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Abstract: 

 

This study identifies which skills/competences and qualifications played an 

important role in the international job mobility of eight Venezuelan Library and 

Information Science (LIS) professionals who developed their careers abroad, 

and which challenges and opportunities related to these skills they encountered 

in their migration process. A qualitative approach using problem-centered 

interviews was chosen. All the skills that were mentioned by the interviewees 

were integrated in the ESCO Framework to standardize them in an international 

competence setting and define the most important skills that are essential in 

developing a career abroad in the LIS field. The most relevant identified 

competences were: developing solutions to information issues, conferring with 

library colleagues, coordinating educational programs, developing training 

programs, and liaising with colleagues. As a non-native speaker in the 

destination country, having a solid foreign language base before migration can 

improve the mobility prospects. Considerations about the process of searching 

for a job, the acquisition of new knowledge, networking, as well as intercultural 

aspects in a foreign working setting are also commented on this investigation. 
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APEC Association pour l'emploi des cadres or Association for the employment of 

executives 

ESCO European Skills, Competences, and Occupations. 

ICTs Information and Communication Technologies 
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IS Information Science 

LIS Library and Information Science 

LS Library Science 

NFP National Formation Programs 

NL National Library 

OECD The Organization for Economic Co-operation and Development 

PCI Problem centered interview 

RDA Resource, Description and Access 

UCV Universidad Central de Venezuela or Central University of Venezuela 

UNHCR The United Nations High Commissioner for Refugees 
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1. Introduction 
 

The political and economic crisis in Venezuela has taken on alarming proportions in 

the last decade. When President Nicolás Maduro took power in 2013, the country was 

already in a deep economic recession: the local currency, the Bolívar, had been 

devalued; a complex system of currency exchange had been controlling imported 

goods, leading to runaway inflation. Abuelafia and Saboin (2020) estimated that 

between December 2013 and March 2020 “the size of the economy shrank by 86% … 

representing the worst crisis on record in Latin America … and one of the worst in the 

world in countries outside areas with armed conflict” (p. 1). The resulting economic 

downfall has produced several migration waves. Since then, according to the global 

report of UNHCR: The UN Refugee Agency (2019) almost five million Venezuelans have 

left the country. It is common in migration waves for the best-qualified citizens to seek 

a better future in other countries, leading to a brain drain. Diez et al. (2020) explain 

that approximately 16 % of Venezuelan researchers have left the country.  

Venezuelan libraries have also been negatively affected by the crisis. The economic 

crisis has caused budget shortages that make it impossible for libraries to guarantee a 

high-quality service including the acquisition of up-to-date scientific literature. In this 

context, a significant number of Venezuelan Library and Information Science (LIS) 

professionals have left their positions and migrated. Some of these professionals could 

not properly plan their migration process, many of them have undergone a forced 

migration.  

Due to the rapidly increasing Venezuelan migration in the last decade, primarily into 

Latin American countries, there is a high likelihood of having problems receiving legal 

status, given the lack of visa and employment authorization. Discrimination and 

xenophobia against Venezuelan immigrants have taken place in some neighboring 

countries. Despite these setbacks, some Venezuelan LIS professionals have succeeded 

in joining the international job market. This phenomenon raises interesting questions 

about which skills these professionals had that allowed them to integrate into a foreign 

job market and what challenges they encountered in relation to those skills.  

It is important to mention that I am Venezuelan and also underwent a forced 

migration yet manage to continue developing my career as librarian in a foreign 

country, and therefore I have certain common characteristics with the study subjects 

of this research. This allowed me to have a better access to possible participants and 

gave more confidence to the interviewees to share their experiences. 

Research Questions and Structure 

The aim of this study is to identify which skills and qualifications have helped 

Venezuelan LIS professionals successfully enter the international job market and 

develop their careers abroad, and also which challenges and opportunities related to 
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these skills they encountered in their migration process. In more detail: What can the 

LIS field learn from the job mobility of these Venezuelan LIS professionals, a 

homogeneous group with different career outcomes in disparate countries? In this 

investigation, I sought to answer three main research questions: First, which skills and 

qualifications acquired in Venezuela helped Venezuelan LIS professionals join the 

international LIS job market? Second, which post-migration skills and qualifications 

did they develop to join the international LIS job market? Third, is there a difference in 

terms of skills between Venezuelans working in LIS jobs located in Spanish-speaking 

countries and others in non-Spanish-speaking countries? 

 

Knowing that LIS is a dynamic discipline, were these Venezuelan LIS professionals 

competitive in the job market in their adopted countries? The case of the Venezuelan 

migration crisis and LIS professionals succeeding in their career development abroad 

could shed light on questions regarding how and to which extent job mobility in this 

field can be positively achieved.  

 

In the next chapter, I discuss in more detail the theoretical context for this study. A 

summary of the current state of the LIS field in Venezuela is presented, followed by the 

description of the political situation and migration crisis in the country. Given the 

enormous dimensions of the migration waves, the term Venezuelan diaspora is 

widespread in migration sociology, and LIS Venezuelan professionals are also part of 

this diaspora. Subsequently, the framework of the European Union to standardize 

skills/competences, qualifications and occupations will be discussed, and a 

categorization of job mobility in the LIS field will be proposed.  

In the third chapter, I describe the methodology used in this investigation, including 

research questions and approach. The population under study and sample criteria are 

explained in this chapter. I chose a qualitative approach using problem-centered 

interviews (PCI) as method. To analyze the collected data, the interview transcripts 

were coded in several cycles, employing a combination of inductive and deductive 

coding. 

The results of the analyzed data are described in the fourth chapter. Five categories 

emerged from the data: the challenges of the job search abroad, librarian skills and job 

mobility, the acquisition of new knowledge, the role of networks in librarian job 

mobility, and the intercultural practices at work. Additionally, the career outcomes of 

the participants after their job mobility were analyzed.  

A discussion of the results contrasting the theory is available in chapter five, 

outlining career chances and job mobility regarding skills and the result of the various 

migration outcomes.  
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I conclude with a summary of the findings along with some recommendations to be 

considered in order to improve job mobility based on the five main categories 

identified in this research.  

In the appendices, I have included relevant information of the interview and the 

informed consent, the interview guide following the principles of PCI, along with the 

skill and knowledge matrix used in the analysis, and the developed code system.  
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2. Context, Definitions, and State of the Art 

2.1 Library and Information Science in Venezuela 

 

The first books were introduced in Venezuela after its colonization in 1498. The 

history of Venezuelan libraries begin in the colonial era by the 16th century, having an 

increased development after its independence in the 19th century. Granda and Machin-

Mastromatteo (2017) highlight the history of libraries in the country focusing on 

different milestones, the most important worth mentioning are the following four: The 

first colonial library at the end of the 16th century, the establishment and development 

of convent libraries between the 17th and 18th centuries, the creation of a National 

Library (NL) in 1833 and the Caracas Declaration in 1982. 

 

Before the creation of the NL, the library landscape in Venezuela was mainly 

dominated by religious institutions or private libraries of intellectual elites. At that 

time libraries had the main role of preserving the cultural heritage and collecting the 

documentary and bibliographic production in the country. After several failed 

presidential decrees and 36 year after its creation, in 1869 the salaries of the 

employees of the NL were fixed, a budget was allocated for the acquisition of works 

and library's regulations were issued. In the same year, the beginnings of legal deposit 

were also established: owners of newspapers were now obliged to send four copies of 

each edition to the library, authors of books and other printed materials had to send 

two copies of each of their publications. Another remarkable event was the creation of 

the first library catalog for the NL in 1872. After having been structurally attached to 

several governmental and academic institutions, in 1977 the NL was officially declared 

as an independent institution. Being the first country in Latin America in the 1970s to 

establish administrative and financial policies necessary for the creation of a national 

system of public libraries, Venezuela was a pioneer in the library development in Latin 

America (Pérez & LoveraDe Sola, n.d.)  

 

In 1982 Venezuela was the host country for a very important regional agreement on 

the development of public libraries throughout Latin America. Among delegates of 30 

different countries, four main institutions led the regional meeting: The Autonomous 

Institute of NL Venezuela, the International Federation of Library Associations and 

Institutions, the Regional Centre for Book Development in Latin America and the 

Caribbean, and the United Nations Educational, Scientific and Cultural Organization. 

"The result was the first technical normative document for public libraries in the 

region, commonly known as the Caracas Declaration" (Granda & Machin-

Mastromatteo, 2015, p. 314).  

 

This regional encounter set the need to promote collaboration, to conceptualize 

frameworks and to establish principles that help develop library services and systems 

in Latin American countries. In this declaration, different social functions for public 

libraries were identified, summarized by Granda and Machin-Mastromatteo (2015) as 
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the fields of "information access, social and democratic participation, cultural identity 

and diversity, reading promotion, education support, libraries as community 

information and communication centers, national library services, and the editorial 

industry" (p. 315).  

 

 Venezuela had all the conditions to become a prosperous country with a developed 

library system. But the political winds that set the country off course starting in 1999 

continuing to the present day has led that development in another unexpected 

direction. 

 

Professional Training in LIS 

 

The academic training of LIS professionals in Venezuela was established more than 

70 years ago with the creation of two Schools of Library and Archival Science in two 

different public universities. A bachelor program focused on information and 

documentation is also available at a private university.  

 

The School of Library and Archival Science of the Universidad Central de Venezuela 

(UCV) is one of the ten Schools that make up the Faculty of Humanities and Education. 

Founded in 1948 as the first Library School in the country, the professional training 

followed a two-year study plan aimed at people who worked in the country's libraries. 

This curriculum consisted of twelve subjects including the study of a modern language. 

On July 27, 1950, the first students completed their studies and graduated with the title 

of Library Technician. The professional training in the field of archival sciences began 

in 1956 (Escuela de Bibliotecología y Archivología, 2017). To keep the curricula up to 

date, the School of Library and Archival Science has made several changes to their 

curriculum. Between 1950 and 1959 the professional training was based on a three-

year curriculum varying from 17 to 21 subjects, and between 1960 and 1978 it was 

modified into a four-year bachelor study (licenciatura), later becoming a five-year 

program. Since 2002 the undergraduate study program has undergone more minor 

changes and it is in an ongoing process. The UCV also offers two postgraduate Studies 

in LIS: a specialization in management of information systems and services and a 

master's degree in information and communication for development. 

 

The second traditional School of Library and Archival Science is at Universidad del 

Zulia. Located in the northwestern part of the country, it officially began operating in 

1962 and as an independent school in 1990. Since its creation, five curricular changes 

have been made and it now offers a master’s program in information science (Granda 

& Machin-Mastromatteo, 2017; Pirela Morillo & Pulido Daza, 2015). 

 

A private university, the Universidad Yacambú, also offers an undergraduate five-

year program in information and documentation. The program is not only focused on 

library and archival science, the job market is aimed for consulting companies, 
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libraries, publishing houses, cultural centers, clinics, hospitals, and all types of 

institutions or organizations that need to efficiently manage information (Universidad 

Yacambú, 2015). 

 

An initiative in LIS professional formation started a decade ago by the Universidad 

Politécnica Territorial Del Estado Lara Andres Eloy Blanco as a national formation 

program (NFP) in information science (IS). The program is broken down into four 

stages, each of which can be completed in a year. After the first year, the student will 

be certified as assistant in information organizations. In stage two, the participant will 

obtain the title of Technician in Information and Documentation. In the third year, a 

certificate as document analyst follows, and once the four year is completed, the 

student has earned a bachelor title in Information Science (UPTAEB, Coordinación 

Académica PNFCI, 2010). According to Pirela Morillo and Pulido Daza (2015), this four-

year NFP addresses the proposal of solutions to social problems, interacting with the 

environment through community collaboration, as well as the integral and 

technological development of the country, assuming, in this case, that the information 

and preservation of the documentary heritage are essential elements for the 

development and strengthening of national identity. Since 2011 the program has been 

done in collaboration with the National Library and the General Archive of the Nation. 

It is important to mention that the NFP in IS was developed during the government of 

President Chávez and in hands of highly politicized institutions with a biased political 

model and without any kind of academic autonomy. In this sense, Granda and Machin-

Mastromatteo (2017) argue: 

 

This program, given its definition and except for its ideological fixation, results 
redundant when considering the already established learning options, as it indicates 
that it is innovative simply because it seeks to overcome anachronisms that sadly 
are grounded in the general perception that people has [sic] about the information 
professional but that the mentioned traditional university formation already takes 
into account. (p. 4892) 
 

2.2 Political Situation and Migration Crisis: Context and Definitions 

 

Venezuela used to be one of the most prosperous countries in South America. The 

oil revenue profits supported public spending and before the 2000s private companies 

and small and medium-sized enterprises also played a significant role in the national 

economy. After Hugo Chávez began his first presidential term in 1999 the situation 

began to change. The 21st century Venezuelan economy can be characterized by 

fluctuating oil prices, hyperinflation, currency controls and a falling per capita GDP. 

 

In 1998 a barrel of oil was valued at $14.36; the inflation rate was 35.8 % and per 

capita GDP was a respectable $15,651.00. The socialist government changed not only 

the constitution, but also the official name of the country into “Bolivarian Republic of 

Venezuela”. The government set a currency exchange control and price controls for 
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basic goods in 2003 to contain capital flight and inflation. In spite of the political 

division in the Venezuelan society and the exacerbated increase in public expenditure, 

nine years after president Chávez took power the economy reached its highest point: 

by 2008 the oil has reached nearly $100 a barrel and the GDP per capita had increased 

to $18,190.00 (Millard et al., 2019).  

 

2013 was an important year in Venezuelan politics: Hugo Chávez died after 15 years 

in office and Nicolás Maduro won a close election to succeed him. The downturn in the 

economy also began that year when the oil production and prices began to sink. By the 

close of 2019 oil had fallen to $57.11 pro barrel, the per capita GDP to $7,399.00, and 

the inflation rate had increased to 9,590 % (International Monetary Fund, 2021; 

Millard et al., 2019). Having an economy based only on exporting oil at high prices, 

stagnation within the economy has been high and, combined with persistent inflation 

and shortage of supplies, has led the country to a critical situation. In political and post-

Chávez terms, a period of serious deterioration has begun. (Sánchez-R & Massey, 

2014). 

 

Both political and economic conditions have played a role in several migration 

waves. It is often difficult to distinguish between voluntary economic migration and 

those forced out politically. Complex drivers of forced migration could be poverty, 

inequality, and political conflicts. People fleeing due to conflict, persecution, and 

human rights violations may at the same time be seeking a way out of difficult economic 

situations. The motivations to migrate and the composition of migration flows during 

different migration stages can be mixed and complex (Paul, 2020; Zetter, 2019). 

Venezuela is a country that has been politically and economically weakened and the 

crisis has compelled Venezuelans to look for other options abroad. But there are other 

factors such as political persecution, lack of food security and human rights violations 

that might suggest a forced migration, and it can be defined as “a migratory movement 

which, although the drivers can be diverse, involves force, compulsion, or coercion” 

(International Organization for Migration, 2019, p. 77). According to Mazuera-Arias et 

al. (2019) the current Venezuelan migration crisis is characterized by being forced to 

act and both individuals and families have emigrated and continue to do so, as a result 

of the economic, social, political and institutional crises that the country is going 

through. 

 

Crisis in Libraries and Other Information Centers 

 

The political changes in the last two decades have produced two important resource 

crises in the Venezuelan LIS field: one of which being an economic collapse, and the 

other the migration of qualified staff.  

 

With the introduction of a currency exchange control in 2003, libraries faced a new 

problem in the acquisition of literature. Buying new international publications and 
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paying information services or databases will become more difficult in the coming 

years because the government established new bureaucratic processes for payments 

in foreign currency. The currency exchange control was not the only difficulty libraries 

and other information institutions have faced: the forthcoming economic fall and 

hyperinflation have drastically reduced their budgets. Granda and Machin-

Mastromatteo (2017) describe the economic situation in Venezuelan libraries: “with 

the limited budgets libraries can acquire less resources every year due to the 

fluctuation of exchange rates, together with inflation, speculation, and State taxes that 

do not forgive even books.” (p. 4893). 

 

Statistical information is essential for analyzing the development in libraries and 

other information centers. The library landscape in Venezuela has become exceedingly 

complex. For Granda (2015) there are two important factors to describe that 

landscape: The lack of democracy and transparency. The NL is not able to provide 

citizens-users with access to information in a transparent, truthful, and timely manner, 

which hinders the ability to demand accountability from the responsible officials in 

order to finally evaluate the public management of Venezuela’s libraries. The author 

criticizes the lack of transparency in budget expenditure, as well as insufficient 

participation and collaboration of the NL with the academic librarian community in the 

country with regards to the development of a new Library Law (Granda, 2013). 

 

Between 2005 and 2013 the NL received $315.9 million in its budget for the 

implementation of institutional projects associated with the development of the 

national public library system. Although it was a decent budget, Granda (2014) 

concluded that the NL was still confronting basic problems, e.g., insufficient specialized 

personnel, cuts in planned investment for media acquisition, outdated collections, lack 

of supplies for editing and dissemination of documents on paper, and constant failures 

of the automated system.  

 

Another important factor to mention is the politicization of cultural institutions 

since Chávez took office. In non-autonomous universities and institutions that are 

under the direct control of the Ministry of Culture, as public libraries and museums are, 

there is an overt cult of political image and the presence of a single political model that 

leaves no channels open to discussion. 

 

The editorial sector in the country was also impacted by the politics of the Chavism. 

Valery (2009) noted a drought of imported books after the implementation of the 

currency exchange control by 2003. The Venezuelan government has controlled the 

currency exchange since that year and established different requirements for 

importing goods based on their importance. As a result, importing books in Venezuela 

after 2008 became more difficult. Gutiérrez (2010) explains that a considerable 

number of technical and university books have ceased to be imported for the learning 

and teaching process in various scientific disciplines. She comments that Víctor García, 
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commercial director for Venezuela of Random House Mondadori by 2008, one of the 

most important publishing houses in the world, tried to implement an editorial plan 

with authors and local printing, but the editorial house encountered the difficulty that 

the printing presses had no paper. At that time there was no ink, film, or spare parts 

for the machinery, and worse, there were no clear rules for acquiring dollars.  

