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Executive Summary

Introduction

In 2010, ARL published SPEC Kit 319 Diversity Plans and Programs, which provided a glimpse into

the progress ARL member libraries had made to recruit and retain a diverse workforce since 1990 and
explored the existence and content of diversity plans and programs. The results of that SPEC survey,
when compared with the results of the 1990 surveys for SPEC Kit 165 Cultural Diversity Programming
in ARL Libraries and SPEC Kit 167 Minority Recruitment and Retention in ARL Libraries, showed that
library activities in this area have been constantly in flux. Many of the libraries that responded to those
surveys were leaders in the field of diversity and the three documents provide a wealth of information
about library programs and services, recruitment and retention, and managing and retaining a

diverse workforce.

Today, diversity is defined beyond racial and ethnic groups and includes gender, sexual
orientation, ability, language, religious belief, national origin, age, and ideas. The increase of published
literature about cultural competencies, microaggressions, and assessment of diversity issues, as well as
the inclusion of social justice movements in libraries, suggests diversity-related activities have increased
and evolved over the last seven years. Over this time span, several libraries have obtained funding
to support strategies to increase the number of minority librarians on their staff and support their
advancement within the organization. There also appears to be an increase in the number of diversity
or multicultural groups at the local, state, and national levels. However, these changes have not been
consistently documented. Therefore, it is important to re-examine this topic to evaluate the impact of
evolving endeavors, to see if more ARL libraries are involved, to see how diversity plans have changed
over the years, and to document the current practices of research libraries.

The main purpose of this survey was to identify diversity trends and changes in managing
diversity issues in ARL libraries through exploring the components of diversity plans and initiatives since
2010, acknowledge library efforts since the 1990s, provide evidence of best practices and future trends,
and identify current strategies that increase the number of minority librarians in research libraries and
the types of programs that foster a diverse workplace and climate. The survey was conducted between
May 1 and June 5, 2017. Sixty-eight of the 124 ARL member institutions responded to the survey for a
55% response rate. Interestingly, only 22 of the respondents to the 2010 SPEC survey participated in
this survey, but this provides an opportunity to explore the diversity and inclusion efforts of a new set of
institutions in addition to seeing what changes those 22 institutions have made since 2010.
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Diversity/Inclusion Plans

A diversity/inclusion plan may include a statement of diversity values or goals for the library, a
description of strategies for recruiting ethnically/culturally diverse staff to the library and retaining them
once they are hired, an outline of programs that promote ethnic/cultural sensitivity in the workplace,
results from a workplace climate assessment, and other similar elements. It may be a stand-alone
document or part of a broader document, such as a library strategic plan or an institution-wide diversity
document. Similar to the 2010 survey, 36 of the responding libraries (53%) reported they have a diversity
plan as described above; an additional 14 (21%) have a plan currently under development or review. The
majority of plans are separate documents spread throughout the institution that, when joined together,
form what can be defined as a diversity/inclusion plan. Several other respondents mentioned they do not
have specific plans but that statements on diversity and inclusion are included in library strategic plans
and in the library committee structure. Elements of the diversity plan remain the same, however newer
elements such as climate survey, measuring success, and information about accountability are included.

The majority of respondents who have a plan reported that their library administration was
responsible for initiating its development (24 or 67%). At seven of those libraries (19%) the library
human resources officer/unit also played a role. Forty-one respondents (87%) reported that diversity
initiatives or directives from their parent institution had an impact on the library plan. Survey
respondents’ comments suggest that outside factors such as social justice movements and the creation
of campus offices for diversity and inclusion were the main drivers of these changes, as were campus
leaders invested in diversity and inclusion leadership positions and departments. One respondent
mentioned that the development of their plan was “truly a grassroots effort by staff that was supported
by administration.”

A closer look at the diversity plans initiated by parent institutions reveals that some are a part
of the campus strategic planning document that outlines specific initiatives and includes components of
responsibility and accountability. Some of the examples are statements about diversity & inclusion from
high-level campus administration such as the provost, chancellor, or president. Other institutions have
provided training on implicit bias, conducted a climate survey, or appointed committees and charged
groups to work in this area. There is a clear increase in the ways libraries and campuses are looking at and
approaching these issues.

