Curator
	1

	Special Collections for Teaching and Learning
	1

	Special Collections Outreach and Instruction Librarian
	1

	Special Collections Librarian/Archivist
	1

	Special Collections Public Services, Outreach, and Community Engagement Librarian
	1

	Technical Services Librarian for Special Collections and Archives
	1

	University Archivist and Special Collections Librarian
	1


Table 3. 
An overview of themes

	Theme
	Definition

	Theme 1: Required education and training
	MLIS or equivalent degree required; many job ads included “equivalent degree required,” which opens the position to those who don’t hold the terminal degree. This can have adverse impact on equity, diversity and inclusion initiatives.  Only one job ad included processing as a central responsibility.

	Theme 2: Diversity statement
	More institutions increasingly include some type of diversity statement in job advertisements that exceed the legal requirement

	Theme 3: Undefined roles
	Position title is listed in the job description, but doesn’t reveal reporting lines or extent of responsibilities or suggests dual roles

	Theme 4: Misaligned skill level position with years of experience
	Level of work experience does not match required work experience (years of experience)

	Theme 5: Mismatch of responsibilities
	Responsibilities exceed the traditional duties; research and publication (scholarship) requirement


Table 4. 
List of specialized competencies that exceed traditional duties 

	
	
	Specialized Competencies
	Adjunct Duties
	

	Job ID
	Job Title
	III.D. Instruction
	III.G. Promotion and Outreach
	III. H. Reference
	III.A Collection development
	III.B. Description and Access
	III.C. Information Technologies
	III.E. Management, Supervision, and Leadership
	III.F. Preservation and Conservation
	III.G. Promotion and Outreach
	Scholarship requirement
	Copyright permissions
	Digital humanities
	Project management
	# of specialized competencies exceeding traditional duties

	1
	University Archivist and Special Collections Librarian
	x
	x
	x
	
	
	
	x
	
	
	
	
	
	
	1

	2
	Special Collections Librarian/Archivist
	x
	x
	x
	
	
	x
	x
	x
	
	
	
	
	
	3

	3
	Technical Services Librarian for Special Collections Librarian/Archivist
	
	x
	x
	
	x
	x
	x
	
	
	x
	
	
	
	-a

	4
	Curator
	x
	x
	x
	
	x
	
	x
	
	
	x
	
	
	
	3

	5
	Assistant Professor and Outreach Archivist
	x
	x
	x
	
	x
	x
	x
	
	
	
	
	
	
	3

	6
	Special Collections Public Services, Outreach, and Community Engagement Librarian
	x
	x
	x
	
	
	
	x
	
	
	x
	
	
	
	2

	7
	Public Services Unit Supervisor
	
	
	x
	x
	
	
	
	
	
	
	x
	
	
	-a

	8
	Curator of Manuscript Collections
	x
	x
	x
	x
	x
	x
	
	
	
	
	
	
	
	3

	9
	Archives and Special Collections Instruction and Outreach Librarian
	x
	x
	x
	
	
	x
	
	
	
	
	
	x
	
	2

	10
	Research and Educational Services Archivist
	x
	x
	x
	x
	
	x
	x
	
	
	x
	
	
	
	4

	11
	Special Collections Outreach and Instruction Librarian
	x
	x
	x
	x
	
	x
	
	
	
	
	
	
	
	2

	12
	Special Collections Librarian for Teaching and Learning
	x
	
	
	
	
	
	x
	
	
	
	
	
	
	-a

	13
	Assistant Curator of Books & Instruction Coordinator
	x
	x
	x
	x
	
	
	x
	
	
	x
	
	
	
	3

	14
	Librarian, Special Collections
	x
	x
	x
	x
	x
	
	x
	
	
	x
	
	
	
	4

	15
	Rare Books Librarian
	x
	x
	x
	x
	
	x
	x
	x
	
	
	
	
	
	4

	16
	Archivist for Arts Library Special Collections
	x
	x
	x
	
	x
	x
	x
	
	
	
	
	
	
	3

	17
	Head of Teaching and Learning
	x
	x
	x
	
	
	x
	x
	
	
	
	
	
	
	2

	18
	Reference and Outreach Archivist
	x
	x
	x
	
	
	x
	
	
	
	
	
	
	x
	2

	19
	Special Collections Librarian
	x
	
	x
	
	
	x
	x
	x
	
	
	
	
	
	-a

	20
	Assistant Librarian for Special Collections
	x
	x
	x
	x
	x
	
	x
	x
	
	
	
	
	
	3

	21
	Special Collections Librarian
	x
	x
	x
	x
	x
	
	
	x
	
	
	
	
	
	3

	22
	College Archivist/Librarians for Special Collections
	x
	x
	x
	x
	x
	x
	x
	
	
	x
	
	
	
	5

	23
	Archives and Reference Librarian
	x
	x
	x
	x
	x
	
	
	x
	
	
	
	
	
	3

	24
	Special Collections Librarian & Curator
	x
	x
	x
	
	x
	x
	x
	
	
	x
	
	
	
	4


Note: Number of specialized competencies exceeding traditional duties was counted and the number entered into the last column. For example, Job ID 1 included three traditional duties highlighted and one adjunct duty (SIII.E. Management, Supervision, and Leadership) so it was counted as 1.  aFour job advertisements (Job ID 3, 7, 12 and 19) did not include one of three traditional duties so they were excluded from the last column in Table 4.
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Figure 1. Diversity Statement included in the Job Advertisement (n=16)
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Figure 2. Number of specialized competencies exceeding traditional duties