 

In 2009, publishers had not received preferential dollars to import books from 

abroad, since books were not considered by the government as a necessary item in the 

nation’s development. The few titles available had been paid for at high prices, 

unaffordable for many. Government spokesmen argued back then that the national 

publishing production was flourishing with the edition and distribution of hundreds of 

titles at affordable prices. But they did not hide the fact that, at least on a political and 

philosophical level, the great majority of those publications were in line with the 

government project of a single ideology (Valery, 2009). The publishing house attached 

to the Venezuelan Ministry of Culture El perro y la rana was founded in 2006 with the 

purpose of providing an inclusive publishing space that democratizes access both to 

book publishing and to free and supportive reading. Although El perro y la rana gave 

new Venezuelan authors an opportunity to publish their work, by taking a look at their 

current editorial catalog, book collections like "100 Years of the October Revolution" 

and "The Oscar López Rivera Anti-Imperialist Library" show a dominant ideological 

position with no space for opposing views (Fundación Editorial El perro y la rana, 

2021a, 2021b).  

 

Silva-Ferrer (2014) states that ideological collections were introduced into public 

libraries during the Chávez regime. Bookshelves were exclusively filled with 

publications aimed at disseminating the achievements of the Bolivarian revolution. 

Transcriptions of Hugo Chávez's speeches constituted the core of the substitution 

program for a massive weeding out of the collection that took place between 2007 and 

2008, when more than 62,000 books were deselected from the collections of the public 

libraries of Miranda State and sold as paper pulp. The operation violated the weeding 

procedures elaborated by the NL. Cherubini (2020) comments that Miriam Hermoso, 

former President of the Autonomous Institute of Libraries of the State of Miranda, 

alerted the public on that date of the elimination of editions related to political leaders 

that Venezuela had before Chávez came to power as well as their substitution for texts 

on topics such as the life and exploits of Che Guevara. Among the deselected books were 

copies of The Little Prince of Antoine de Saint-Exupéry, Don Quixote, the complete 

works of Rómulo Betancourt (the first president of democracy), and Doña Bárbara by 

Rómulo Gallegos, Venezuela's most important novelist, who governed from 1945 to 

1948. Silva-Ferrer (2014) concludes that with the strengthening of lines of authority 

within institutions, these began to move in the opposite direction to creativity and 

innovation, reducing the production capacity of culture to its ideological dimension.  
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Considering the factors mentioned previously, the following table outlines the 

elements that have affected the library landscape in Venezuela in the last two decades: 

 

Table 1: Factors that Triggered the Crisis in Libraries and Information 

Centers in Venezuela  

Economic Political Social 

- Changing and 
increasing inflation 

- Establishment of 
currency controls 

- Migration of high 
skilled librarians 

- Budget shortages 
- Politicization of 

management positions in 
libraries 

- Employment instability 

- General lack of 
supplies 

- Politicization of library 
collections 

- Insufficient specialized 
personnel 

- Budget 
mismanagement 

- Abrupt change in public 
policies 

- Lack of cooperation 
between library boards 

 
How the Venezuelan crisis has affected libraries can be summarized in a few words: 
 
We have libraries with scarce financial resources as well as limited and insufficiently 
qualified staff. Furthermore, there is an institutional structure that is sadly 
contaminated by the dominant party’s political indoctrination. Political polarization 
greatly affects all aspects of this country’s development, including any attempts at 
growing and developing further the already established public library system. 
(Granda & Machin-Mastromatteo, 2015, p. 316) 

 
 

2.3 The Venezuelan Diaspora in LIS 

 

Due to the nature of this massive migration of Venezuelans, it is a challenge to 

determine how many Venezuelans have left the country. Venezuelan emigration by 

2013 already exceeded 1,200,000 people, scattered in at least 65 countries, which in 

that year was equivalent to 4.28% of the population (La Vega, 2014). In order to 

calculate the current number of Venezuelan migrants and refugees, an integrated 

website was created by the Inter-Agency Coordination Platform for Refugees and 

Migrants from Venezuela, co-led by the International Organization for Migration (IOM) 

and the UNHCR. A total of 5,577,077 Venezuelans migrants, refugees, and asylum-

seekers were reported by host governments on 5 March 2021, converting this mobility 

in the largest of the recent history in the region (Inter-Agency Coordination Platform 

for Refugees and Migrants from Venezuela, 2021). When 5.5 million of people from a 

single country are forced to migrate, there is a high probability that they stay strongly 

linked to their culture and identity, constituting a diaspora in the host country. The 

term diaspora can be defined as follows: 

 
Migrants or descendants of migrants whose identity and sense of belonging, either 
real or symbolic, have been shaped by their migration experience and background. 
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They maintain links with their homelands, and to each other, based on a shared 
sense of history, identity, or mutual experiences in the destination country. 
(International Organization for Migration, 2019, p. 49) 
 
Considering this definition of diaspora, how can the Venezuelan diaspora in LIS be 

contextualized? Sánchez-R and Massey (2014) explain that Venezuelans traditionally 

used to study abroad and come back to Venezuela to work. In previous times where 

there was a political dictatorship, migration and exile was registered in the most 

politicized sectors of society. The migration we are witnessing in the last decade is of 

another kind and it is characterized by the proportion of migrants who were highly 

qualified professionals. The Venezuelan LIS specialists working abroad are migrant 

workers: “a person who is to be engaged, is engaged or has been engaged in a 

remunerated activity in a State of which he or she is not a national“ (International 

Organization for Migration, 2019, p. 136). 

 

 In an exploratory study, Jimenez (2019) carried out an online survey between May 

and December 2018 to a sample of 40 Venezuelan librarians and archivists that had 

left the country. The aim of the study was to explore the profile of LIS professionals 

who had emigrated and to learn about their current status in the country of arrival. The 

majority of respondents were between 20 and 50 years-old, i.e., people whose careers 

are still peaking professionally. Of 37 professionals trained at the undergraduate level, 

26 had completed postgraduate studies in Venezuela. 3 undergraduate students left 

the country without completing their studies. The top destination countries were 

Colombia, followed by Ecuador, Spain, Peru, Mexico, and the United States of America. 

The largest migratory flow of this group was observed between 2015 and 2018, years 

coinciding with the worsening of the economic and political crisis in Venezuela. The 

main reason for emigration was the economic situation of the country, followed by job 

opportunities, the political situation, as well as insecurity and crime. Regarding work 

integration, out of 40 respondents, 33 were working at the time of answering the 

survey, including the 3 students. Of these, 12 were archivists, and 25 librarians. Only 

nearly half of the respondents work in their area of expertise (22 respondents). The 

other half are made up of 7 professionals who did not work, and 11 were working as 

waiters, teachers, and stylists. There are also 3 positions closely linked to the area of 

information, a university professor in a School of Documentation and two positions 

focused on information and communication technologies. The author concludes in her 

research that the migration of librarians and archivists leaves a gap in a sector that had 

managed to flourish with the creation of information products and services that are 

indispensable for society with regards to education, research, and culture. This 

migration has also had an immediate consequence on the closing of libraries and 

archives. The best-case scenario is some of these professionals will be replaced by 

employees who may not have the training or experience in the area. 
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The study made by Jimenez (2019) does not explain or specify which factors made 

it possible for the half of these Venezuelan librarians and archivists to join the 

international job market in their fields. In order to determine which skills allowed 

these professionals to achieve job mobility, a qualitative approach is necessary. 

 

2.4 ESCO: A European Perspective on Job Mobility 

 

The European Union has a high mobility of citizens from different countries. By 2019 

the European population, including 27 countries, was 446,8 million. It is not only 

European citizens who move around the continent to other countries in the hope of 

finding a qualified job position, but non-European citizens also see in Europe a 

possibility to develop their professional careers in Europe.  

 

To support job mobility across Europe and therefore a more integrated and efficient 

labor market, the European Commission started an initiative called ESCO: European 

Skills, Competences and Occupations. According to the European Commission (2020) 

by 2019 ESCO had provided descriptions of 2,942 occupations and 13,485 skills linked 

to these occupations in 27 languages. The first full version of ESCO was published on 

28 July 2017. The main goals were stated in the strategic framework: 

 

ESCO is a multilingual classification of European Skills, Competences, Qualifications 
and Occupations. By providing a common reference terminology, ESCO will enhance 
the functioning of the labour market, help to build an integrated European labour 
market and bridge the communication gap between the world of work and the world 
of education and training. (European Commission, 2015, p. 3) 

Three different pillars are defined in the ESCO framework, these are structured 

hierarchically and are interrelated with each other:  

• Occupations pillar: It organizes the occupation concepts. It uses hierarchical 

relationships between them using the International Standard Classification of 

Occupations (ISCO) in order to structure the occupations. 

• Skills pillar: it distinguishes between skill/competence concepts and knowledge 

concepts by indicating the skill type. In ESCO there is no distinction between 

skills and competences. 

• Qualifications pillar: qualification is defined in ESCO as the formal outcome of 

an assessment and validation process which is obtained when a competent body 

(e.g., an academic institution) determines that an individual has achieved 

learning outcomes to given standards.  

Skills are defined as “the ability to apply knowledge and use know-how to complete 

tasks and solve problems” (European Commission, 2021c, Skill section). Skills can be 

cognitive when using logical thinking, and practical in the manual use of methods and 

instruments. The skills in ESCO have four different levels as sub-classifications. On the 
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other hand, according to ESCO, knowledge is defined as “the outcome of the 

assimilation of information through learning. Knowledge is the body of facts, 

principles, theories and practices that is related to a field of work or study” (European 

Commission, 2021c, Knowledge section). ESCO offers a skill classification in eight 

different categories: 

 

S1 - communication, collaboration, and creativity 

S2 - information skills 

S3 - assisting and caring 

S4 - management skills 

S5 - working with computers 

S6 - handling and moving 

S7 - constructing 

S8 - working with machinery and specialized equipment 

 

Each of these categories have subcategories in four levels. The first level “S2 - 

information skills” has ten subcategories, one of them is “S2.4- processing 

information”. A third level from that subcategory is “S2.4.1 - gathering information 

from physical or electronic sources”, from which the fourth level subdivision skill 

“manage information sources” can be found. 

 

 There are many occupations related to the information science field listed on ESCO. 

In order to analyze skills in terms of job mobility in this research, the occupation 

librarian and its skills are going to be emphasized. The code number for the 

occupation librarian in ESCO is 2622.2, and it is described as follows: “Librarians 

manage libraries and perform related library services. They manage, collect and 

develop information resources. They make information available,  

accessible and discoverable to any kind of user” (European Commission, 2021a, 

Librarian section). This description of librarian as an occupation should be valid as a 

reference in all European countries. Table 2 resumes the essential and optional skills 

and knowledge librarians should have: 
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Librarians are often in management positions. The code number for the occupation 

library manager in ESCO is 1349.16, and the main tasks of library managers are to 

“supervise the correct usage of library equipment and items… [to] manage the 

provided services of a library and the operation of the departments… [to] provide 

training for new staff members and [to] manage the budget of the library” (European 

Table 2: Librarian Skills and Knowledge According to ESCO 

 
Specific essential skills 

and competences 
Specific optional skills and competences 

• Analyze library users' 
queries  

• Apply change 
management  

• Draw up professional 
texts  

• Assess informational needs  • Apply for library funding  
• Escort students on a field 

trip  

• Buy new library items  
• Apply social media 

marketing  
• Guarantee students' safety  

• Carry out internet research  
• Assist in library facility 

planning  
• Hire new personnel  

• Classify library materials  
• Assist in the organization 

of school events  
• Maintain library 

equipment  

• Conduct scholarly research  
• Assist students with 

library operations  
• Manage digital archives  

• Develop solutions to 
information issues  

• Compile library lists  
• Manage fundraising 

activities  
• Evaluate information 

services using metrics  
• Confer with library 

colleagues  
• Manage human resources  

• Manage digital libraries  
• Coordinate educational 

programs  
• Organize information  

• Negotiate library contracts  • Create semantic trees  
• Oversee extra-curricular 

activities  
• Perform customer 

management  
• Develop classification 

systems  
• Perform playground 

surveillance  

• Provide library information  
• Develop library 

educational programs  
• Secondary school 

procedures  

  • Digitize documents  
• Supervise daily library 

operations  

   • Use software for data 
preservation  

Essential Knowledge Optional Knowledge 

• Collection management  • Copyright legislation 

• Information governance 
compliance  

• Kindergarten school procedures 

• Scientific research 
methodology  

• Literature 

  • Music and video industry 

  • Musical genres 

  • Post-secondary school procedures 

  • Primary school procedures 

  • Types of literature genres 
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Commission, 2021b, Library manager section). In addition to the librarian skills 

described in table 2, library managers also have the following skills listed on ESCO: 

 

Table 3: Additional Library Manager Skills and Knowledge According to ESCO 

 
Specific essential skills and 

competences 
Specific optional skills and 

competences 

• Coordinate operational activities 

• Evaluate library materials  

• Liaise with colleagues 

• Manage budgets 

• Manage staff 

• Supervise work 

• Train employees 

Essential Knowledge 

• Project management  

 

Academic institutions define which skills students need to develop and the 

knowledge that is meant to be acquired is described in the study program. When a 

person studies library science, he/she does it under an academic program that meets 

the needs of a given country. If library science professionals explore the international 

job market, can they easily adapt and meet the needs of a foreign country in their fields? 

Which librarian skills and competences are considered to be important when it comes 

to job mobility? 

 

2.5 Librarians on the Move: Job Mobility and LIS 

 
In migration sociology there is a difference between the terms migration and 

mobility. Schmidt (2020) understands migration to be a subcategory of mobility; every 

form of migration leads at the same time to a mobility action, but not every form of 

mobility means migration. In this context, mobility refers to movement to a place for a 

limited time, migration on the contrary being for long-term purposes. Concepts like 

brain drain or brain gain were commonly used between 1945 and 1989 to describe 

migration flows and politics of highly-skilled people. La Vega (2014) proposes the 

concepts intellectual diasporas or mobility to describe highly-qualified migrant 

workers with a high circulation, a constant migratory flow and an intensive use of 

information and communication technologies (ICTs). In migration sociology, this term 

can be dated between 1990-2013. In any case, the terms migration and mobility have 

a difference in the public and political discourse. Some migrant categories like highly-

qualified immigrants or international students are described as mobile 
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subjects/people, while lower-skilled migrant workers are seen in society as difficult to 

integrate (Schmidt, 2020). In this study the concept of job mobility is used to describe 

any form of change in career paths. 

 

 

Job Mobility and LIS 

 

The research of job mobility is more present in information science than in library 

science. Hillebrand (2017) explored the mobility patterns of information researchers 

in order to determine if a brain drain, the emigration of scientists, exists in information 

science. The author presented two trends: American information researchers mostly 

never left their continent. However, researchers from Asia and Europe showed instead 

a high rate of mobility towards North America. Additionally, 90 % of all PhD students 

in her sample currently live in North America and may never return to their countries 

of origin. Her studies reveal that a decisive factor for mobility in information science is 

the language: The possibility of studying in English was a pull factor for PhD students 

in IS living in North America. 

 

Based on a working paper of the Organization for Economic Co-operation and 

Development (OECD), Mahroum (1999) mentions two types of job mobility:  

 

• External mobility: it can be of a geographical nature (regional, national, and 

international) or due to workforce rotation (e.g., changes in individuals among 

jobs).  

• Internal mobility: it refers to occupational changes (e.g., moving across 

occupational categories) and/or movement within the institution (e.g., between 

departments). 

In the case of the job market for library and information science, the most relevant 

types of internal and external mobility could be related to:  

 

1. Discipline movement from library into archival or information science 

2. Mobility from the public to the private sector (e.g., from academic to public 

libraries, universities, research institutes, companies)  

3. Internal mobility in terms of career shift (e.g., from reference librarian to 

technical librarian) 

4. International mobility of LIS personnel 

Pun et al. (2020) shared their experiences and perspectives on their job mobility. 

The three authors each experienced a career shift: Pun became a technical services 

librarian after having worked in a public services role. Song shares how to connect 

technical work with public services at the library and to bring more visibility of back-

office library work to users, and Zuniga changed her career from electronic resources 

management librarian to liaison librarian. The three authors needed to develop new 
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skills to assume new tasks and positions and highlighted the advantages of working in 

a collaborative and cooperative culture with colleagues and stakeholders. 

 

A career change in terms of changing the type of institution is presented by Ladd 

and Reid (2020). The authors examine the cases of two librarians who transitioned to 

different library types: One librarian experienced her mobility to academic libraries 

from a corporate library setting, the other transitioned from a public library to a health 

sciences library as a consumer health librarian located in a large hospital. The authors 

discussed some considerations prior to job mobility: many of the skills a librarian 

learned in the previous institution were transferable to other settings. Listing these 

transferable skills can help to decide if a person will be able to perform the duties in 

another type of library or institution. If the person looking for job mobility lacks the 

necessary skills, taking classes or joining a master program in the specialized desired 

field can expand education to successfully transition between institutions. 

Considerations after assuming a job in a new institution or field were also mentioned 

in the study. In order to expand the skill set or gain more experience, shadowing other 

librarians in the new library environment could help. Observing and interviewing new 

colleagues or partnering with a mentor can also positively facilitate the transition. The 

authors concluded that having different backgrounds and experiences allow librarians 

to bring observation, innovation, and diversity to a new institution, thus representing 

an added value. 

 

A set of competences for information professionals that are of great importance in 

the knowledge economy have been proposed by Tarango and Machin-Mastromatteo 

(2017). The authors identified a group of competences that information professionals 

should acquire to redefine their profile and develop a new skill set to increase their job 

opportunity. Although the authors do not focus this skill set in terms of job mobility, 

the mentioned skills are relevant for knowledge institutions with a scientific focus (e.g., 

universities and research centers). Working with information in general lines means 

working with a mobile resource that is not attached to local rules or conventions. 