One significant change since 2010 is the number of libraries that review their plans annually and
biannually; 24 of 34 responding libraries reported their diversity and inclusion plans were updated as
recently as 2015 or are currently being evaluated. While 18 respondents stated their plans are components
of the strategic planning process in the libraries or in the parent organization, more than half of the
diversity plans (24 or 57%) were reported as stand-alone documents.

An important aspect of having a plan is the ability to implement it, including staff to plan and
deliver programming and training in support of those efforts. In 2010, 36 respondents reported a total of
three multicultural librarians and seven diversity officers. Responses to the 2017 survey show an increase:
seven libraries report having a multicultural/diversity librarian and 20 have diversity officers. Currently,
implementation of diversity and inclusion plans falls primarily on diversity committees or other related
groups (32 of 42 respondents or 76%), HR /personnel officers (27 or 64%), or diversity officers (15 or 36%).
Several reported that library administrators also play a role. One respondent reported, “The Libraries
made it a requirement for all faculty and staff to have a diversity commitment statement in their position
description.” This sentiment is shared by other libraries who also reported that the responsibility for
diversity and inclusion falls on all members of the organization.
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Funding Strategies

Responses to a question about whether the library has dedicated funding to support diversity/inclusion
efforts were split fairly evenly between libraries who reported they do (35 or 52%) and those who do
not (32 or 48%). Thirty-four of the respondents who have dedicated funding said the source is the
general library budget. Twelve of these also receive support from the parent institution. Eight libraries
supplement their primary funding with federal, state, and/or private grants. One receives funding solely
from the parent institution. Several respondents commented that the dean has a discretionary fund
from which resources can be requested. The majority of respondents reported that funding supports
professional development, workshops, program development, leadership development, recruitment
efforts, and travel. Comments about other activities reflect support for residency programs that increase
the number of diverse staff. At 16 libraries the level of funding has increased over the last five years; at 17
it has stayed about the same. Only two respondents said that funding has decreased.

Programs to Promote an Inclusive Workplace

The majority of respondents use a variety of staff development strategies to promote an inclusive
workplace. These include presentations, workshops, programs, and exhibits, as well as specialized efforts
that focus on adding diverse general, special, and online resources to library collections. Examples of
these efforts include training on conflict management, implicit bias, microaggressions, cultural and
gender identity, and safe zones; book talks and poster sessions; exhibits for K-8 students; and travel
support for diversity conferences.

These efforts are planned and delivered by a wide variety of individuals and groups, most
often by a library diversity committee or similar group and/or a personnel officer. Forty-four libraries
responded that other individuals and/or groups are also involved with planning or delivering diversity
programs, including departments, units, other committees and working groups, branch libraries, subject
specialists, and museum staff. Widespread programming is taking place at the staff, librarian, and library
administration levels. Collaborations with campus partners and community activists also strengthen
the types of programs offered. Almost all of the responding libraries are taking advantage of training
opportunities provided by the parent institution and many send staff to training provided by professional
organizations such as ALA, ACRL, and ARL.

When asked about use of the 2012 ACRL Diversity Standards, 50 respondents (77%) reported
they have not used them in any way. Those who had, mostly used them as a reference in the creation of
their own institution’s diversity plan.

Recruitment Strategies

All but seven of the 68 responding libraries have or plan to develop recruitment strategies to increase
ethnically/culturally diverse applicant pools. Many of the strategies are not new, but the most successful
ones include training search committee members on how to develop a diverse candidate pool, targeting
job ads to participants of diversity enhancement recruitment programs such as ARL’s Initiative to Recruit
a Diverse Workforce (IRDW) and ALA’s Spectrum Scholars program, offering a post-LIS residency
program, and supporting ARL initiatives that attract librarians from racially and ethnically diverse groups
to the profession.

There is about an equal split between libraries that feel their strategies have led to pools that are
more inclusive (53% ) and those that do not (47%). Comments revealed there is little data to support these
feelings because the information either isn’t tracked or lies in the hands of the parent institute and is not
shared with library search committees. One respondent noted that the diversity of their pools increased
after implementing an initiative that gives applicants extra credit for military service, since “veterans tend
to be a diverse group.”
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Real and perceived barriers to recruitment were reported by a majority of the respondents (37 or
63%), a number that has increased since 2010. The most common barriers continue to be related to the
library’s geographic location and the reputation of the city, state, or university as not welcoming diverse
individuals. Others mentioned the small pools of diverse candidates in LIS programs and implicit bias
of search committees or managers. These are very similar to the challenges expressed by respondents
to the survey for SPEC Kit 319. Libraries are trying to overcome these barriers by adding more inclusive
statements to their job announcement, direct contact with diverse candidates, and providing implicit bias
training to search committees.