Scientific research is done under the same principles in a different country. The skill 

set that Tarango and Machin-Mastromatteo (2017) propose for a new profile of 

information professionals as scientific production and communication managers is 

grouped in four major categories: 

 

• Information competences: These skills are related to the identification of 

information needs and the ability to search, manage, evaluate, and communicate 

information. In library science, this set of competences is also called information 

literacy. The authors identify four main subskills that are relevant in scientific 

production and communication: identifying lines of research, identifying and 

using information sources, identifying and managing media to conduct scientific 

dissemination and communication, and awareness and application of guidelines 

that regulate scientific production and communication. 
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• Linguistic competences: the use of language to perform oral and written 

discussions is included here. Information specialists should be able to: identify 

the context where information is going to be communicated, plan scientific 

production processes, use scientific language correctly, and apply semantic 

norms in text presentation. 

• Communication competences: these skills are strongly related to the linguistic 

competences, but unlike them, the communication skills the authors mention 

consider sociocultural parameters, including interpersonal communication. 

They identified five main subskills: correcting scientific writing and style, 

applying norms for structuring scientific documents following formats, 

identifying diverse types of research, developing research protocols and 

projects, and interacting with other scientists and scientific communities. 

• Digital competences: this category is directly related to the use of ICTs. For 

information specialists, the main skills listed here by the authors are operating 

ICTs, using data-processing software, using software for document and design 

editing, and conducting information search in databases and in other digital 

sources. 

The skills mentioned by both authors also match the general profile of librarians.  

The development of a broader skill set increases the chances for new job opportunities, 

and with that, to be successful in any kind of job mobility. 

 

International Mobility and Career Outcomes 

 

There is no standard procedure to analyze how migrant professionals develop their 

careers in a new country. Job mobility does not always imply a higher professional 

level. In a qualitative study using interviews, Sánchez-R and Massey (2014) analyzed 

the career outcomes of 70 highly-qualified Venezuelan immigrants in the United States 

of America (US) and developed the following indices to explain how they developed 

their careers abroad: 

 

(1) maintenance in their professional level 

(2) a change of professional career but same professional level achieved  

(3) a downgrading or declassification  

The indices considered the preceding professional level, professional credits and 

skills, and the type of economic group in which the person was classified. As a result, 

they concluded that almost 80% of Venezuelans working in the US maintained their 

same professional level (1), 17.6% changed profession while maintaining their level 

(2) and only 2.9% fell down the professional ladder (3). The proposed indices by 

Sánchez-R and Massey (2014) could be used to analyze career outcomes of Venezuelan 

librarians living abroad. 
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International job mobility and diversity are closely related. Diversity at the 

workplace has won a space in the library science field. Diversity management takes 

place in eight different dimensions also called the Big 8: race, gender, 

ethnicity/nationality, organizational role/function, age, sexual orientation, 

mental/physical ability, religion (Krell et al., 2007). In terms of international job 

mobility, diversity is directly related to the dimension of ethnicity/nationality. The 

American Library Association has designed an action and inclusion plan on diversity in 

which one of their main goals is to “recruit and retain an excellent and diverse 

workforce at all levels of the organization” (American Library Association, n.d., p. 1). 

An inclusive diversity policy and an open attitude on the side of library managers could 

possibly increase the chances of job mobility of expat librarians. 

 

The international job mobility of librarians has not been researched deeply. 

Librarians might change their career path in their professional life several times. Their 

job mobility might not be of a geographical nature, but every type of the job mobility 

described above requires a change of skills. This research deals exclusively with the 

international mobility of librarians in direct relation to their skills, taking the current 

migration of Venezuelan librarians as an example. 
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3. Methodology 
 

3.1 Research Questions and Approach 

 

Since this research places a high value on personal experiences, an interviewing 

methodology focused on biographical episodes was chosen. The method of the 

problem-centered interview (PCI) was developed by Andreas Witzel in the 1980’s and 

it is described as a "qualitative, discursive-dialogic method of reconstructing 

knowledge about relevant problems" (Witzel & Reiter, 2012, p. 4). The PCI is a specific 

form of guided interview, and its aim is to investigate subjective views or constructions 

of meaning of individuals with regard to a certain socially relevant topic in order to 

generate a theory, being the central principle the interviewees’ narrative (Misoch, 

2015). This qualitative method combines inductive and deductive steps, researchers 

must already have considerable knowledge of the problem and must act as a well-

informed traveler: with “certain priorities and expectations and start the journey on the 

basis of background information obtained beforehand” (Witzel & Reiter, 2012, p. 2). 

The relevant sensitizing prior knowledge for this research is described in the following 

table: 

 

Table 4: Analytic and Conceptual Frame of Reference as Prior Knowledge Basis 

of the Problem 

 
Sensitizing Framework: Scope of Analysis 

     Empirical level 
Timeline  Macro sociological Intermediate Micro sociological 

 Venezuelan crisis   Influence of crisis  
 Before Forced migration  Previous job before migrating 

    Migration experience  
      

 During 
Immigrant career  

development 
LIS in migration 

country 
Job search in a new country 

        
  Librarian Skills New acquired skills/knowledge 

 After  Skills 
ESCO  

Framework 
  

    LIS networking Intercultural practices at work 

Note. This table was adapted from the PCI concepts of Reiter (2008) and Witzel and 
Reiter (2012). 

 
In order to determine which librarian skills are relevant for job mobility using the 

migration of Venezuelan librarians as an example, it is necessary to have an overview 

of the crisis in Venezuela and a forced migration episode as part of the lived 

experiences of the subjects under investigation. For the skills analysis, the ESCO 



 

29 

Framework was used. The migration experiences of the participants, their strategies in 

the job search abroad and the tasks they perform in their current positions are key 

aspects for this research. 

 

Owing to the novelty of this migration phenomenon, and the impact it has had on 

the LS in Venezuela, this study is from exploratory nature. In this investigation the 

following research questions will be answered:  

 

1. Which skills and qualifications acquired in Venezuela helped Venezuelan 

LIS professionals join the international LIS job market?  

1.1 Of those skills, which were the most important/valuable? 

2. Which post-migration skills and qualifications did they develop to join 

the international LIS job market?  

3. Is there a difference in terms of skills between Venezuelans working in 

LIS jobs located in Spanish-speaking countries and others in non-Spanish-speaking 

countries? 

 

3.2 The Population under Study 

 

For the recruitment of interview participants, snowball sampling was used. The 

following sampling criteria were considered:  

• Professionals who have obtained a LIS degree from a Venezuelan university 

• The interviewee migrated between 2008 and 2020 

• The person is currently working abroad, mainly in the field of the library and 

cultural heritage 

• From eight participants, four should be in a non-Spanish-speaking country and 

the others in a Spanish-speaking country 

The last sampling criterium could not be fulfilled as only three participants are in a 

non-Spanish-speaking country. Interview candidates were identified and contacted 

using a combination of relevant professional networks (e.g., LinkedIn, professional 

social media groups), and following a snowball approach. After showing interest in 

participating in an interview, participants provided their contact information. In 

November 2020, a total of 16 candidates indicated that they were open to be part of 

the study. 12 participants were contacted via email and invited to choose an 

appointment between March and April 2021. An online appointment system called 

Calendly was used to coordinate with participants. The main problem in scheduling the 

interviews was the location and different time zones of the participants.  

The final sample consisted of eight participants, all of whom were former librarians 

in Venezuela. R1 did not obtain a degree in LS in Venezuela but was library director for 

several years. Table 5 describes the sample in detail: 

 

https://calendly.com/
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Table 5: Study Sample   

    

Interviewee Residence country Gender 
Year of  
migration 

R1 Germany male 2018 

R2 United States of America male 2016 

R3 Mexico male 2015 

R4 France female 2015 

R5 Dominican Republic female 2018 

R6 Chile male 2017 

R7 Mexico male 2008 

R8 Ecuador male 2016 

 
 

3.3 Qualitative Interviews 

 

Over three weeks, a total of eight semi-structured interviews were conducted with 

Venezuelan former librarians that are living abroad. The interviews were conducted in 

Spanish. All interviews were carried out online using the conference platform Zoom. 

Given the interviewee’s consent and to facilitate data analysis, interviews were 

recorded using two separate programs to avoid any technical inconvenience. The 

duration of the interviews varied from 28 to 115 minutes.  

 

The interview guide (see Appendix B Interview Guide) was developed on the 

conceptual base of PCI. First, an information phase about the objectives of the study, 

the data protection and the structure of the interview took place. This was followed by 

a warming up part, where small talk is made with the interviewees. The main part of 

the interview started with an opening question, where interviewees were asked to 

remember and tell what kind of job they used to have in Venezuela, how the job search 

in the new country had been and what they do in their current jobs. The interviewer’s 

role after the opening question was primarily to write some notes and only interrupt 

the participants to clarify something or to better grasp the problem. In order to make 

possible a biographical reconstruction of the problem, the eight topics that are 

important for this research were based on the sensitizing framework and are 

summarized on the following figure: 
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Figure 1: List of Relevant Topics in the Interview 

 
 
After covering the eight main topics, a couple of questions related to social-

demographic aspects (e.g., gender, age, year of migration) were asked to help contrast 

the cases later in the analysis. A postscript was generated after finishing the interview, 

including verbal and non-verbal peculiarities, the interview phases, and relevant 

passages.  

 

Data Collection 

 

To collect the necessary data, qualitative interviews were conducted with a total of 

eight participants. Before the interview took place, the participants were informed in a 

document translated into Spanish about the goals of the study and data protection (See 

Appendix A Interview Participant Information and Informed Consent). The collected 

data had a total interview time of 10 hours and 29 minutes. All interviews were video-

recorded and transcribed verbatim. Due to the limited time to conduct this 

investigation, the transcription of the interviews was outsourced.  

 

Data Analysis  

 

The analysis is based on the data from the interviews. The collected data was 

analyzed using the software for qualitative and mixed-method research MAXQDA 

Opening question 

1.  Previous job

8. LIS networking Job position before migrating

Current Network Activity description

7. LIS in the migration country 2.  Job search

New challenges
Desired position in the new 

country

Application process, 

application formalities

 main narration Opportunities

6. Intercultural practices at work

Difficulties, i. e. academic 

degree recognition

Discrimination or negative 

experiences

Positive interactions

3.  Skills  

Competences: Strengths & 

Weakness

5. New knowledge 

Further education or training 

after migrating
4. Current job

Courses visited Job position

Activity description

Topical guide

Story of experience in 

working as a LIS 

professional in another 

country
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2020. After each interview, a case summary based on the interview guide was written, 

as well as a postscript. Since the transcription was outsourced, a quality control of the 

transcriptions was made before the text was coded with MAXQDA 2020. For the 

control, the sections marked in the text as unintelligible were heard again and missing 

words were added. To analyze which skills are related to job mobility in the field of 

library science, a skill matrix was created, matching the skills participants mentioned 

in the interview with the skills the ESCO Framework presents for the occupation 

“Librarian” and “Library manager” (See Appendix C Skill and Knowledge Matrix). 

 

A combination of inductive and deductive coding was used. In the first stage of 

coding, in order to avoid bias during the analysis of the biographical episodes, in vivo 

or “verbatim” coding was used. After analyzing each interview transcript, the in vivo 

codes were distributed in the eight main topics from the interview guide. A total of 51 

analytic memos were generated in this first phase. At a second cycle coding, process 

and focused coding was chosen to reassemble fragmented data. The original eight 

topics from the interview guide were reduced to the following five main categories:  

 

• Job search: the difficulties in the job search that participants encountered, the 

job interview and search strategies are grouped in this category. 

• Skills: this is the main category in this research. Specific skills after and before 

migration were identified, of those four main subcategories were found: 

Management skills, information and communication skills, teaching and 

training skills, and digital skills. Language skills are also listed here. 

• New knowledge: the participants increased their knowledge during their 

migration process. Learning strategies and new knowledge in the field of 

information standards, information economy, and collaboration tools and 

methods are described here. 

• Networking: information about which networks played an important role 

during the job search was found in this study. Networking dynamics in the 

migration country, international networking, networking with Venezuelans, 

and the challenges in networking are described in this category. 

• Intercultural practices at work: working abroad implies different ways of 

communicating while working with others. Negative and positive experiences, 

the role of language and communication, the influence of politics and legislation 

in the new country, and the challenges encountered are included here. 

 

The limitations of the study should also be mentioned. A larger and more diverse 

sample (e.g., other librarians in non-Spanish-speaking countries) would have been 

desirable. Due to the biographical nature of the collected data, other categories and 

codes were also identified, but they are not relevant for the research questions in this 

study. 
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4. Findings 

 
4.1 The Challenges of Job Search Abroad and Forced Migration 

 
The journey of job mobility began for all interviewees in the job search. All of them, 

former librarians, encountered different difficulties and tried several search strategies 

to successfully join the international job market. In general lines, the eight participants 

are of the opinion that the education and professional experience in library science 

they acquired in Venezuela helped them in finding a qualified job in their fields.  

 

On an international level, Venezuelan professionals in library science have the 

know-how that it takes to join the international job market. According to R5, the 

academic education in LIS in Venezuela is good and comprehensive. As a former LIS 

professor in Venezuela, she expressed the following statement about LIS education in 

the country:  

 
Training in Venezuela, when we made comparisons of training with other countries, 
sometimes one tends to underestimate oneself and I told my students, no, we are so 
well trained here... and you can see that when you go to international congresses, 
when you talk to your colleagues, and you are on a one-to-one basis. (R5)1 
 
R8 shares the same opinion as R5: his LIS professional formation in Venezuela 

helped him to join the international job market. There are many people that are not 

qualified in LIS but are working in the field. This phenomenon is also visible in the other 

countries the interviewees are living. R8 agrees that:  

 
Migrating is hard for many, especially if it is not planned, but I must say that I have 
been fortunate to be a migrant with opportunity and that thanks to my professional 
studies many doors have opened for me, and because of that, today I can say that I 
work in my field. Otherwise, I would not have been able to do it. (R8)2 
 
Among the main difficulties encountered in the job search, the most important were 

in job application formalities, legal aspects related to work permit and visa, 

xenophobia, the amount of job offers, and hidden job markets. 

 

Every country has its own conventions about how a job application should be 

formally made. The main differences were found in the job application or motivation 

                                                      
1 La formación en Venezuela, cuando hacíamos comparaciones de la formación con otros países, a veces 
una tiende a subestimarse y yo le decía a mis estudiantes, no, nosotros estamos tan bien formados acá… 
y eso lo ves tú cuando vas a congresos internacionales, que conversas con tus colegas y estás de tú a tú.  
2 … Migrar es duro para muchos, sobre todo si no se planifica, pero debo decir que he tenido la dicha de 
ser un migrante con oportunidad y que gracias a los estudios profesionales se me abrieron muchas 
puertas, y por eso, hoy día puedo decir que trabajo en mi campo. De lo contrario no, no lo hubiera podido 
hacer.  
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letter, and the resume information. The motivation and application letters follow a 

structure a migrant hardly knows. At the beginning of the job search, the participants 

of this study needed to adapt their applications to the conventions and formalities in 

the new country. R4 points out the following information about job application 

formalities: “the curriculum vitae and the letter of application for a job are very 

different from how they were in Venezuela, it's like you have to have a very specific 

structure and I didn't know that.”3 

 

The information in the resume is a key factor in the job search. R1 was library 

director for several years in Venezuela but he did not have a LIS degree. After migrating 

to Germany, he realized he could not apply for a job as library manager because in this 

country a LIS degree is a requirement to work in the field. For him it was difficult to 

decide what kind of information he should write on his resume to stay in the LIS field: 

“If I put Industrial Engineer, it was going to sound strange Industrial Engineer looking 

for library stuff... I could not put IT expert either, because I am not an IT expert, so, how 

to sell myself was the first challenge.”4 

 

R4 needed to adapt the terminology of the profession as librarian for the French 

market while looking for a job: “I think that the notion of Documentalist and Documents 

is very particular in France... in Switzerland, in France, in Belgium, they speak more of 

Documentalist, while if you say Documentalist in some other countries it means 

nothing.”5 

 

The forced migration of some of the participants made it impossible for them to have 

a working permit and a regular visa when they came to the new country. R6 could not 

work as a librarian in Chile without a work permit. His strategy was at the beginning 

to work in any non-qualified job to change his temporary visa and apply for a work 

permit. He worked illegal for 6 months in a company that regulated his working 

condition in the country. Finally, with a work permit, he applied for jobs as librarian. 

Another observed aspect in this research was that, in some countries, librarian job 

positions in the public sector cannot be occupied by foreigners. This reduced the job 

possibilities of some of the participants and only libraries in private institutions were 

an option. R5 was contacted for a job opportunity in the Dominican Republic: 

 

Initially I was told that it was for a kind of coordination of a group of libraries, but 
that did not happen because it was a governmental matter and, although it was not 

                                                      
3 El C.V. y la candidatura, la carta de postulación, perdón, la carta de postulación para un trabajo son muy 
diferentes a cómo eran en Venezuela, es como que tienes que tener una estructura, la carta, muy 
específica y yo eso no lo sabía. 
4 Si colocaba ingeniero industrial, iba a sonar extraño ingeniero industrial buscando cosas de biblioteca 
y como la cuestión era amplia, tampoco podía colocar experto en informática, porque yo no soy experto 
en informática, entonces, cómo venderme fue el primer reto. 
5 Yo creo que la noción de documentalista y de documentos es muy particular en Francia, y, digo como 
en el mercado francés, o sea, que si en Suiza, en Francia, en Bélgica, se habla más de documentalista, 
mientras que si tú dices documentalista en algunos otros países no significa nada. 
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written, I was verbally told that they did not accept Venezuelans in the public sector 
of the Dominican Republic. (R5)6 
 
After the massive emigration of Venezuelans, especially to other Latin American 

countries, a wave of xenophobia started in the region. Some of the participants 

expressed that they had been rejected while applying for a job because they were 

Venezuelan. In this sense, R3 comments: “The moment I arrive in Panama, the 

xenophobic issue towards Venezuelans starts to happen, and unfortunately… they put 

us all in the same lot, and, well, the doors started to close for me at all times inside 

Panama.”7 

 

R2 had some difficulties while applying for a job in the US. He experienced 

discrimination in job interviews, in his opinion it was because he is Latin and has an 

accent in English. He stated that there is a certain subjectivity in how others see you in 

a job interview, and depending on the field you are applying, your ethnic background 

could play a role. 