Retention Programs

Going hand in hand with recruitment is retention of staff. Forty-eight of the responding libraries

(71%) have developed strategies for retaining a diverse group of employees. The most used strategies

are onboarding/orientation programs for new staff, leadership development and training, mentoring
programs to help librarians attain advancement and/or tenure, and supporting membership in or
engagement with parent institution diversity affinity groups or ALA ethnic caucuses. Other strategies
revealed in the comments are the development of writing groups for all of the faculty, travel funds for all
library personnel, personal involvement and advocacy by library leadership, and library administrators
who actively work to ensure a positive work culture. Two respondents commented that their library has
become a member of the ACRL Diversity Alliance. Of these options, leadership development, mentoring,
supporting engagement with parent institution groups, and residency programs have been the most
successful. One commenter summed up their experience with retention success: “having a diverse staff
helps retain a diverse staff.”

Ten respondents reported that the library has made changes that have improved retention
outcomes. Examples include developing or redesigning a residency program, requiring that all new
staff attend the orientation program, supporting writing groups, and having all staff identify diversity
learning goals during the annual performance review process. Still, about half of the respondents have
encountered obstacles to retaining a diverse group of employees. Through exit interviews some libraries
learned that librarians left institutions because of limited advancement options, the lack of connection
with staff, and the culture of the university. The lack of diversity in the local community is also an issue.
Others report that salaries aren’t competitive or they haven’t even had the funds to fill vacancies. More
recently, the political climate in certain states is perceived to have negatively impacted the retention of
diverse library staff.

Evaluation & Assessment

Evaluation and assessment of recruitment and retention efforts continue to challenge the majority of
libraries. Only ten respondents have developed ways to measure recruitment success in their libraries.
Another 25 plan to develop such measures in the future. Eight libraries measure the success of their
retention efforts and 20 others plan to. Workplace climate assessment is more common, though, perhaps
because survey tools already exist. Forty-six libraries (68%) have assessed their workplace climate and
an additional 12 (8%) are planning to. Twenty-four (48%) have or will use surveys developed by their
parent institution. Nineteen (38%) have or will use surveys developed by the library and 19 libraries use
the ClimateQUAL™ survey. Ten libraries have used multiple surveys to gage their climate. Since these
efforts are not yet well established, it is not surprising that only 19 libraries have used assessment results
to change their diversity plan and/or programming, though 60 respondents described recent changes to
their diversity/inclusion initiatives.
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Diversity & Inclusion Engagement

Over the last five years, changes in the national political climate, as well as changes in campus and library
leadership, have greatly influenced and heightened awareness of diversity and inclusion activities at
survey respondents’ institutions. Many stated that the quantity and depth of diversity activities and
trainings have increased, including increased engagement by more faculty and staff so “diversity and
inclusion is woven into the fabric of all we do and less as stand-alone initiatives.” The development

of strategic plans—both at the campus and library level—with built-in support services has also

enabled libraries to respond to social justice movements in a variety of ways, from hosting exhibits,
providing space for peaceful gathering, and partnering with campus cultural affinity groups to formal
inclusion statements and moves to de-name/rename buildings. Several respondents also mentioned the
transformation of gendered restrooms into gender-neutral restrooms.

Recommendations and Conclusion

In the seven years since SPEC Kit 319 surveyed ARL member libraries on their diversity plans and
programs, they have made strides to create more diverse and inclusive workplaces by developing both
library and institution-level diversity committees, teams, and task forces, diversity officer positions, and
specific diversity and inclusion plans. While it is clear that ARL libraries have expanded their definition
and scope of diversity and the methods they use to support marginalized groups, there is more to be done,
not only at an institutional level but in the profession as a whole.