 

After finding a job in the field and being part of a team, all of the participants 

expressed having been treated generally as equals. As librarians, the participants liaise 

not only with colleagues, but also with users. R8 was asked if he had experienced 

discrimination in any form as a foreigner, he answered: “No. No, the truth is, the truth 

is that very few scenarios have happened to me with, with certain users in the library… 

but at the work level, look, I am treated as just one more in the library.”8 

 

Job interviews in another country can be overwhelming. R2 expressed having been 

nervous in his first interviews in the US, not only the foreign language played a role, 

but also the interviewing dynamic: “the interviews can be overwhelming, because… at 

least three people are interviewing you at the same time, three, four, five people, it's 

like a wall and they are all throwing questions at you.”9 R6 lied in a job interview about 

his skills in order to get the job, but managed to quickly acquire the required 

competences: 

 

                                                      
6 Había posibilidades de un empleo, inicialmente me dijeron que era para una especie de coordinación 
de un grupo de bibliotecas, eso no se dio porque era una cuestión gubernamental y, aunque eso no estaba 
escrito si me dijeron verbalmente que no aceptaban venezolanos en el sector público de Republica 
Dominicana. 
7 Qué sucede, que al momento que yo llego a Panamá, empieza a suceder el tema xenofóbico hacia los 
venezolanos, y, lamentablemente por uno, por dos, por tres, nos meten a todos en el mismo lote, y, bueno, 
a mí se me empezaron a cerrarse las puertas en todo momento dentro de Panamá. 
8 No. no, la verdad, la verdad me ha ocurrido muy poquitos escenarios con, con ciertos usuarios en la 
biblioteca, o sea, han sido muy puntuales, uno o dos o tres usuarios que me ha ocurrido, pero a nivel 
laboral, mira yo soy tratado como uno más dentro de la biblioteca. 
9 Las entrevistas pueden ser abrumadoras, abrumadoras porque el panel que te entrevista, el panel del 
personal son que si… bueno depende a la posición a la que estas aplicando, mínimo tres personas que te 
están entrevistando al mismo tiempo, tres, cuatro, cinco personas, eso es como un paredón y todos te 
tiran preguntas. 
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I had weaknesses in the technical process and, in some other way, when I was 
interviewed, I lied… but it was so that they could see me, so when, when this 
interview was over, when I started to work, they realized that I had certain 
weaknesses, not in the way of description… I perfectly handled the Anglo-American 
Cataloging rules, but I had deficiencies in handling the MARC format. (R6)10 
 
The amount of job offers varied in the seven countries where the participants live, 

especially after the COVID-pandemic. Due to the economic conditions and budget cuts 

in the public sector in Ecuador since 2016, R8 states that “it has been difficult to find a 

job, due to the economic and financial difficulties this country”.11 Age was also an 

important factor to mention: Being older and on job search is not easy. R5 was in her 

60’s when she got a job offer. She comments: 

 

I told them yes, that the conditions were quite acceptable within what I had in mind... 
I am no longer a young person, it is a limitation on many occasions, because you see 
that jobs are offered, especially here in Latin America, to young people. (R5)12 
 
Two participants discovered hidden job markets in LIS in France and Chile. Some 

job offers are not published or available in internet, but available through headhunters, 

LIS associations and other institutions. R4 comments her experience in France:  

 

I applied to many, but it was not by applying that I, that I got a job, but it was because 
I was contacted by a company, let's say a contractor, you could say, that the offer 
was not published, but they saw my profile in APEC and called me. (R4)13 
 
R6 found job offers mostly through the Librarian Association in Chile. In other 

internet websites there were not available job positions in the LIS field, R6 adds: “You 

subscribe to an email, and they are constantly publishing labor information, guild 

information, and various information related to our profession, but from Chile”.14 

 

 

 

                                                      
10 Tenía debilidades en proceso técnico y, y de alguna otra manera, cuando a mí me entrevistaron yo 
mentí, yo dije, yo hago esto, yo hago esto, yo hago lo otro pero era para que me viesen, entonces cuando 
se acabó la entrevista que quedo, que comienzo a trabajar, allí ellos se dan cuenta que tenía ciertas 
debilidades, no en la forma de descripción, eso hay que dejarlo por sentado, o sea, manejé, manejaba a 
la perfección la reglas de Catalogación Angloamericana, pero tenía deficiencias en manejarme con el 
formato MARC. 
11 Pero sí, sí ha sido una dificultad encontrar empleo, por las dificultades económicas y financieras que 
tiene este país. 
12 Y yo le dije que sí, que las condiciones eran bastante aceptables dentro de lo que yo tenía pensado, yo 
ya no soy una persona joven (risas), es que es una limitación en muchas ocasiones, porque tú ves que los 
empleos los ofrecen, sobre todo aquí en América Latina a personas jóvenes. 
13 Yo me postulé en muchísimos, pero no fue de postulación que me, que conseguí trabajo, sino fue 
porque me contactó una empresa, de, digamos contratista, podría decirse, que esa oferta no estaba 
publicada, sino que ellos vieron mi perfil en la APEC y me llamaron. 
14 Tú te suscribes a un correo y ellos constantemente están publicando allí información laboral, 
información del gremio, oye, información varia relacionada a nuestra a nuestra profesión, pero de Chile. 
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Search Strategies 

 

The eight participants succeeded in finding a job in the new country. The three main 

job search strategies identified in this research among LIS professionals abroad were 

via the internet, with institutional help or though contacts. The principal sources online 

in finding qualified LIS job offers were employment platforms and social media 

networking sites. The participants mentioned the commercial platforms yapo15 in Chile 

(used for general jobs, mostly non-qualified), jooble16 was mentioned by R5, and 

monster17 commented by R1. The eight interviewees tried the job search without 

paying any commission or agency fee. Most used social media networking sites were 

LinkedIn18 and Xing19. For three participants, LinkedIn was very useful in activating 

their networking in the job search.  

 

R4 used institutional help to find information about the job market in France, and to 

prepare all formalities related to the job search. The main institutions that supported 

her were the university where she studied a master’s program, and APEC, the 

Association pour l'emploi des cadres, a French private association financed by the 

contributions of executives and private sector companies. Its objective is to provide 

service and advice to companies, to executives on issues related to their employment 

and to young graduates. R4 created a profile on APEC’s website, and she had access to 

job offers and positions through them that were not published in other online sites. 

With APEC’s help she got a job offer. She explained: “APEC was absolutely different, I 

mean, I don't think I would have achieved so much so fast if it hadn't been for APEC”.20 

On the other hand, R6 used institutional help from the Librarian Association in Chile to 

receive job offers in the field. 

 

The job search through contacts was also identified as a useful strategy. The 

interviewees contacted people they knew from other institutions; guidance from 

relatives in the new country helped orient them. 

 

R1 used as a job search strategy sending speculative job applications to known 

companies. R1 was a client of the company that he was interested in before joining 

them in Germany. Because he knew the services and how they worked as a service 

provider, he considered applying for a job at the company. Since there were no job 

offers available, he thought of sending an application and describing what can he do for 

the company. In this way, he could increase the chances to meet the company's needs 

before they look for candidates. His strategy was effective: 

                                                      
15 https://www.yapo.cl 
16 https://jooble.org 
17 https://www.monster.com 
18 https://www.linkedin.com 
19 https://www.xing.com 
20 Lo de la APEC, fue absolutamente diferente, o sea, yo no creo que yo hubiera conseguido tan rápido 
sino hubiera sido por la APEC. 

https://www.yapo.cl/
https://jooble.org/
https://www.monster.com/
https://www.linkedin.com/
https://www.xing.com/
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If I was interested in a company and the company didn't offer at that time a position 
like for me, well, a friend told me, no, sell yourself as what you think you can do for 
that company, because many times, although you wouldn't expect it, there is a 
position or a new position, or a person that is being sought, where conceptually a 
manager is looking for someone like, like to do something and the ad has not yet 
been formulated, and the job application comes in, and people review it and say, this 
is like the one I'm looking for. (R1)21 
 
Countries where the Library Science field is small or where only one institution has 

a reduced academic offer in the field, are a great opportunity for job mobility. Because 

LIS qualified professionals in some countries are rare, there are many job opportunities 

for professionals looking to develop their careers outside from their original countries. 

Many of the interviewees in this research chose a country to migrate where there were 

not enough professionals in the LIS field, but at that time, several job offers. The 

countries mentioned by the interviewees are Ecuador, Panama, and Dominican 

Republic. In this sense, R8 adds: 

 
Ecuador definitely has a certain potential - especially because here there is an issue 
that the career does not have universities that can properly train people. There is 
only one university that trains librarians on the coast and, uh, let's say, it does not 
meet the demand that there is here in the country for training. Most of the training 
here is totally empirical right now. And if you want to, we foreigners came to have 
opportunities in that sense, well, because with a degree and many of us also with a 
post-graduate degree, if opportunities are given to us in different fields, either in the 
public or in the private sector. I am not only talking about the case of Venezuelans, 
but also the case of Cubans, the case of Bolivians, the case of Brazil, I know of one in 
particular. (R8)22 

 
The following table resumes the search dynamics of the research participants: 

 
 
 

                                                      
21 Si estaba interesado en una empresa y la empresa no ofrecía en ese momento una un puesto como 
para mí, pues, un amigo me dijo, no, véndete como lo que tú crees que puedes hacer por esa empresa, 
porque muchas veces, aunque uno no se lo esperaría, hay un cargo o un cargo nuevo, o una persona que 
se está buscando, en el conceptualmente un gerente está buscando a alguien como, como para hacer algo 
y todavía no se ha formulado el aviso, y llega la Initiativbewerbung, y la gente la revisa y dice, coye, éste 
está como el que estoy buscando. 
22 Ecuador definitivamente tiene cierto potencial, sobre todo porque aquí hay un tema de que la carrera, 
o más bien la, sí, la, la carrera no, no, no tiene universidades que puedan formar propiamente a las 
personas. Actualmente hay una sola universidad que forma a bibliotecólogos que está en la costa y, 
digamos, no cubre la demanda que hay acá en el país de formación. La formación acá es totalmente 
empírica, la mayoría ahora mismo. Y si se quiere, los extranjeros vinimos a tener oportunidades en ese 
sentido, pues, porque ya con un título y muchos de nosotros también ya con posgrado, era importante, 
o sea, sí se dan oportunidades para nosotros en diferentes campos, bien sea en el sector público o en el 
privado. No estoy hablando solamente en el caso de los venezolanos, también el caso de los cubanos, el 
caso también de bolivianos, el caso de Brasil que conozco uno puntualmente.  
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Table 6: Job Search Strategies of Participants 
   

Interviewee Residence country Job placement through 

R1 Germany 
Speculative job application / known 
company 

R2 United States of America Internet  

R3 Mexico Internet / contacts 

R4 France Institutional help / APEC 

R5 Dominican Republic Internet / contacts 

R6 Chile Institutional help / Librarian Association 

R7 Mexico Contacts 

R8 Ecuador Contacts 

 
  

4.2 Librarian Skills and Job Mobility  

 
During the interviews, the participants commented on the type of activities they 

used to do as librarians working in Venezuela and described their current job position 

in their new country. All the skills they developed before migrating and post-migration 

were grouped in four categories: management, teaching and training, information and 

communication, and digital skills. The interviewees also described their strengths and 

weaknesses in terms of their competences. An extended overview of the competences 

each interviewee mentioned is presented in Appendix C Skill and Knowledge Matrix. 

 

Skills Before Migration 

 

The most valuable competence set identified in the interviews before migration 

were management skills, succeeded by teaching and training skills. The following pre-

migration competences helped Venezuelan librarians join the international LIS job 

market, they are listed according to their importance: 

 

Management skills. The most important pre-migration competences identified 

were in the management field. Four participants were in a management position before 

they migrated, and all participants mentioned at least one management competence. 

Among the management competences, the following specific seven skills were 

identified:  

 

• Managing library technical processes: four participants commented that their 

job before migrating was focused on technical processes, mainly in classifying 

and cataloging information, and maintaining inventory of the collection.  

• Managing information and data: five participants highlighted using 

interoperability protocols with Dublin Core, promoting open access, organizing 

information, and using bibliometrics. 
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• Managing libraries: three interviewees noted that in their previous positions 

they were responsible for managing digital, branch, and university libraries. 

• Managing institutional repositories: one interviewee was responsible for 

managing the institutional repository of the university he was working at using 

DSpace.  

• Managing human resources: four participants reported that part of their job 

was to manage and hire new staff. 

• Managing budgets: two respondents stated being responsible for acquiring 

new media. 

• Applying change management: only one person affirmed he had to coordinate 

a transition process in the library he was working. 

 

Teaching and training skills. The second most important skill set pre-migration 

was listed as teaching and training competences. Seven of eight participants mentioned 

having teaching experience, also outside of the library field. The following four specific 

skills mentioned in this category were: 

 

• Teaching others: seven respondents have teaching experience, they mention 

being responsible for organizing workshops, e.g., in information sources, open 

journal system, and DSpace, as well as teaching languages, specifically English 

and German. One participant was a former university professor in LIS. 

• Giving presentations and lectures: two interviewees affirmed that they 

actively gave presentations and lectures. 

• Developing information literacy programs: two participants were 

responsible for planning programs in information literacy.  

• Training employees: two respondents emphasized how important knowledge 

transfer was for them before migrating. R3 wanted the institutional repository 

project to continue even if he was not part of the team anymore. For that, he 

began giving his employees more responsibility in the training programs he 

used to lead, and he shared all his knowledge with his team. 

 

Information and communication skills. The following list of competences were 

mentioned by five participants.  

 

• Managing information sources: in particular, the use of data bases was 

mentioned by three respondents.  

• Cooperation with other libraries: two participants stated having an active 

cooperation with other libraries while working in Venezuela. 

• Providing customer service: two interviewees commented that part of their 

job was to work as a reference librarian and provide information to users. 

• Applying marketing strategies: one person was actively using social media for 

marketing. R3 was a pioneer in implementing social media marketing for 
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libraries in Venezuela in 2009. At the beginning there was a measure of 

resistance to the professional use of social media for libraries, in the meantime 

its use has spread. 

• Planning events: One respondent was responsible for organizing events in his 

library. 

 

Digital skills. The digital competences grouped here are related to the use of ICTs 

in a more technical manner than presented by Tarango and Machin-Mastromatteo 

(2017). Only three respondents mentioned the following digital competences: 

 

• Using open-source tools: the specific use of the open journal system, open 

conference system, and open monograph press was mentioned by R3. 

• Using programming languages: R4 wanted to reorient her librarian career in 

a more technical direction before migrating and worked as programmer using 

an old language program named COBOL. 

• Selecting and developing software: because of his engineering background, R1 

used his skills in working with software in the implementation of a new OPAC 

(KOHA) in a library network he used at work. 

 

 

Skills After Migration 

 

The most valuable post-migration skill set that was identified in the interviews were 

also management skills but succeeded by information and communication skills. The 

following post-migration competences were found in the interviews: 

 

Management skills. Seven respondents mentioned that part of their new job 

involved at least one of the next specific skill: 

 

• Managing information and data: four respondents mentioned being involved 

in evaluating information systems, document management and archiving, 

making information accessible, using bibliometrics, migrating data and using 

MARC for data exchange.  

• Managing library technical processes: activities like weeding out and 

developing collections, conducting inventory, and coordinating the legal deposit 

law were mentioned by three participants. R6 expressed that the education in 

library science in Venezuela was very technically oriented and this helped him 

in his position as cataloguer in Chile. R6 agreed that technical procedures, like 

online catalog maintenance, is the backbone of librarianship. Without proper 
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technical care, information retrieval is not possible, and all the information 

services in the library can be compromised.23 

• Applying change management: compared to pre-migration, this skill was 

needed by four respondents in their new position abroad.  

• Managing human resources: three interviewees mentioned being responsible 

for coordinating teams and having personnel in their charge.  

• Managing processes: two respondents indicated that understanding and 

assessing processes and errors was part of their competences. 

• Managing projects: project management and documenting projects were 

mentioned by three participants. 

• Managing budgets: two interviewees commented that part of their job is to 

calculate costs and sell information products and services. 

• Managing libraries: one person is currently working as a library director. 

• Managing digital library services: one respondent works in a company that 

offers digital services with a digital loan platform for public libraries. 

 

Information and communication skills. This skill set is identified as the second 

most important after migrating. Six of the interviewees stated to have at least one of 

the next competences: 

 

• Providing customer service: four participants have direct contact with 

customers. This skill also includes technical support, conducting scholarly 

research, locating literature in other libraries and reference activities.  

• Applying marketing strategies: two respondents commented they used their 

competences in marketing in their new positions: one in product marketing, the 

other person mentioned being responsible for the social media accounts of his 

library. 

• Editing and writing texts: two participants responded that they actively 

proofread and copy edit; one person affirmed being responsible for writing 

manuals in his library. 

• Publishing scientific papers: two interviewees regularly publish scientific 

articles in LIS; one of them also writes in a collaborative LIS blog. 

• Cooperating with other libraries: two librarians responded that they 

cooperate with other institutions in a regular basis. 

• Managing web page content: one respondent mentioned being accountable 

for the content of a website’s project. 

• Planning events: one interviewee named event management as a skill. 

                                                      
23 Yo siempre he dicho que la columna vertebral de la bibliotecología es procesos técnicos; es la 
alimentación del catálogo en línea, si tú no conoces como el catalogador describe la información, por 
ejemplo, con el uso de herramientas de palabras claves, el referencista, se deja, no tiene un tecnicismo 
adecuado para relocalizar muy rápidamente la información. 
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• Giving interviews: one participant pointed out he had to attend interviews with 

the media. 

 

Teaching and training skills. This skill set appears to be less important after 

migration. Among the specific competences, the next four were named: 

 

• Developing information literacy programs: two respondents are still strongly 

linked to information and media literacy. 

• Developing educational programs: one participant develops diverse 

educational programs for the community his public library serves; among the 

programs mentioned are language and music courses. R2 emphasized that the 

future of librarianship is strongly linked to education. According to him, many 

candidates applying for a job in the public library sector in the US are educators; 

both fields go hand in hand.24 

• Teaching others: three interviewees still actively use their pedagogical 

competences. 

• Training employees: only one participant mentioned training new staff on his 

team. 

 

Digital skills. Only two competences were mentioned as post-migration digital 

skills: 

 

• Programming: One participant scripts and personalizes a software program 

named SharePoint25. 

• Digitizing and archiving: two participants affirmed that they constantly 

worked with a cloud-based system. 

 

In an attempt to determine which skills increased the job mobility of the librarians 

that are part of this research, all the skills that the interviewees mentioned before and 

after migration were matched with the librarian and library manager skills of the ESCO 

framework. Some additional competences that are not listed on ESCO as librarian or 

library manager, but were mentioned by the participants, were also included in the 

analysis. This additional skills are: developing training programs, performing project 

management, documenting project progress, managing processes, managing 

information sources, presenting information, analyzing software specifications, 

analyzing information systems, coordinating marketing plan actions, communication, 

collaboration and creativity, using digital tools for collaboration, content creation and 

                                                      
24 Yo me he dado cuenta aquí, que el futuro de la bibliotecología esta así, súper ligado, indivisiblemente 
de la educación, de los educadores, del área docente como tal. 
25 Collaborative program to share and manage content and applications in teamwork in companies, more 
information: https://www.microsoft.com/en-ww/microsoft-365/sharepoint/collaboration  

https://www.microsoft.com/en-ww/microsoft-365/sharepoint/collaboration
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problem solving, instructing others, selling products or services, teaching digital 

literacy, thinking creatively, and applying teaching strategies. 

 

An extended version of all skills attached to each interviewee is available in 

Appendix C Skill and Knowledge Matrix. The following table reveals which skills were 

the most relevant in the job mobility of the participants, according to the results 

presented in this research: 
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Table 7: Skills and Job Mobility in Library Science 
 

Mentioned skills in this research Skill score 
develop solutions to information issues  8 
confer with library colleagues  8 
coordinate educational programs  8 
develop training programs 8 
liaise with colleagues 8 
provide library information  7 
organize information  7 
perform project management 7 
document project progress 7 
assess informational needs  6 
classify library materials  6 
manage digital libraries  6 
perform customer management  6 
develop library educational programs  6 
manage digital archives  6 
manage human resources  6 
manage processes 6 
manage information sources 6 
presenting information 6 
analyze library users' queries  5 
evaluate information services using metrics  5 
apply change management  5 
digitize documents  5 
draw up professional texts  5 
supervise daily library operations  5 
manage staff 5 
buy new library items  4 
conduct scholarly research  4 
hire new personnel  4 
use software for data preservation  4 
analyze software specifications 4 
analyze information systems 4 
coordinate operational activities 4 
manage budgets 4 
supervise work 4 
carry out internet research  3 
negotiate library contracts  3 
apply for library funding  3 
apply social media marketing  3 
assist students with library operations  3 
develop classification systems  3 
coordinate marketing plan actions 3 
communication, collaboration, and creativity 3 
using digital tools for collaboration, content creation and problem solving 3 
instruct others 3 
train employees 3 
evaluate library materials  3 
assist in library facility planning  2 
selling products or services 2 
teach digital literacy 2 
create semantic trees  1 
manage fundraising activities  1 
think creatively 1 
apply teaching strategies 1 

Note. Skill score: 8 and 7 represent the most important skills for job 
mobility in Library Science, 6 and 5 are very important, 4 and 3 are 
important, and 2 and 1 less relevant skills. 
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If a participant during the interview named one of the skills listed on table 7, one 

point will be given to the mentioned skill. The competences with a skill score of 8 points 

were named by all eight interviewees and are the most important of all. 

 

The respondents were asked in the interview to name their strengths and 

weaknesses. Four participants commented that their main strength was in interacting 

with others, also at an interpersonal level. This includes the interaction with colleagues 

and users. Managing information and data was mentioned by three interviewees, as 

well as working with others or in teams, and in helping others. Two respondents 

affirmed they were especially good in searching for information. At least one 

participant noted their strengths were in scientific research, solving information 

problems, managing staff; and being creative, organized, extroverted, empathetic, and 

communicative.  

 

Four participants identified English as a weakness, and they expressed a desire to 

improve their language level. Two interviewees saw their difficulties in cataloging and 

admitted disliking cataloging in general. One person admitted a debility in the 

information technical field, in time management and more academic professionalism.  

The following figure shows the most given skill codes among all the transcripts; the 

codes were assigned at least four times: 

 

Figure 2: List of Codes Related to all Mentioned Skills, Minimum Frequency: 4 
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Mobility and Language Skills 

 

From the eight participants that were part of this study, five work in the LIS field in 

a country where Spanish is the official language. All the respondents confirmed having 

at least a basic level of English as a foreign language. Job mobility within Latin America 

is a big opportunity for Venezuelan librarians, since language does not represent a 

barrier. In this sense, R5 comments: “It is ideal if you speak a second language, 

especially English, but it is not a limitation.”26 Four interviewees affirmed that being 

bilingual abroad as librarian is an advantage; R3 states: “if I spoke perfect English, I 

would have better positions.”27 The possibility to also communicate with colleagues in 

English in France, gave R4 the possibility to feel more comfortable in her job position. 

She worked in customer service for other countries; not everyone has the competence 

of communicating with others in English, and that can be a deal breaker in the job 

search according to her. R4 adds: “the ability to communicate in several languages, 

technical skills in informatics and library science are competences that help in a 

migration process.”28 

 

Only three interviewees live in a non-Spanish-speaking country (R1, R2, R4). The 

other identified language skills beside English were French and German. The three 

participants had a solid foreign language base before they migrated. But they all 

commented, they needed to improve their language skill and gain more cultural 

understanding. R2 is working in the US, and he emphasized that “language is always 

something that one should look for, you will always be able to improve, and you should 

always, always seek to improve.”29  

 

The main differences between the participants working in Latin America to the ones 

in a non-Spanish-speaking country were found in the intercultural practices at work 

(see Section Integration vs. Exchange: Intercultural Practices at Work). 

 

Skill diversity was a discussed term in the interviews. R2 highlighted the importance 

of the willingness to learn something new: “the more things you know, the more skills 

you have, the more opportunities you will have in the professional field at a 

professional level.”30 R6 concluded about job mobility and skills: “emigration changes 

your perspectives and you end up developing other skills that you thought you didn't 

                                                      
26 Es ideal si tú hablas una segunda lengua, sobre todo el inglés, pero no es una limitación. 
27 Si hablara inglés perfecto tuviese mejores cargos. 
28 Entre lo de los idiomas, la cosa informática y las mismas habilidades de bibliotecología, de verdad que 
son habilidades demasiado buenas para ser emigrante. 
29 El idioma siempre es algo que uno debe buscar, siempre vas a poder mejorar y debes buscar mejorar 
siempre, siempre. 
30 Mientras más cosas sepas, mientras tu bagaje de habilidades sea mayor, mayores serán tus 
oportunidades en el campo profesional a nivel profesional. 
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have, and so now I do them.”31 Up- and reskilling, lifelong learning and further 

qualification are constant elements in the job mobility of the participants of this study. 

 

4.3 The Acquisition of New Knowledge and Migration  

 
In their migration process six participants of this study reported to have gained new 

knowledge, not only about the culture of their new environment, but also in the LIS 

field.  

 

The predominant learning strategies mentioned by four interviewees were through 

academia while obtaining a new academic degree, through internship and learning on 

the job. Three participants obtained a higher degree after their migration: R8 obtained 

a master’s degree in public management, R4 in documental engineering, edition, and 

multimedia; one respondent studied a master program in digital library learning, 

followed by a doctoral degree: being abroad gave R7 the motivation to continue his 

academic path in the LIS field and he pursued a Ph.D. in information science and 

communication. Two participants emphasized gaining new technical knowledge in an 

internship: Making internships in a company that sold SharePoint helped R4 to develop 

news skills in the technical field and increase her working experience in France; R7 had 

the possibility to do a practicum at CERN32 in Switzerland. On the other hand, R6’s 

learning strategy was to gain new knowledge to solve problem directly while working; 

the exchange with new colleagues was fundamental for him. 

 

The acquired new knowledge was especially identified in the following fields: 

 

• Information standards: three participants increased their knowledge in the 

new cataloging rules Resource, Description and Access (RDA), in the field of 

authority records, metadata enrichment and MARC format for data exchange. 

• Information economy: two participants changed their career paths into the 

private sector of information economy. Librarians have a great knowledge in 

the field of academic publishers. To be able to work in the information 

economy field, more knowledge in enterprise resource management, book 

commerce, publishers, and commercial data exchange with ONIX33 was 

reported to be needed by R1 and R3.  

• Collaboration tools and methods: two respondents increased their 

knowledge in collaboration tools and methods. An important new knowledge 

for R1 was the use of agile methods at working in projects, tools like 

Confluence34 improved teamwork in the company he is working. The use of 

                                                      
31 La emigración te cambia las perspectivas y terminas desarrollando otras habilidades que, creías no, 
no tenías, y entonces ahora sí las hago, sí las realizo pues. 
32 European Organization for Nuclear Research. 
33 ONIX (Online Information Exchange) is a standard metadata format used in the book trade. 
34 Confluence is a collaboration software to work in teams, more information: 
https://www.atlassian.com/software/confluence  

https://www.atlassian.com/software/confluence
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ticket systems, also called IT ticketing system software, was mentioned in 

this category. By using a ticket system, projects can be carried out efficiently 

in collaboration between customer and service provider. 

 

The ESCO framework also lists the required essential and optional knowledge 

librarians and library managers should have. The learning experiences and career 

development each interviewee shared in this research was matched with the ESCO 

Framework for knowledge. The following table shows which knowledge played the 

most important role in the job mobility of the participants of this study, an extended 

version is available in Appendix C Skill and Knowledge Matrix: 

 

Table 8: Relevant Knowledge and Job Mobility in Library Science 
 

Mentioned knowledge in this research Score 

collection management  8 

literature  7 

project management  7 

copyright legislation  6 

types of literature genres  6 

information governance compliance  4 

scientific research methodology  4 

Note. Based on ESCO's essential and relevant knowledge for librarians and library 

manager  

 

If a participant during the interview named one of the knowledge categories listed 

in table 8, one point will be given to the mentioned knowledge. The competences with 

a score of 8 points were named by all eight interviewees and are the most important of 

all. 

 

4.4 The Role of Networks in Librarian Job Mobility  

 

The eight participants of this study networked actively with other professionals in 

the LIS field. The main active networking in LIS takes place in the new migration 

country, all respondents have a network in the country they are currently working. 

Among the networking possibilities, the following six were mentioned in the 

interviews: 

• Associations: three participants work actively with associations; R8 

networks with the Association of Iberoamerican States for the Development 

of National Libraries in Iberoamerica (ABINIA) and the National Association 

of Librarians of Ecuador; R6 with the Association of Librarians in Chile; and 

R5 with the Association of University Library Directors in the Dominican 

Republic. R7 indicated that LIS networking in Latin America could be more 
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active. Associations and guilds play an important role on local networking in 

the field, the organized events by them are important to make first contacts 

and network together.35 

• Academic contacts: R4 and R7 obtained an academic degree in universities 

abroad, their academic contacts were helpful in the job search. After having 

difficulties finding a job in the field, R7 decided to migrate to Mexico. He 

heard about a job offer through a well-known professor, who recommended 

him to send an application. He applied for the job and after several interviews 

he got a job offer as Reference Librarian in an academic library in Mexico. 

• Small LIS Communities: Networking in a reduced community can be a 

challenge, and at the same time, an opportunity. One of the interviewees 

explains that the library guild in Uruguay is too small, and not open to 

network with professionals from abroad36. R3 thought that migrating to 

Panama would be a good idea, because the LIS community was small, but he 

did not have a good experience in finding a job or making good contacts. Due 

to the lack of professionals in the country, R5 saw in the Dominican Republic 

a good possibility to network in the field, she brought other Venezuelan 

librarians to be part of her team. 

• New and former colleagues: R4 and R2’s main active networks are with new 

colleagues in the migration country. Likewise, former colleagues represent a 

future network possibility, R1 explained: “those colleagues who have left the 

company in the last two years, either for x or y reason, are an extension of 

the network of contacts”.37 R1's old networks were useful in his new job 

position; his old networks are now potential clients and stakeholders.  

• Commercial contacts: R1 and R3 work in the private sector commercializing 

information products and solutions to libraries; they maintain an active 

network with commercial contacts. With the support of commercial contacts 

from academic publishers and suppliers, R7 got the chance to participate in 

conferences and events.  

 

 

 

 

 

 

                                                      
35 Siento que [el networking] podría ser más pero, nosotros, lo que es al menos América Latina, que 
trabajamos tanto con las uñas… Pero también hay algunas o iniciativas o sociedades profesionales que 
animan a hacer algún tipo de eventos o hacen algún tipo de eventos en donde nos tomamos unos días 
para unirnos y compartir experiencias, aunque sea a nivel local, yo creo que eso es súper importante. 
36 Es un país muy pequeño Uruguay, una sola escuela de bibliotecología, entonces bueno... [El gremio 
es]... claro que cerrado es decir poco. 
37 Aquellas colegas que han dejado de trabajar en la empresa, en estos últimos dos años, o sea por x o y 
razón, son una ampliación de la red de contactos. 
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Challenges in Networking 

 

Two participants are planning to migrate again. Another migration process can be 

daunting, but the previous experience helps to guide it. One of the interviewees had to 

migrate several times because he did not find any job opportunities in library science 

in the countries he was living. First, after finishing his master’s degree in Europe, it was 

difficult for him to find a job, because he did not speak fluently the language of the 

country he was living in. He decided to migrate to Uruguay and there he encountered 

another lack of opportunities in working in the field, even if the language was not a 

barrier anymore. The main problem in the new country was that there is only one small 

Library School, and the guild is closed. Networking was very difficult.  

 

Migrating and pursuing job mobility without any networks in a new country is a 

tough task. R2, R4 and R6 came to their new country without having contact with other 

librarians. R4 explained: “I came to France so alone that all the codes and all the things 

were very rough, there was no protection figure… I was struggling with many things 

and trying to solve them”.38 Academia and associations offered the two respondents 

initial contact possibilities to have access to the LIS field. 

 

Another observed possibility was using contacts to work in the field and network 

with them: four interviewees recommended other people or were recommended for 

jobs by their contacts. R8 commented: “When I began working in the new institution… 

there was a person who was already inside and who recommended me and at the time 

of the interview… the final decision was taken by the director”.39 R5 recommended two 

former colleagues for open positions in the library she was working. R3 used to 

recommend known people for jobs in the LIS field, but he had some bad experiences 

and now is quite careful with the contacts he recommends.  

 

Networking is an important element that has accompanied R3 in his migration 

process and working abroad. According to him, a problem that appears in networking 

is that you build a channel of cooperation and the other part involved is not as active 

as you would prefer. Reciprocity is an essential part of networking, then it does not 

work without reciprocity. Networking has to be bilateral, there has to be a good 

experience, if not, a networking possibility is closed and that closes the door for both 

sides.  

 

                                                      
38 Yo llegué a Francia tan sola, eso, todos los códigos y todas las cosas era como muy, sabes, era como 
cuadrado en círculo, así como muy tosco, como que, no había ninguna figura de protección o de eso, como 
de tierra, como de agarrar mínimo en cosas así, sino que todo, era como que, o sea como que dándome 
golpe con muchas cosas y como que, resolver y eso. 
39 Yo cuando ingresé a [nombre de la institución], yo no entré, digamos, yo no lo quiero mencionar como 
palanca, realmente sí, había una persona que ya estaba adentro y que me recomendó y al momento de 
la entrevista, ojo, al momento de la entrevista, si la decisión total es de la directora. 
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Four interviewees have an active international network in the LIS field. The main 

identified networks were with international LIS Associations, with international 

institutions like UNESCO and Goethe Institut, and international events/conferences. 

According to R7, his networks offered him collaboration chances and even new job 

possibilities: "Networking is super, super important because it's what brings you, in a 

simpler way, more opportunities". 40 

 

It was also notable that some respondents still network with Venezuelans: four 

participants maintained their old networks and stated to be in contact with other 

Venezuelan LIS professionals abroad and in Venezuela. Two of them publish in 

collaboration, and one respondent still teaches LIS online at a Venezuelan university. 

 

 

4.5 Integration vs. Exchange: Intercultural Practices at Work  

 

The personal interactions at the new workplace played an important role in the job 

mobility of the librarians that were part of this study. The communication differences 

among colleagues were more marked in respondents working in a non-Spanish-

speaking country. All interviewees mentioned at least a negative experience related to 

the intercultural nature of working abroad. The participants also mentioned some 

challenges of working abroad linked to intercultural practices. 

 

Language and Communication 

 

Spanish is a common language in the majority of the Latin American countries. With 

almost 500 million native speakers worldwide, being a Spanish speaker is an 

advantage in job mobility for working in Latin America. However, there are several 

Spanish dialects and varieties in Latin America. Venezuelans speak a dialect known as 

Caribbean Spanish. For R5, the only challenge in the language being in the Dominican 

Republic is to learn new words: "it's like learning another language".41 From the 

language and communication perspective, the working integration process was easier 

among librarians in a Spanish-speaking country.  

 

R1, R2 and R4 had a solid language base when they migrated to a non-Spanish-

speaking country. For R1 a personal challenge is the informal communication with 

colleagues. Humor is an issue in the working environment, as a foreigner is sometimes 

hard to understand some cultural aspects, expressions and also the local dialect. In his 

case, sometimes his colleagues are not sensitive about having a person in a meeting 

who is not German. R2 noted that even with a language base, it was difficult for him to 

fully understand some communication dynamics with an academic language base: “the 

                                                      
40 Indiscutiblemente ese networking [internacional] es súper, súper importante porque es lo que te, te 
trae de manera más sencilla más oportunidades. 
41 Lo único de aprendizaje de nuevas palabras (risas) que es como aprender otro idioma.  
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accents, the enunciation, the tone of voice, there are so many variables, and the jokes. 

The humor... that's where the cultural issue comes in, their humor is totally different 

from ours. What they laugh at, we don't laugh at”.42 

 

A communication strategy R3 used to connect with other Latin American librarians 

in his job as sales representative in the region was to use local traditions as integration. 

While visiting customers in El Salvador, he invited them to eat a local typical dish and 

his customers found this very charming.43 To achieve a sort of cultural integration and 

make communication possible, adapting to local traditions could build some trust. 