Recruiting librarians from underrepresented groups to the profession has to begin with LIS
education. Innovative approaches that fund opportunities in archives, music, and other internships
are attracting undergraduate students who may become interested in a library career. Changes to the
graduate-level LIS curriculum that incorporate cultural competencies and social justice issues can
ensure students will learn how best to serve diverse communities through collections, programs, and
services. For example, Jaeger and his colleagues (2015) have been successful in developing the “virtuous
circle” of educating LIS faculty and students to be compassionate and culturally responsive to the needs
of the community, therefore recruiting other individuals who share their values into the profession.
Cooke (2017) has incorporated discussions and projects into her classes that challenge the students to be
responsive to and value the communities they may work in and desire to serve.

LIS students have also organized diversity initiatives on their campuses. For example, the
iDiversity group at the University of Maryland was organized in 2012 to promote cultural competency
within the institution and the profession at large (Oxley 2016). In response to call for a greater sense
of community amongst graduate students of color at the Simmons School of Library and Information
Sciences, Students of Color at SLIS was founded in 2015 to build and sustain a supportive community
to contribute to their academic development, social growth, and well being. Spectra was formed to
bring together individuals who share an interest in issues that surround the LGBTQ community in the
profession of library science. In 2016, DERAIL (Diversity, Equity, Race, Accessibility, and Identity in LIS),
a student-initiated forum for students to engage in meaningful conversations about critical approaches
to librarianship, archives, children’s literature, cultural heritage institutions, and museums, held its first

forum. (Simmons College n.d.)

Libraries must continue to fund and implement library programs that research and experience
show really work: mentoring, residency programs, professional development, affinity groups, and staff
training. Damasco and Hodges’ research (2012) about the tenure and promotion experiences of academic
librarians identified obstacles and effective initiatives in achieving success. Their results reinforce the
need for informal and formal mentoring, professional development programs, and affinity or peer support
groups for successful advancement. The results of this SPEC survey also show that mentoring programs,
both formal and informal, are successful in retaining a diverse workforce, but are still slow in developing.
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Placing early and mid-career librarians in positions where they can hone their skills and gain
experiences for future positions is also beneficial. Boyd, et al. (2017 ) surveyed active and inactive
residency coordinators and residents to evaluate academic library residency programs for librarians of
color. Their research found those programs provide skills and experiences for beginning career librarians
and are evidence of organizational effectiveness. The ACRL Diversity Alliance has attracted 33 libraries,
including ARL members, that will continue “to increase the pipeline of professionally underrepresented
racial and ethnic groups” by creating one or more residency positions that last two to three years. Since
1997, 150 mid-career librarians from traditionally underrepresented racial and ethnic minority groups
have participated in the ARL Leadership and Career Development Program (LCDP). When Washington-
Hoagland and Puente (2016) surveyed LCDP alumni to assess the impact of the program, she found that
76% experienced an advance in their position during or soon after their 18-month fellowship.

In 2015, Alabi designed a survey, open to all academic librarians, to identify racial
microaggressions witnessed by majority librarians or experienced by librarians of color. Alabi’s research
exposed the subtle statements, actions, and nonverbals that disrespect individual library patrons and staff.
Increased awareness of these hidden nonverbal behaviors and actions, as well as implicit bias, privilege,
etc., compels libraries to train staff because unchecked behaviors negatively influence workplace climate.

With the evolution of social media and networking, the landscape is more engaging and proactive
in changing expectations about discovery of diversity and inclusion tools. New conferences, innovative
project, rallying points, and strategic directions have been unlocked across the nation and around
the world. Social network-connected librarians are ready to make a difference in their organizations.

For example, April Hathcock (2015) published her article about white privilege and the effectiveness
of diversity and inclusion efforts in the open access journal In the Library with the Lead Pipe. Within
hours, and for several weeks, librarians joined the scholarly discourse by adding their thoughts on and
experiences with the effectiveness of diversity and inclusion initiatives.

In the new and revived era of social movements and rallies, there is a need for more
conversations, openness, and understanding about diversity, inclusion, equity, and privilege. To fully
encompass the various levels of social identities, efforts have evolved beyond just the racial and ethnic
diversity demonstrated by the varied efforts reported in this survey. Political climate has also fueled the
discourse about equity and privilege through grassroot efforts. Persistence has led the charge to stay
engaged and vocal about the efforts of unrepresented and underrepresented librarians.