 

On the other hand, four participants discussed that expressing own opinions in an 

international work environment could be difficult. R1 stated that correcting others’ 

mistakes or communicating with colleagues about possible improvements in some 

processes they are expert in is a huge challenge. Not every colleague is open to heard 

advice from a non-expert, even if R1 understands the processes and his job is to ensure 

that everything works according to the plan. 

 

R4 explained that her French colleagues express disagreement in an open manner, 

while for her, it is not easy to do.44 Likewise, R1 stated that he is careful in expressing 

opinions to managers:  

 

I have learned a lot to be careful with what I say to my boss, for example, because 

sometimes a comment about things that I subjectively observe is interpreted by him 

as an objective observation that has to have consequences at some point. (R1)45 

 

Negative and Positive Experiences 

 

R5, R6, and R8 openly affirmed that despite the episodes of xenophobia in the region, 

in their libraries, Venezuelans were accepted and recognized as good library 

professionals. The main identified negative intercultural experiences while working in 

another country were the following:  

 

                                                      
42 Cuando llegas a un país que habla el idioma te das cuenta que realmente no lo sabes, porque ahí entra 
lo mismo que estábamos hablando previamente que… los acentos, los timbres de personas, la 
enunciación, el tono de voz, hay demasiadas variables… y los chistes. El humor… ahí entra la cuestión 
cultural, el humor de ellos es totalmente diferente al humor de nosotros. Lo que a ellos les da risa a 
nosotros no nos da risa, y así, y viceversa. 
43 Bueno, yo averiguo primero cuáles son las comidas típicas de los países… el plato favorito de todo 
salvadoreño es “las pupusas” … Yo le digo, “voy a reunirme por primera vez con ustedes al sitio”, además 
que averigué cuál era el mejor sitio de las pupusas en El Salvador y todo el mundo fascinado con que yo 
quería comer pupusas.  
44 Mientras que en Francia yo siento que… a veces a uno le cuesta, justamente expresar el desacuerdo, 
pero en Francia se expresan demasiado el desacuerdo. 
45 He aprendido mucho a tener cuidado con lo que le digo a mi jefe, por ejemplo, porque a veces un 
comentario de cosas que yo observo subjetivamente él las interpreta como una observación objetiva que 
tiene que tener consecuencias en algún momento. 



 

54 

• Unqualified staff in LS: four respondents working in Latin America 

expressed the opinion that libraries lack qualified LS staff. Not having basic 

competences in the field could make collaboration and communication more 

difficult. R3 has worked as an independent library consultant in Latin 

America and after assessing several information centers he always concludes 

that personnel lack proper library qualifications:  

 

A common point in all this is that the authorities realize that I end up 

saying that all the people punished in the institution end up working in the 

library, and that is not valid, that is, because the secretary who hates the 

boss at that moment, I don't know, ends up in the library doing a role that 

she doesn't even know she is doing. (R3)46  

 

In addition to this, R7 recognized that: “In Latin America, it is not often that 

the least qualified staff is chosen to run a library... In the end, the three library 

directors did not get along well, one of them was not even a graduate.”47 

Likewise, R8 made the following statement about communication and 

unqualified staff: 

 

Communication with librarians is quite complex. And above all, the issue 

of training is very important. Unfortunately, there are many librarians 

who do not have a good training base and, that is to say, they always want 

to make demands, but there is no retribution from the other side. (R8)48 

 

• Racism: only one participant recognized being discriminated against at the 

workplace because of his race. R2 experienced it in the job search in the US 

and with a former colleague: “I had a co-worker who fortunately no longer 

works here, who was... racist... she had very bad customer service, she was 

rude, manipulative, and worst of all she was racist towards Hispanics. She 

has a Hispanic background, but born here.”49 

 

                                                      
46 Un punto común en todo eso es que las autoridades se dan cuenta de que, yo termino diciendo que 
todas las personas castigadas de la institución terminan en la biblioteca, y eso no es válido, o sea porque, 
termina la secretaria que odia allá, no sé, al jefe en ese momento, termina en la biblioteca haciendo un 
papel que ni sabe que está haciendo. 
47 Malamente en América Latina se elige el personal menos idóneo posible para dirigir una biblioteca. Y 
en esa institución era el ejemplo perfecto de eso, ¿no? No se llevaban bien al final los tres directores de 
bibliotecas, uno de ellos no era ni Licenciado. 
48 La comunicación de los bibliotecarios es bastante compleja. Y sobre todo juegan muchísimo el tema 
de formación. Lamentablemente, hay muchos bibliotecarios que no tienen una base de formación buena 
y, y o sea, quieren siempre exigir, pero no hay una retribución del otro lado. 
49 Y tuve una compañera de trabajo que, bueno afortunadamente ya no trabaja ahí, que era... racista... 
tenía muy mal servicio al público, era grosera, manipuladora, y lo peor de todo era racista con los 
hispanos y era una persona hispana, pero nacida aquí. 
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• Professional jealousy: another important personal challenge for R1 is to 

overcome what he defines as "professional envy". Being Venezuelan and 

having a management position is a challenge because others that have 

worked in the company longer did not have that chance: “there are certain 

people who would like to have your position, they have several years working 

in the company and no, no, they were not thought of for the position, there is 

a certain professional envy that you notice”.50 

 

• Change resistance: R3 emphasized that at the beginning of assuming a 

management position as a foreigner, you can feel some change resistance 

among coworkers: “when you arrive, a Venezuelan in Ecuador… at that time 

xenophobia was not yet there, you start [as a team] to have a different 

manager, so of course, it starts as a little resistance there, however, it 

developed positively.”51 R4 identified in her cultural exchange in France that 

her French colleagues are not that tolerant to change: “I worked with many 

different countries and I saw how other countries were very receptive to 

change... whereas in France I feel that... change is difficult.”52 

 

• (Un)punctuality: in a Latin American setting, punctuality has a second role. 

For R7 it was a challenge to adapt to another working culture after returning 

from Europe to Latin America:  

 

In Mexico, perhaps after the European experience above all, in which the 

European is very punctual, very serious, not very nosy, or not nosy at all, 

it is my turn to revert to the opposite. Mexican unpunctuality is already 

bordering on pathological, isn't it? A lack of seriousness. (R7) 53  

 

On the contrary, R1 highlights the essentiality of being punctual in the 

German working culture.54 

 

• Lack of engagement: in Ecuador, R8 struggles with the lack of commitment 

in cooperation activities:  

 

                                                      
50 Hay ciertas personas que quisieran tener tu puesto, tienen varios años trabajando en la empresa y no, 
no, no los pensaron para el puesto, hay cierta envidia profesional que tú notas. 
51 Cuando tu llegas, un venezolano en Ecuador… en ese momento la xenofobia todavía no estaba, 
empiezas a, a tener un jefe distinto, entonces claro, empieza como una resistencia ahí, un poco, sin 
embargo, estuvo súper bien. 
52 Yo trabajé como que con muchos países diferentes y yo veía cómo otros países eran como que súper 
receptivos con el cambio... mientras que en Francia yo siento que... el cambio le cuesta. 
53 En México quizás después de la experiencia europea sobre todo, en que el europeo es muy puntual, 
muy serio, poco metiche, o nada metiche me toca reversar ¿no? a todo lo contrario. La impuntualidad 
mexicana ya roza en (risas) en lo patológico ¿no? Una falta de seriedad. 
54 La puntualidad tiene un significado muy particular [en Alemania]. 
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That kind of thing, that lack of commitment, that lack of responsibility, 

plays a lot at the moment of wanting to do new things with the guild, and 

it is really very complex, very complicated. No, not because one comes 

from another type of formation, that is to say, my boss herself recognizes 

it, she says: Here to get along with the librarians it is an issue, it is a problem. 

(R8)55 

 

• Distrust: even though R3 has been working in Latin America several years, 

he expressed feeling rejected sometimes: “Mexico is not easy, Mexicans are 

very afraid of foreigners, I'm not going to tell you about Venezuelans 

specifically, but they are very afraid of foreigners, it's like they look at you 

with suspicion, they don't trust you as much”.56  

 

 

Challenges 

 

After working in a different setting, the participants of this study expressed still  

struggling with some issues. The main challenges identified related to intercultural 

practices at work are the following: 

 

• Politics and legislation in the new country: four participants complained 

about wages being too low and job instability. R3 worked for a short period 

as library director in Ecuador. He commented that some positions are closely 

attached to the current politics: “At the end of Correa's presidential term, of 

course, the rector changes, the authorities change... Then they hired a new 

library director and of course I was left in the air.”57 R4 pointed out that some 

people think foreigners should earn less, she commented on a conversation 

she had with a well-known person:  

 

 

 

 

 

 

                                                      
55 Ese tipo de cosas, esa falta de compromiso, esa falta de responsabilidad juega mucho al momento de 
querer realizar nuevas cosas con el gremio, y realmente es bien complejo, muy complicado. No, no 
porque uno venga de otro tipo de formación, o sea mi misma jefa lo reconoce, ella dice: Aquí entenderse 
con los bibliotecarios es un, es un asunto, es un problema. 
56 México no es fácil, México, el mexicano le teme mucho al extranjero, no te voy a decir del venezolano 
específicamente, pero al extranjero le temen muchísimo, es así como que te miran con recelo, no te tienen 
la misma confianza 
57 Al terminarse el periodo presidencial de Correa, por supuesto, rectora cambia, cambian las 
autoridades... Entonces colocaron a un nuevo director de biblioteca y por supuesto yo me quedé en el 
aire. 



 

57 

One person once told me like, no, but your salary is very good, and you are 

a foreigner, I mean, basically it was not her intention, but what she was 

saying... she was basically saying: why are you complaining if you are a 

foreigner, you should be earning less. (R4)58 

 

R6 emphasized that librarians in Latin America are not properly 

remunerated and are generally undervalued. Librarian's wages are way too 

low and there is also a difference between working for a private and for a 

public institution. In the private sector in Chile the wages are lower than in 

public academic libraries. The economic situation during the pandemic is not 

good in the country and libraries are the first in having budget cuts. Because 

of this, R6 is considering in changing his career path. For him, it would be 

ideal to combine his skills and work in business organizations. He argued, he 

loves being a librarian, but "love does not fill the pocket". 59 R8 noted that in 

some institutions only temporary contracts are offered:  

 

All of us have had, you know, not only me for being a foreign case, all of us 

in the library have occasional contracts and occasional contracts imply 

that in the state, we are supposed to be, maximum two years in the 

institution with occasional contracts. (R8)60  

 

Unfortunately, it is a situation of great instability and that is the reason why R8 

has been thinking about changing to another type of institution. 

 

• Work pressure: four interviewees mentioned struggling with work pressure 

and working overtime. There is a relationship between being a migrant worker 

and work pressure. If a migrant loses her/his job, it is probable that he/she does 

not have social security or access to unemployment benefits. R3 commented on 

his experience while working in a museum project 12 hours a day for a year 

directly with politicians: “It was a lot of pressure because it wasn't just anyone 

I was dealing with; it was the president of that country.”61 R6 manifests the need 

of working harder than locals:  

 

                                                      
58 Una persona que una vez me dijo como que, no pero es que tu sueldo es muy bueno, y tú eres 
extranjera, o sea como que, básicamente como que no era su intención pero lo que estaba diciendo... es 
básicamente como que: pero tú de qué te vas a quejar si tú eres extranjera, tú deberías estar ganando 
menos. 
59 ¿Qué amo la profesión? La amo, la aprendí a amar, me gusta, y orgullosamente me siento bibliotecario 
y lo digo. Y si antes me daba como, como molestia porque me preguntaban ¿Y eso se estudia? Y el cliché 
del, del tiempo, hoy por hoy digo sí y yo soy bibliotecario. Pero, el corazón no llena el bolsillo. 
60 Hemos tenido todos, sabes, no solamente yo por ser caso extranjero, todos en la biblioteca tenemos 
contrato ocasionales y contratos ocasionales implica que en el estado máximo, máximo, se supone que 
nosotros podemos estar, máximo dos años en la institución con contratos ocasionales. 
61 Era una presión porque no era con cualquier persona que yo estaba tratando, era con el presidente de 
ese país. 
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After all, I am still an immigrant and in some other way, well, I have to show 

myself, I have to shine more, you know what I mean? And it is not to 

overshadow the others, but it is because there is a risk that we are alone here. 

So that gives us strength, or at least in my brain it gives me strength to do 

things right so that you don't have any pressure on your work, you know 

what I mean? (R6)62  

 

R8 remarks that the multiplicity of tasks that need to be done at his job is too 

broad. He has to be able to acquire new skills quickly to achieve the institutional 

goals. While doing additional tasks, the main tasks of his department are not 

done, and they pile up; the work pressure increases:  

 

The multiplicity of functions we have is incredible. I tell this and there are 

people who tell me, you are crazy, how, how did you do it, how did you do it? 

I don't know how I did it but, unfortunately, I neglected many of my functions. 

(R8)63  

 

Meanwhile, R8 needed to manage his department in order to be able to justify 

it technically and economically to the Ministry of Labor and the Ministry of 

Economy and Finance so that they can provide the resources to maintain the 

personnel's jobs. 

 

• Conflict resolution: a personal challenge in working with others in 

France for R4 was to reach consensus in problem solving. She expressed that, 

culturally, her French colleagues are resistant to change and for her at times 

expressing disagreement is difficult. Working in an environment, in which 

constant change is not welcomed but needed, can be exhausting. Working in a 

foreign culture means dealing with other temperaments. R4 also commented 

openly that the French temperament is incompatible with hers: “It's something 

very personal, it's like, the temperament in France is very difficult and in fact, I 

mean, I don't know if it's just me, my Latin friends that I have also feel that way 

in France.”64 In dealing with intern conflicts in a team, R3 prefers always an 

open and direct approach:  

 

                                                      
62 Después de todo sigo siendo emigrante y que de alguna otra manera, tengo que, que mostrarme eh, 
tengo que brillar más ¿me explico? Y no es por opacar a los demás, sino es por el tema de que hay un 
riesgo en que aquí estamos solos. Entonces eso como que nos da fortaleza, o por lo menos a mí en mi 
cerebro me da fortaleza en que mira, haz las cosas bien, haz las cosas bien, haz las cosas bien para que 
no, para que no tengas ninguna presión sobre tu trabajo ¿me explico? 
63 La multiplicidad de funciones que tenemos es increíble. (I: Claro). Esto yo lo cuento y hay gente que 
me dice, tú estás loco, ¿cómo, cómo hiciste, cómo hiciste? No sé cómo hice pero, lamentablemente 
desatendí mucha de mis funciones. 
64 Es algo muy muy personal, que es como que, el temperamento en Francia es muy difícil y de hecho, o 
sea, no sé si soy solo yo, mis amigos latinos que yo tengo también se sienten así, en Francia. 
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There were people who had internal conflicts, and I tell them, I don't care 

about their conflicts, if we have to work together, we will, because I don't care 

about their conflicts from the door out and here in the library, we are a team. 

(R3)65  

 

• Overcoming anxiety: for R2 at the beginning of him working in the US, it 

was a personal challenge to overcome anxiety and nervousness while 

interacting with others in English. For him, is not the same feeling having a 

personal interaction than communicating on a phone call:  

 

I still do it even when they talk very complicated, when they call on the phone 

I grab it, close my eyes and cover my other ear and I forget about everything 

around me, I concentrate on the phone and nothing else. (R2)66 

 

• Organizing in local associations: as mentioned before, interacting and 

collaborating in a local association can be difficult if the interested people lack 

compromise and are not united. In Ecuador, R8 noted that not only geographical 

and cultural differences play an important role in the organization at a regional 

level:  

 

The biggest challenge is to be able to understand them, because the truth 

is that it is a very complex and complicated guild that seems to have some 

strength, but the truth is that they do not have it; they are not organized, 

are not able to cover, to attend, let's say, the requirements, the specific 

needs that the guild has, for example in academic training... it is really a 

very disunited group. (R8)67 

 

Attitudes and Values to Assume New Challenges in Another Country 

The participants shared in the interviews their opinions about which attitudes and 

values they considered to be important as a professional working migrant in LIS. The 

two most mentioned were learning new things and having self-initiative; followed by 

being open, taking on new tasks, doing unexpected things, pursuing further education 

                                                      
65 Yo lo único que quiero es que seamos un equipo, había personas que tenían conflictos internos, y les 
digo, no me importa sus conflictos si tenemos que trabajar juntos lo haremos, porque a mí sus conflictos 
de la puerta hacia afuera y aquí en la biblioteca somos un equipo. 
66 Todavía lo hago inclusive cuando hablan muy complicado, cuando llaman por teléfono yo agarro, 
cierro los ojos y me tapo el otro oído y me olvido de todo lo que hay alrededor, me concentro es en el 
teléfono nada más. 
67 El mayor reto es poder, digamos es poder entenderse con ellos, porque la verdad es un gremio muy 
complejo; es un gremio muy complejo, muy complicado que pareciera, pareciera tener cierta fuerza pero 
la verdad no la tienen; no se organizan para poder cubrir, para poder atender, digamos, los 
requerimientos, las necesidades puntuales que tiene el gremio, por ejemplo, para este tema de la 
formación académica, son y para otros asuntos a nivel de capacitación, realmente es un grupo, 
ciertamente desunido. 
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and being humble. The following figure displays the attitudes and values a librarian 

abroad should consider: 

 

Figure 3: List of Codes Related to Attitudes and Values, Minimum Frequency: 1 

 
 

 

4.6 Career Outcome of Librarians After Job Mobility  

 

In an attempt to evaluate the career outcomes of the participants in this research, 

the job description before and after migration and the index for career development 

proposed by Sánchez-R and Massey (2014) were considered. A new category was 

added to the index since a higher professional level in the career outcome was not 

considered by the authors. The following table lists the job positions the participants 

of the study used to have before migrating, and the job position they have at the 

moment in the new country: 
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Table 9: Job Description Before and After Migration   

Interviewee Previous job position  Current job position 

R1 
Library director of a small 

institutional library 

Project and process manager 

at a library service company 

R2 Librarian at an institutional library 
Library assistant at a public 

library 

R3 
Head of an information department 

at a public university 

Sales representative of an 

information service company 

for Middle America, the 

Caribbean and Spain 

R4 
Cataloguer librarian in an academic 

library at a public university 
SharePoint administrator 

R5 
University professor in information 

science 

Library director of an 

academic library at a private 

university  

R6 
Information analyst at the creation 

of a digital library 

Cataloguer librarian in an 

academic library at a private 

university 

R7 
Reference librarian in an academic 

library at a private university 

University professor & 

researcher 

R8 
Librarian at an institutional law 

library  
Analyst of a library network 

 

The following table shows the career outcomes of the interviewees based on the 

indices proposed by Sánchez-R and Massey (2014). To group each interviewee in the 

appropriated index, the preceding professional level, the change in professional skills, 

and remuneration were considered: 

 

Table 10: International Mobility and Career 

Outcomes       

 

  
          

Career development abroad R1 R2 R3 R4 R5 R6 R7 R8 

(1) maintenance in their professional level           X     

(2) a change of professional career but same 

professional level achieved  
X       X       

(3) a downgrading or declassification    X             

(4) a change of professional career but higher 

professional level achieved 
    X X     X X 

Note. Adapted from Sánchez-R and Massey (2014).         
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Four interviewees needed to change their career paths and accomplished a higher 

professional level. In the case of R4, R7 and R8, the higher professional level was 

achieved partly through further academic education: they obtained a higher academic 

degree after migrating and had access to more qualified job positions. R3 obtained an 

international job position as sales representative for several Latin American countries, 

due to his management skills and his responsibility level, he was also grouped in the 

index (4). R1 and R5 also changed their career paths but kept their professional level. 

Only one participant was considered to have a downgrade in his career; after 

migration, R2 began working as library assistant after having experience and 

qualification as librarian in Venezuela. R6 kept his professional level: after migration 

he still works as librarian.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

63 

5. Discussion 
 

5.1 It’s All About the Skills: Career Chances and Job Mobility 

 

The education and professional experience in LS that the eight participants of this 

research acquired in Venezuela helped them to find a qualified job in the LIS field in 

another country. Among the main difficulties they encountered in the job search, the 

most relevant were found in the job application formalities, the legal aspects related to 

work permit and visa, xenophobic episodes in Latin America against Venezuelan 

migrants, the amount of available job offers, and hidden job markets. The information 

in the resume is a key factor in the job search; it is essential to choose the appropriate 

information for the resume and adapt it to the requirements of the LIS field in a foreign 

country. Some of the interviewees underwent a forced migration, which created 

difficulties in them having a working permit and a regular visa at the moment they 

arrived at the new country. An observed strategy to regulate the work permit situation 

was to find first a non-qualified job, then to change to a temporary visa, and finally, 

apply for a work permit in LIS; this might not be possible in some countries, and a 

certain level of openness from the job seeker to use her/his skills in another working 

environment is required.  

 

The job interviewing conventions in another country can differ considerably and can 

be very overwhelming for foreign job applicants; finding information about the 

standard procedures in the new country could help. The interviewees mentioned the 

existence of hidden job markets in the field, how some job offers are only available in 

closed communities, e.g., headhunters, LIS associations and other institutions. The 

three main job search strategies identified in this research among LIS professionals 

abroad were through internet, with institutional help or through contacts. The 

principal sources online in finding qualified LIS job offers were employment platforms 

and social media networking sites; LinkedIn was very useful to activate the networks 

of some participants in the job search. Likewise, sending speculative job applications, 

e.g., to previously known companies, could be a good strategy for finding a new job 

position. 

 

All the skills that the respondents developed before migrating and post-migration 

were grouped into four categories: management, teaching and training, information 

and communication, and digital skills. Regarding the research question of which skills 

and qualifications acquired in Venezuela helped the interviewees join the international 

LIS job market, I found that of the eight participants, seven obtained a professional 

qualification in LS in Venezuela before migrating. One participant had working 

experience as library director before migrating. Qualification and experience in LS 

improved the mobility chances of the participants in the LIS field abroad. The most 

important pre-migration competences were identified in the management field, 
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specifically in managing library technical processes, managing information and data, 

managing libraries, managing institutional repositories, managing human resources,  

managing budgets, and applying change management. The second most significant pre-

migration skill set was listed in the category of teaching and training competences; also 

important to mention are teaching others, giving presentations and lectures, 

developing information literacy programs, and training employees.  

 

The management skills are also the most valuable post-migration skill set; however, 

after migration the information and communication skills played a more important 

role. Regarding the research question of which post-migration skills and qualifications 

the participants developed in their new positions, I found that among the specific 

management skills, the most mentioned in this research were managing information 

and data, managing library technical processes, applying change management, 

managing human resources, managing processes, managing projects, managing 

budgets, managing libraries, and managing digital library services. After migration, the 

information and communication skills constituted the second most relevant skill set, 

specifically-identified skills are providing customer service, applying marketing 

strategies, editing and writing texts, publishing scientific papers, cooperating with 

other libraries, managing web page content, planning events, and giving interviews. 

This set of competences matches the two skill set categories information competences 

and communication competences proposed by Tarango and Machin-Mastromatteo 

(2017) that are relevant in the knowledge economy.  

 

In order to identify which skills could improve the chances in job mobility, the 

competences that the participants of this study mentioned were contrasted with the 

ESCO Framework. The most relevant skills in the mobility of these Venezuelan LIS 

professionals are: developing solutions to information issues, conferring with library 

colleagues, coordinating educational programs, developing training programs, liaising 

with colleagues, providing library information, organizing information, performing 

project management, and documenting project progress. The second most significant 

skills in LIS job mobility are assessing informational needs, classifying library 

materials, managing digital libraries, performing customer management, developing 

library educational programs, managing digital archives, managing human resources, 

managing processes, managing information sources, and presenting information. 

 

After contrasting the cases of the participants living in Latin America with the ones 

in a non-Spanish-speaking country, I found no differences in terms of skills: both sides 

presented similar competences. The main contrasts were found in the intercultural 

practices at work and in the language competences. Similar to the results presented by 

Hillebrand (2017), English was the most significant second language competence in 

this study: all the respondents confirmed having at least a basic level of English; 

another respondents’ language skills were German and French. Having a solid foreign 

language base before migration improved the mobility chances of the participants 
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living in a non-Spanish-speaking country. Job mobility within Latin America is a big 

opportunity for Spanish native speakers, since language does not represent a barrier. 

 

Ladd and Reid (2020) explained that further academic formation can help acquiring 

the knowledge needed to successfully transition between institutions. According to 

them, shadowing other librarians in the new working environment, observing and 

interviewing new colleagues or partnering with a mentor constitute possible strategies 

for developing new skills. Similar to the results presented by the authors, the 

predominant learning strategies identified in this study were through academia while 

obtaining a new academic degree, through internship and learning by doing directly on 

the job. The newly acquired knowledge was especially identified in the fields of 

information standards, information economy, and collaboration tools and methods. 

After matching the mentioned skills and knowledge that were relevant to the 

interviewees with the ESCO Framework, the most important knowledge in their job 

mobilities was identified in collection management, literature, and project 

management.  

 

Networking with others brings new opportunities. All respondents have an active 

network in the country they are currently working in. Some possibilities of networking 

in the field could be with LIS associations, academic contacts, other small LIS 

communities, new and former colleagues, and commercial contacts. An active network 

in the field could ease the process of migrating and pursuing job mobility. Through 

networking a job seeker has more access to other stakeholders and communities and 

could be recommended for a job position. International networks are highly 

advantageous in transnational job mobility. The main identified networks among the 

interviewees were with international LIS associations, international institutions, and 

in international events/conferences. Networking with other Venezuelans within the 

country or abroad could be advantageous in contributing to the further development 

of the LS in the country. In order to maintain a sustainable working community, a 

certain level of reciprocity is expected.  

 

The communication contrasts among colleagues were more marked in respondents 

working in a non-Spanish-speaking country. Liaising and conferring with international 

colleagues can be a challenge if semantic and pragmatic aspects of the foreign language 

are not solid; humor is an issue in the working environment. As a non-native speaker 

it could be difficult to understand some cultural aspects, expressions or local dialects. 

Based on the experience of one participant, adapting to local traditions could build 

some trust in achieving a sort of cultural integration and easing interaction with others. 

The main negative aspects experienced in the working cultural exchange were 

communicating with unqualified staff in LS, racism, professional jealousy, change 

resistance, lack of punctuality, lack of engagement and distrust. To master and 

overcome difficulties at an intercultural level, the participants of this study needed to 

consider the politics and legislation in the new country and deal with low wages and 
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job instability, to manage work pressure, to find a good path to conflict resolution in 

another cultural setting, to overcome anxiety in personal interactions and to find the 

right way to organize in local associations. Having the appropriate attitudes and values 

could ease the adaptation process in another culture. The participants of this research 

affirmed it is important to learn new things, have self-initiative, be open and humble, 

take on new tasks, do unexpected things, and pursue further education. 

 

5.2 Assuming a Job Position in a New Country: Result of Mobilities  

 

Before migration, only two participants worked in private institutions; after 

migration, five continued to develop their careers in private institutions abroad. The 

LS sector in Venezuela was more dominant in the public sector. Adapting and 

expanding expectations and orientating the skills in a private institution setting 

increased the chances of finding a new job position. One of the main factors that 

triggered the migration of the participants in this study, was the economic situation in 

Venezuela. All participants expressed having improved their economic situation after 

finding a job in the LIS field abroad. The ability to find information to solve problems 

is the essential key in job mobility; a mobile LIS professional is able to find information 

and explore the job market in the destination country. 

 

The main challenges and opportunities encountered outside Latin America in this 

research are related to the language skills and interacting with others in another 

culture. A high level of language is required, having further education could positively 

improve the career chances in non-Spanish-speaking countries. In Germany, it is 

almost impossible to work in the LS field without having a LS qualification. The 

information economy and technology field, as well as working in private institutions, 

offer opportunities to people with experience in LIS. In the US, the wages vary in the LS 

field and depend on the competence set and experience LS professionals bring. In 

France, a good strategy to start working in the field is gaining more experience through 

internships; looking for institutional help, e.g., in employment offices, can be 

supportive in the job search if a person lacks proper networks. 

 

In Latin America, the main challenges and opportunities encountered in this study 

are linked to the availability of open job positions, to the own professional level and 

experience of the participants and having access to stakeholders and LIS communities. 

Increasing one’s own LIS network improves the career chances in the region. Working 

as a LIS professional in Latin America does not necessarily require further foreign 

language skills; However, English as a foreign language is an advantage. In some 

countries, it is not possible to work as an immigrant in the public sector. In this case, 

private institutions offer additional opportunities. In Mexico, the LIS field is more 

developed and researched than in other Latin American countries. Gaining trust as a 

foreigner in a team was identified as a challenge in this country. In the Dominican 

Republic, the chances of career development in the field are good, since LIS education 
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is not offered in many institutions; the Venezuelan and Dominican Republic culture are 

very compatible. In Chile, the LS sector is quite competitive, the wages in the private 

sector are lower than in the public; an identified difficulty in Chile is the working 

permission and the recognition of the academic degree as librarian; The Librarians' 

Association of Chile is a good information source for the local job market. In Ecuador, 

networking was recognized as a challenge; the economy in the country has affected the 

availability of job positions in the public sector, including libraries. An effective method 

of job search could be through contacts, since personal references while looking for a 

job are essential in this country. 
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6. Conclusion 
 

Thanks to the Venezuelan LIS professionals living and working abroad in the field 

and to their shared experiences, a draft on possible skills that support job mobility was 

listed in this research. In a qualitative approach using PCI as interviewing method, this 

work has attempted to answer which skills could possibly be relevant in the 

international LIS job market. To find some responses, the current Venezuelan crisis and 

migration of LIS professionals were used as an example. The responses of the 

interviewees were analyzed, and it could be determined which skills and qualifications 

acquired in Venezuela helped them join the international LIS job market. The analysis 

was followed by the identification of further skills that were acquired at a post-

migration stage. All the skills that were mentioned by the interviewees were integrated 

in the ESCO Framework to standardize them in an international competence setting 

and define the most important skills that are essential in developing a career abroad.  

 

The study also offers information about how participants dealt with the challenges 

of finding a job as an expat, learning new knowledge and acquiring additional skills, 

developing a new network and strengthening old ones, and communicating and 

interacting in a foreign working culture. 

 

This investigation has its limitations since the respondents are all former 

Venezuelan librarians. More research is needed: more common skills are required in a 

globalized world and also library work has developed more international standard 

processes in the last decades. A global study can be made following the methodological 

model presented in this study. Another possible way to continue investigating skills in 

an international work setting is to apply the ESCO Framework in other professional 

occupations in the LIS field. 

 

The Venezuelan crisis was addressed because it is an example of forced migration 

in which Venezuelan LIS professionals needed to adapt rapidly to the demands of the 

international job market. The participants in this study represent positive cases of 

career development abroad; sadly, not all professionals with a forced migration 

background can continue to develop their careers internationally in the path they 

desire. 

 

Migrants tend to be in a constant learning process to improve their abilities and 

productivity. However, the need for being more productive and competitive in a 

foreign country can also have negative effects. There is a high emotional cost when it 

comes to job mobility, especially, if it had a forced migration background. In the 

Venezuelan case, a forced migration forced the development of new skills. Being LIS is 

a very dynamic field, skill diversity and further education is essential to cover its 

demands. In this sense, professionals need to have an open approach to up- and 
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reskilling, lifelong learning, and gaining further qualification in order to accomplish job 

mobility, and at the same time, face the emotional costs it might cause.  

 

Based on the testimonies of the interviewees and the previously mentioned results 

in this investigation, some significant aspects need to be considered if a person seeks 

to achieve job mobility. First, at a job search stage, knowing the job application 

formalities and having clear the legal aspects related to work permit and visa are a 

good start for developing a career plan in another country. Exploring the amount of 

available job offers and gaining access to hidden job markets improve the chances of 

finding a job position that suits the desired career plan; looking for institutional help 

in the employment offices could assist in the job search. Additionally,  

finding information about the interviewing tradition in the new country could ease 

anxiety with regards to any job interview.  

 

Second, in another working setting, e.g., new type of institution or in a foreign 

country, developing additional skills to accomplish new goals is essential. The most 

relevant competences that were identified in this research were developing solutions 

to information issues, conferring with library colleagues, coordinating educational 

programs, developing training programs, and liaising with colleagues. Further 

important skills are providing library information, organizing information, and 

performing and documenting project management. If a person is seeking career 

development in a country without being a native speaker, having a solid foreign 

language base before migration can improve the mobility prospects. 

 

Third, also gaining new knowledge can alleviate the integration process in another 

working environment. Methods of obtaining additional knowledge in the LIS field are 

through academia, e.g., obtaining a new academic degree, through internships in a 

company that matched the desired career profile, and learning by doing directly on the 

new job. In LIS, knowledge related to information standards, information economy, 

collaboration tools and methods, collection management, literature, and project 

management are valuable.  

 

Four, networking with others brings further opportunities. Through networks 

knowledge transfer is promoted, different interests are shared, and innovative ideas 

and concepts are discussed in the LIS field. In this research, potential networking was 

identified as an important aspect of with regards to LIS associations, academic 

contacts, other small LIS communities, new and former colleagues, and commercial 

contacts.  

 

Five, adapting in another cultural setting can be overwhelming. The politics and 

legislation in a foreign country can be very different in the LIS field; finding previous 

information about the working conditions and wages could assist in career planning. 

Communicating with others and building trust in the new team in another culture is a 
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challenge. Analyzing one’s own attitudes and values and considering a certain level of 

openness that is acceptable for one’s own boundaries ease the adaptation process in 

another culture. Learning new things, having self-initiative, being open and humble, 

and assuming new tasks could be beneficial. 

 

In order to make a proper career plan that suits the personal needs and demands, it 

is necessary to examine the own competence setting and particular interests. The 

participants of this study have shown to be very open to orient their careers in a new 

direction. Having professionals with a different background brings diversity to the 

team, and the LIS field can profit enormously from the job mobility of foreign 

professionals.  

 

The loss of Venezuelan LIS professional is a tragedy for the development of the field 

in the country. The professionals that emigrated and were part of this study have 

improved their career chances abroad, acquired further abilities, and developed new 

networks. Future possible interactions between Venezuelan professionals working 

abroad and the ones still living in the country might help overcome the crisis and 

develop the field if political and economic change take place in the nation.  
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Appendices 
 

A Interview Participant Information and Informed Consent 
 
 Research direction: Katherine Lui Gómez Mujica 
Kontakt: gomezkat@hu-berlin.de  
Supervisors: Dr. Ulla Wimmer, Prof. Rebecca D. Frank 
Duration: from February until June 2021 
 

Dear participant, 
thank you for participating in my study about the personal experiences of Venezuelan 
professionals in Library and Information Science in developing their careers abroad. 
 
The aim of the study is to determine which skills and qualifications helped Venezuelan 
LIS professionals join the international LIS job market and what challenges and 
opportunities have they encountered in relation to those skills. 
  