Ongoing assessment is needed to evaluate and measure the success both of programs
and individuals in diversity-focused positions. Libraries have access to assessment tools such as
ClimateQUAL™ and the Balanced Scorecard that were designed to measure success within institutional
strategic planning goals. With recent changes in implementing diversity and inclusion at the parent
institution level, they may need to draw on the strengths of consultants to determine successful efforts
and help them develop effective assessment and evaluation tools.

In conclusion, research institutions are cultivating learning environments that are inclusive of all
of the attributes that make us different and unique. Libraries are at the center of these institutions and are
demonstrating their value through their engagement in research and instruction, collections, and learning
spaces. Diversity and inclusion themes permeate all of these areas. There is evidence that some libraries
are incorporating their values for inclusion at all levels. While inclusive practice supports the diverse
individual to be themselves and be perceived as valued in the organization, moving to the next level is
vital to avoid the exclusion of these individuals in the everyday rituals in the workplace, which impacts
climate issues and retention. (Mor Barak 2015; Shore, et al. 2017)
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Survey Questions and
Responses

The SPEC Survey on Diversity and Inclusion was designed by Toni Anaya, Instruction Coordinator, and
Charlene Maxey-Harris, Research and Instructional Services Chair, at the University of Nebraska-Lincoln.
These results are based on responses from 68 of the 124 ARL member libraries (55%) by the deadline of
June 12, 2017. The survey's introductory text and questions are reproduced below, followed by the response
data and selected comments from the respondents.

Since the SPEC survey program began in the early 1970s, at least six surveys have investigated how
research libraries responded to affirmative action initiatives, recruited minorities, and, more recently,
attempted to build an inclusive workforce that reflects the broad diversity of their communities.

The resulting SPEC Kits provide a wealth of information about library hiring programs and services,
recruitment and retention strategies, and efforts to foster diversity with the workforce. They also show
that the issues have been in constant flux. While the focus of earlier surveys was on how successful
libraries have been in recruiting and retaining librarians of color, the characteristics of diversity now
extend beyond racial and ethnic groups to include gender, sexual orientation, ability, language, religious
belief, national origin, age, and ideas.

The increase of published literature about cultural competencies, microaggressions, and assessment of
diversity issues, as well as the inclusion of social justice movements in libraries, suggests diversity-related
activities have increased and evolved since 2010, when ARL published SPEC Kit 319 Diversity Plans
and Programs. During the last seven years, several libraries have obtained funding to support strategies
to increase the number of minority librarians on their staff and support their advancement within the
organization. There also appears to be an increase in the number of diversity and inclusion or social
justice committees, task forces, and project teams at the local, state, and national levels. In addition,
libraries and archives are evaluating the extent to which collection development strategies, exhibitions,
descriptive practices, student and community outreach activities, and other activity can support the
creation of inclusive environments. However, these changes have not been consistently documented.
Therefore, it is important to re-examine research libraries’ efforts to create a more representative
workforce and inclusive work environment.

The purpose of this survey is to explore the components of diversity plans created since 2010, identify
current recruitment and retention strategies that aim to increase the number of minority librarians

in research libraries, identify staff development programs that foster an inclusive workplace and
climate, identify how diversity programs have changed, and gather information on how libraries assess
these efforts.
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DIVERSITY PLAN

A diversity/inclusion plan may include a statement of diversity values or goals for the library, a
description of strategies for recruiting diverse staff from historically underrepresented or marginalized

groups to the library and retaining them once they are hired, an outline of programs that promote ethnic/

cultural sensitivity in the workplace, results from a work climate assessment, and similar elements. It
may be a stand-alone document or part of a broader document, such as a library strategic plan or an
institution-wide diversity document.

1. Doesyour library have a diversity/inclusion plan as described above? N=68

Yes 36 53%
Not yet, but one is being developed 14 21%
No 18  27%

Comments N=24

Answered Yes N=14

Diversity and inclusion is represented in the library’s committee structure and in the strategic plan.
Each year, an overview of the accomplishments from our plan are reflected on our website.
Has not been formally updated since 2010.