If you have any questions about the study, I will be happy to answer them. 
 Thank you very much for your participation! 
Kind Regards 
Katherine Lui Gómez Mujica 
 

Declaration on data protection and absolute confidentiality 
The Humboldt University operates in accordance with the provisions of the German 
Federal Data Protection Act (BDSG) and all other data protection regulations. 
There will be no disclosure of data that reveals your person. 
Your details from the interview will be kept securely separate from each other and 
separate from your name and contact details. They will each be linked only by a 
number known only to the research director. 
The results of the interviews are presented exclusively in de-identified form. This 
means that no one can tell from the results which person provided the information. 
Data Protection Officer of Humboldt University: 
Data protection issues in scientific work and research projects as well as 
evaluations 
Gesine Hoffmann-Holland 
Phone: +49 (30) 2093-20022 
Data protection issues in the Administration & Service Center Research 
Ansgar Heitkamp 
Phone: +49 (30) 2093-20023 
Contact 
datenschutz@uv.hu-berlin.de  
Postal address 
Behördliche Datenschutzbeauftragte der Humboldt- 
Universität zu Berlin 
Unter den Linden 6 
10099 Berlin 
  

mailto:gomezkat@hu-berlin.de
mailto:datenschutz@uv.hu-berlin.de
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Declaration of consent 
I hereby declare that I have been informed about and understand the aims and 
procedures of this study. I have received a copy of the participant information, privacy 
statement, and this consent form electronically or in print. I have had the opportunity 
to learn about the study from the research supervisor, as well as ask any questions that 
may arise. Any questions I had were answered in an understandable manner by the 
research administration. 
Context of the study 
 I am aware that this study is part of the master thesis of Katherine Lui Gómez Mujica, 
Master’s student at the Berlin School of Library and Information Science, at the 
Humboldt University Berlin. The Supervisors for the master’s thesis are Dr. Ulla 
Wimmer and Prof. Rebecca D. Frank.  
Value of the study 
I am aware that the primary purpose of this study is to increase knowledge and that, if 
applicable, it may not bring any personal benefit to me. 
Inconveniences and risks 
I am aware that this interview will include questions about me and my experiences that 
I may perceive as very personal. I understand that answering the questions is 
voluntary. 
Voluntary participation 
I understand that I may withdraw from the study at any time before the results are 
published without giving a reason and without incurring any personal disadvantage. 
The research administration may also terminate the study at any time. 
Confidentiality and data protection 
I understand that my data will be treated confidentially and will not be passed on to 
third parties. My information from the personal interview will be stored anonymously 
under a number, so that only the research director can assign the interview data to my 
name and contact details. Only the investigators have access to the anonymized data: 
this means the research director, the two reviewers mentioned above, and other 
members of the research team who have signed a confidentiality agreement. My 
encrypted and de-identified data will be shared only with the investigators and with 
the examination office of the Berlin School of Library and Information Science and the 
Humboldt University Computer Center. My data record may be deleted at any time 
upon my explicit request. All data will be deleted at the latest after the retention period 
of 10 years as recommended by the German Research Foundation. 
Use and publication of the data 
I understand that the results and data of this study will be published as scientific 
publications and, that this will be done in a de-identified form, that is, without being 
able to attribute the data to a specific person. Only the researcher will have access to 
the entire interview statements and notes. Only de-identified paraphrases and short 
quotations will be published. 
Right of withdrawal 
I have the right to revoke consent at any time prior to publication of the results for the 
future without affecting the lawfulness of the processing carried out on the basis of 
consent until revocation. I understand that my statements may then no longer be 
included in the results of the study. Otherwise, there are no negative consequences for 
me. 
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Right of complaint 
I am aware that I can contact the data protection officer of Humboldt University with 
complaints: datenschutz@uv.hu-berlin.de  
Contact 
I am aware that I may contact the Research Director, Katherine Lui Gómez Mujica, at 
any time with questions:    
Consent 
____ I hereby acknowledge that I have read and agree to the above. 
____ I would like to be informed about the results of the study by mail. 
Contact information: 

___________________________________________________________________________ 

 

____________________    ____________________         ___________________ 
Name    Date & Place    Signature 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

mailto:datenschutz@uv.hu-berlin.de
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B Interview Guide 
 

Participant:  

Date:  

Time:  
 
1. Information phase  
__ Information on the objectives of the study 
__ Information on data protection 
__ Confirmation of informed consent 
__ Description of interview structure 
 
2. Warming up  
 
Thank you for participating in this study. How do you feel? How was your day? In 
which country are you living right now? What was the first job you had in the new 
country? 
 

3. Main part  

Opening question 

(main narration, it’s a 

tool of general 

exploration, it should be 

general and non-

directive). 

→ biographical 

episodes 

 In this interview I would like to talk to you about 
your professional life and your experience in 
searching for a job in the country you have 
migrated. 
I want you to tell me about your experience in 
working as a LIS professional in another country. 
Try to think, for example, what kind of job you used 
to have in Venezuela, how was the job search in the 
new country and what do you do in your current 
job. I am going to limit to listen to you, take a couple 
of notes and maybe if I need to understand 
something, I would like to ask you further 
questions. There are no wrong or right answers, 
everything is interesting for me. Just tell me your 
story. 

 Opening account 

1. Previous job 

 

- Job position before 

migrating 

- Activity description 
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2. Job search 

- Desired position in 

the new country 

- Application process, 

application 

formalities 

- Opportunities 

-Difficulties, i. e., 

academic degree 

recognition 

 

3. Skills  

Competences 

Strengths & 

Weakness  

 

4. Current job 

- Job position 

- Activity description 

 

5. New knowledge  

- Courses visited 

- Further education 

or training after 

migrating 

- Language 

 

6. Intercultural 

practices at work 

- Discrimination or 

negative experiences 

- Positive interactions 

 

7. LIS in the 

migration country 

- New challenges 

 

8. LIS networking 

- Current Network, 

with LIS professionals 

in the current country 

- With other 

Venezuelan LIS 

professionals 
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4. Social/personal characteristics 

Gender:   female   male  divers 
Age, year of birth: 
Academic level:  Bachelor  Master  PhD  Prof 
Marital status:   single   married divorced other 
Year of migration:  
Job position before migration: 
Current job position:   
  
5. Exit and debriefing 

Are there any other experiences you would like to share that you did not mention 
before? 
Do you have any final question about the study? 
Thank you very much for the interview! 
 
6. Postscript 

Verbal peculiarities   

  

Non-verbal peculiarities  

Before interviewing 
important 
moments 

 

During interviewing  
observations, feelings, 
emotions, thoughts 

 

After interviewing 
concluding discussion, 
questions, follow-ups 

 

General atmosphere 
Problems to questions, 
evaded or lied questions 

 

Relevant passages 
Quality of the interview 

 

Interviewer’s Feeling 
How was it for me? 

 

Selected as sample __YES           __NO 

 
 
 
 
 
 
 



 

81 

C Skill and Knowledge Matrix 
 

Librarian skills ESCO (2622.2) Participant skills 
Skill 

score 

Nr. ESCO Skills 
Specific essential 

skills and 
competences 

R1 R2 R3 R4 R5 R6 R7 R8  

1 
S2.7 - analyzing and 
evaluating information and 
data  

analyze library users' 
queries  

  1 1   1   1 1 
5 

2 
S1.7.2 - engaging with 
others to identify needs  

assess informational 
needs  

  1 1   1 1 1 1 
6 

3 
S1.6.3 - purchasing goods 
or services  buy new library items  

1   1   1     1 
4 

4 
S5.5.1 - browsing, 
searching and filtering 
digital data  

carry out internet 
research  

          1 1 1 
3 

5 
S2.3.0 - managing 
information  

classify library 
materials  

  1 1 1   1 1 1 
6 

6 
S2.1.1 - conducting 
investigations  

conduct scholarly 
research  

    1   1   1 1 
4 

7 
S1.9.1 - developing 
solutions  

develop solutions to 
information issues  

1 1 1 1 1 1 1 1 
8 

8 
S2.7.0 - analyzing and 
evaluating information and 
data  

evaluate information 
services using metrics  

1   1 1 1   1   
5 

9 
S5.5.2 - managing and 
analyzing digital data  manage digital libraries  

1   1 1 1 1 1   
6 

10 
S1.1.1 - negotiating and 
managing contracts and 
agreements  

negotiate library 
contracts  

    1   1     1 
3 

11 
S3.4.1 - providing 
information to the public 
and clients  

perform customer 
management  

1 1   1 1   1 1 
6 

12 
S3.4.1 - providing 
information to the public 
and clients  

provide library 
information  

1 1 1   1 1 1 1 
7 

Nr. ESCO Skills 
Specific optional 

skills and 
competences 

 

13 S4.0.0 - management skills  
apply change 
management  

1   1 1 1     1 
5 

14 

S2.2.3 - preparing 
documentation for 
contracts, applications, or 
permits  

apply for library 
funding  

    1   1     1 

3 

15 
S1.6.2 - promoting 
products, services, or 
programs  

apply social media 
marketing  

    1       1 1 
3 

16 
S4.2.2 - planning and 
scheduling events and 
activities  

assist in library facility 
planning  

        1     1 
2 

17 
S4.2.2 - planning and 
scheduling events and 
activities  

assist in the 
organization of school 
events  

                
0 

18 
S3.4.4 - providing general 
assistance to people  

assist students with 
library operations  

  1         1 1 
3 

19 
S2.3.0 - managing 
information  

compile library lists                  
0 

20 
S1.7.2 - engaging with 
others to identify needs  

confer with library 
colleagues  

1 1 1 1 1 1 1 1 
8 



 

82 

Librarian skills ESCO (2622.2) Participant skills 
Skill 

score 

21 
S4.2.2 - planning and 
scheduling events and 
activities  

coordinate educational 
programs  

1 1 1 1 1 1 1 1 
8 

22 
S2.2.0 - documenting and 
recording information  

create semantic trees        1         
1 

23 
S2.3.0 - managing 
information  

develop classification 
systems  

      1   1 1   
3 

24 
S4.1.6 - developing 
educational programs  

develop library 
educational programs  

  1 1   1 1 1 1 
6 

25 
S5.5.2 - managing and 
analyzing digital data  

digitize documents      1 1   1 1 1 
5 

26 
S1.13.3 - technical or 
academic writing  

draw up professional 
texts  

    1 1 1   1 1 
5 

27 
S3.4.2 - accompanying 
people  

escort students on a 
field trip  

                
0 

28 
S3.3.1 - complying with 
health and safety 
procedures  

guarantee students' 
safety  

                
0 

29 
S4.7.0 - recruiting and 
hiring  

hire new personnel  1 1 1   1       
4 

30 
S6.11.1 - cleaning tools, 
equipment, workpieces 
and vehicles  

maintain library 
equipment  

                
0 

31 
S2.3.0 - managing 
information  

manage digital archives  1   1 1   1 1 1 
6 

32 S4.0.0 - management skills  
manage fundraising 
activities  

    1           
1 

33 
S4.3.2 - managing human 
resources  

manage human 
resources  

1   1 1 1 1   1 
6 

34 
S2.3.0 - managing 
information  

organize information  1   1 1 1 1 1 1 
7 

35 
S4.2.1 - directing 
operational activities  

oversee extra-
curricular activities  

                
0 

36 
S3.3.5 - maintaining and 
enforcing physical security  

perform playground 
surveillance  

                
0 

37 
S3.3.3 - complying with 
legal and organizational 
guidelines  

secondary school 
procedures  

                
0 

38 
S4.2.1 - directing 
operational activities  

supervise daily library 
operations  

1 1     1   1 1 
5 

39 
S5.5.2 - managing and 
analyzing digital data  

use software for data 
preservation  

1     1   1 1   
4 

Nr.  Essential Knowledge Essential Knowledge  

40  collection management  1 1 1 1 1 1 1 1 8 

41 
 

information 
governance compliance  

    1   1   1 1 
4 

42 
 

scientific research 
methodology  

    1   1   1 1 
4 

Nr.  Optional Knowledge Optional Knowledge  

43  copyright legislation  1   1   1 1 1 1 6 

44 
 

kindergarten school 
procedures  

                
0 

45  literature  1 1 1   1 1 1 1 7 

46 
 

music and video 
industry  

                
0 

47  musical genres                  0 

48 
 

post-secondary school 
procedures  

                
0 
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Librarian skills ESCO (2622.2) Participant skills 
Skill 

score 

49 
 

primary school 
procedures  

                
0 

50 
 

types of literature 
genres  

1   1   1 1 1 1 
6 

 
 

Nr. ESCO Skills 
Other Skills not 

listed as librarian 
Participant skills 

Skill 
score 

   R1 R2 R3 R4 R5 R6 R7 R8  

51 S4.1.6 - developing 
educational 
programs  

develop training 
programs 

1 1 1 1 1 1 1 1 8 

52 S5.1.0 - 
programming 
computer systems  

analyze software 
specifications 

1   1 1   1     4 

53 S4.2.1 - directing 
operational 
activities  

perform project 
management 

1   1 1 1 1 1 1 7 

54 S2.2.5 - maintaining 
operational records  

document project 
progress 

1   1 1 1 1 1 1 7 

55 S4.2.1 - directing 
operational 
activities  

coordinate marketing 
plan actions 

1   1         1 3 

56 S4.0.0 - management 
skills  

manage processes 1   1 1 1 1   1 6 

57 S1.6 - promoting, 
selling and 
purchasing  

selling products or 
services 

    1 1         2 

58 S2.4.1 - gathering 
information from 
physical or 
electronic sources  

manage information 
sources 

    1 1 1 1 1 1 6 

59 S1.4 - presenting 
information  

presenting 
information 

    1 1 1 1 1 1 6 

60 S2.7.6 - evaluating 
systems, programs, 
equipment and 
products  

analyze information 
systems 

    1 1 1 1     4 

61 S1.0.0 - 
communication, 
collaboration and 
creativity  

communication, 
collaboration and 
creativity 

      1     1 1 3 

62 S5.0 - working with 
computers  

using digital tools for 
collaboration, content 
creation and problem 
solving 

      1     1 1 3 

63 S1.0.0 - 
communication, 
collaboration and 
creativity 
  thinking 

think creatively       1         1 

64 S1.3.3 - training on 
operational 
procedures  

teach digital literacy           1 1   2 

65 S1.3.0 - teaching and 
training  

instruct others           1 1 1 3 

66 S1.3.0 - teaching and 
training  

apply teaching 
strategies 

            1   1 
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Nr. ESCO Skills 

Additional skills 
listed as library 

manager 
(1349.16)  

Skills named in interviews 
Skill 

score 

    R1 R2 R3 R4 R5 R6 R7 R8   

65 
S4.2.1 - directing 
operational 
activities  

coordinate 
operational 
activities 1   1   1     1 4 

66 

S1.2.1 - 
coordinating 
activities with 
others  

liaise with 
colleagues 1 1 1 1 1 1 1 1 8 

67 
S4.3.1 - managing 
budgets or 
finances  manage budgets 1   1       1 1 4 

68 
S4.8.1 - 
supervising a 
team or group  manage staff 1   1   1 1   1 5 

69 
S4.2.1 - directing 
operational 
activities  supervise work 1   1     1   1 4 

70 
S1.3.3 - training 
on operational 
procedures  train employees 1   1     1     3 

Nr. ESCO Skills 
Specific optional 

skills and 
competences 

         

71 

S2.6.2 - 
determining 
values of goods or 
services  

evaluate library 
materials      1 1       1 3 

72 

S1.3.1 - teaching 
academic or 
vocational 
subjects  

participate in 
school programs on 
libraries                  0 

  Essential 
Knowledge 

         

74 
  

project 
management  1   1 1 1 1 1 1 7 

 
 
 
 
 
 
 
 
 

https://ec.europa.eu/esco/portal/occupation?uri=http%3A%2F%2Fdata.europa.eu%2Fesco%2Foccupation%2F24d39e12-e104-49d3-8224-8b7a5f9b99d1&conceptLanguage=en&full=true#&uri=http://data.europa.eu/esco/occupation/24d39e12-e104-49d3-8224-8b7a5f9b99d1
https://ec.europa.eu/esco/portal/occupation?uri=http%3A%2F%2Fdata.europa.eu%2Fesco%2Foccupation%2F24d39e12-e104-49d3-8224-8b7a5f9b99d1&conceptLanguage=en&full=true#&uri=http://data.europa.eu/esco/occupation/24d39e12-e104-49d3-8224-8b7a5f9b99d1
https://ec.europa.eu/esco/portal/occupation?uri=http%3A%2F%2Fdata.europa.eu%2Fesco%2Foccupation%2F24d39e12-e104-49d3-8224-8b7a5f9b99d1&conceptLanguage=en&full=true#&uri=http://data.europa.eu/esco/occupation/24d39e12-e104-49d3-8224-8b7a5f9b99d1
https://ec.europa.eu/esco/portal/occupation?uri=http%3A%2F%2Fdata.europa.eu%2Fesco%2Foccupation%2F24d39e12-e104-49d3-8224-8b7a5f9b99d1&conceptLanguage=en&full=true#&uri=http://data.europa.eu/esco/occupation/24d39e12-e104-49d3-8224-8b7a5f9b99d1


 

85 

D Code System 
 

Job search  Skills  Intercultural 
practices at work 

Search strategy  Skills before migration  Language and 
communication 

  Internet    Management skills    
Communication with 
colleagues 

  Through contacts    
Teaching and training 
skills 

   Expressing opinions 

  Institutional help    
Information and 
communication skills 

    

       Digital skills  Negative experiences 
Difficulties 
encountered  

        Positive experiences 

  
Job application 
formalities 

 Skills after migration    
Unqualified staff in 
librarianship 

  Visa    Management skills    Racism 

  Work permit    
Information and 
communication skills 

   Professional jealousy 

  Xenophobia    
Teaching and training 
skills 

   Change resistance 

  Hidden job markets    Digital skills    Punctuality 

  
Venezuelans not 
accepted in the 
public sector 

        Lack of engagement 

  Level of subjectivity  Language skills    Distrust 

  
Being older is a 
factor 

   English      

  Not enough job offers    
Being bilingual 
abroad is an 
advantage 

 Challenges 
  

  
Having a very strong 
accent 

   French    
Politics and 
legislation in the new 
country 

       Catalan    Work pressure 

Job interview    Spanish    Conflict resolution 

  Lies     German    
Overcoming anxiety, 
nerves, fear 

  
Interviews can be 
overwhelming 

   
 Skills diversity 

   
Organizing in local 
associations 
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LIS networking  New knowledge 

 LIS in the migration country 
  

 Learning strategies 

 Associations    Through new academic degree 
Through internship 

 

  Academic contacts    

  Small LIS community    Learning on the job 

  New and former colleagues  Information standards 
  Commercial contacts    RDA 

      Authority records 

       Metadata enrichment 

Challenges in networking    Marc format 

  
Recommending contacts to 
jobs 

 Information economy 

  Another migration process    Enterprise Resource Planning 

  
Coming to new country 
without networks 

   
Exchange of commercial data / 
ONIX 

  Reciprocity    Book Commerce 
       Publishers 
International networking 
  

 Collaboration tools and methods 

       Sharepoint 
Networking with Venezuelans 
  

   Ticket system 

  University contacts    Confluence 

  
  

Bad networking with 
Venezuelans 
  

   
  

Agile methods 
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