Here is ours: The UC San Diego Library is committed to nurturing and maintaining a supportive and
inclusive environment in which diversity and fairness are valued and respected. This commitment
builds on the UC San Diego Principles of Community, reaffirmed regularly by the Chancellor, which
provide a framework for diversity, fairness, and inclusion on campus and place a high value on the
unique contributions of each member of the UC San Diego community. The Library Diversity &
Inclusion Committee works to build, foster, and maintain a climate that respects: equal access and
participation of all groups and individuals, regardless of their culture, race, ethnicity, gender, age,
religion, language, abilities/disabilities, sexual orientation, socioeconomic status, or geographic origin.
To accomplish this, the committee members collaborate with Library staff, students, and campus
partners to develop, advise, and implement various programs and processes. The Library Diversity

& Inclusion Committee activities include: Working with members of the Library Administration

and Library Council to articulate the Library’s expectations of its staff for cultural competence, in
keeping with the University of California Diversity Statement (University of California Diversity
Statement); Working with the Library’s Training Coordinator to provide diversity-related educational
opportunities for Library staff; Creating opportunities and venues for discussion of diversity/equity
issues within the Library; Advising Library Administration and Library Council members on policy
issues related to diversity and inclusion; Forming partnerships and sharing information and best
practices with relevant groups on campus, including the Diversity Council, student groups, and others
as appropriate; Collaborating with various Library programs to support and celebrate diversity and
inclusion activities.

Our statement: The University of Texas Libraries welcomes and respects all individuals and
communities by valuing and consciously maintaining awareness of diverse perspectives and
experiences. We believe inclusivity is critical to fostering excellence in all of our endeavors, and we
promote diversity in our collections and the services that we provide as well as in our recruiting, hiring
and retention practices.

Our university has an institution-wide document.
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Prepared at the request of a campus-wide diversity initiative.

The University Library has a diversity strategic plan. The initial plan was formulated in 2011 and
has been revised twice since then. The strategic goals have also been incorporated into the library’s
strategic initiatives.

These are separate documents, not a cohesive diversity plan. They include a library staff vision plan, the
library strategic plan, and inclusion statement.

University-wide series of documents
We do not have a single document as described, but we do have most of the elements in place.

We had a Diversity Task Force who put together a report and recommendations. We now have an
Equity and Diversity Committee and subcommittees implementing the recommendations of the task
force. One of the subcommittees of the EDC is a Strategic Diversity Task Force, which will look at
building an ongoing plan.

We have a plan that is part of our Diversity Equity and Inclusion (DEI) workgroup and one that is part
of our libraries’ strategic priorities and an overarching plan set forth by the university.

We have had one for five years. In the process of updating and rewriting.

Answered Not Yet N=5

A statement about a commitment to diversity is included in the library’s strategic plan.
Draft plan created in 2005 but wasn’t formalized; we are looking to develop a new one.
Preliminary document is under review.

We have an older plan that has not been updated substantially since 2008 or 2009. A 2012 revision of
the libraries’ strategic plan also provides direction for diversity efforts.

While we have a diversity committee and our libraries’ strategic plan includes commitment to diversity,
we do not have an articulated diversity inclusion plan.

Answered No N=5

Our most recent strategic plan for the University Libraries (2016-2019) includes a paragraph of
continuing education for employees, including “education that advances the development of an
inclusive and diverse community.” Our parent institution has a diversity strategic plan (2013-2018)

and a general strategic plan with a goal to “foster a diverse and inclusive community that supports
mutual respect.” This work is primarily reflected in the charter of the University Libraries Diversity
Council, a standing group that reports to the dean of libraries. Beyond “fostering a diverse and inclusive
community,” none of our guiding documents outline specific plans, goals, or programs for this work.

The Libraries has an affirmative action plan, which is administered by the university’s Office of
Institutional Equity and Diversity (OIED). The university has recently appointed a new vice provost for
this area who will likely develop a broader plan, at which time the Libraries will participate.

There are pieces of plan spread across the strategic plan, our ClimateQUAL survey and results, and
university diversity/inclusion statements.

This idea is under consideration for development, but it’s not yet an active plan.

Until 2015, each university unit prepared a document titled “A Framework to Foster Diversity” similar
to what is described above. In 2015 a university-wide decision to integrate diversity planning into
strategic planning was made reflecting our value that diversity is not a stand-alone item, but relates to
everything we do.
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DIVERSITY PLAN DETAILS

If the library is developing a diversity/inclusion plan, please answer as many of the following questions as
possible at this time.

2. Which entity instigated the development of the plan? Check all that apply. N=36

Library administration 24 6/%
Parent institution 17  47%
Library Human Resources officer/unit 7 19%
Other entity " 31%

Please specify the other entity. N=11

A group who was working on other diversity issues came up with this idea. Therefore, truly a grassroots
effort by staff that was supported by administration.

Currently, we are not developing a diversity plan.

Diversity Action Committee (a Libraries committee)

Individual librarians formed a Diversity Caucus that developed into a formal group as part of the
committee structure.

Library Committee on Diversity and Inclusion
Library Diversity and Inclusion Council

National conversations and protests about race and violence towards people of color, including the
chancellor’s November 11, 2015, town hall discussion on race, respect, and responsibility, and students’
responses to the town hall.

Our plan was developed as part of strategic planning efforts in the Libraries.

The development of a new plan is a convergence of changes in the university’s plan, renewed interest
from unit faculty and staff, and direction from the dean.

The Libraries’ Group of Library Diversity

The library is starting to develop a plan for diversity.

3. Inthe last five years, has your parent institution developed diversity initiatives or issued
directives that have impacted your library diversity plan? N=47

Yes 41 87%
No 6 13%

If yes, please briefly describe those initiatives/directives and how they impacted the library plan.
N=38
A new strategic plan was developed that specifically included diversity initiatives.

Campus created a Diversity Framework, which included framework goals. They then created a R.E.E.L
change model (Retain, Equip, Engage, Lead). The library used these documents when creating the
Diversity Task Force document and recommendations.

Challenging each college and department to further diversity and inclusion on our campus and
collaborate with other colleges and departments to do so.
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Created a Chief Diversity Officer to coordinate activities.

Creation of Office of Diversity and Inclusion; increase in level of programming at the university has
provided more resources for workshops/trainings; will impact recruitment process.

Diversity and equity are fundamental to the university as set out in diversity statements, policies, and
guidelines. These include: President’s Statement on Diversity and Inclusion and Statement on Equity,
Diversity, and Excellence.

Employment equity funding, and equity census, and positive space initiatives through the university’s
Equity and Inclusion Office

Founded in 2014, a group of staff committed to researching, discussing, and advocating around

the relationship of diversity and justice, with a focus on race, ethnicity, gender identity, sexual
orientation, dis/ability, socioeconomic class, and national identity, to our workplace environment,
including: diversity in hiring, retention, and promotion; diversity in service with our campus and city
communities; and diversity in the library professions.

Gender-neutral washrooms, inclusion in recruiting, general awareness panels, and presentations
Implicit bias training for all searches; diversity hiring initiatives

In 2014, the university created an Office of Equity and Inclusion (OEI) and hired a new director to focus
in this area. The OEI has several programs that serve under-represented/protected groups. In addition,
a formal advisory group related to diversity & inclusion exists as part of the university’s senate. The
library’s plan involves collaboration and engagement with these entities.

In fall of 2015, the university embarked on a comprehensive effort to craft a strategic plan for diversity,
equity, and inclusive excellence. All campus administrative units and departments participated in
defining inclusive excellence for their unit/department and developed an inclusive excellence plan.

Increased emphasis on recruiting for diversity has impacted our recruitment efforts.

Last year, two of our Black student groups submitted a list of actions they recommended the Institute
take; one of them was a request for every department to articulate a statement that describes its
commitment to diversity. The Libraries was the first unit on campus to write and publish such a
statement. More generally, the Institute Community and Equity Office was created, with a mission to
“advance a respectful and caring community that embraces diversity and empowers everyone to learn
and do their best at MIT.” The newly created position of Libraries’ Director of Community Support and
Staff Development is in part intended to lead our efforts to contribute to ICEO and related initiatives

on campus.

Library Diversity and Inclusion Plan touched on increasing diversity and inclusion of collections,
services, staffing. Library Inclusion Committee has been formed to address action items
and deliverables.

Library diversity initiatives and programs are designed to align with at least one of the 6 guiding
principles in the document, Inclusive Excellence: An Action Plan for Diversity.

New university strategic plan. Equity Advisors for each college and Departmental Enhancement
Program (ADVANCE). Creation of D&I office.

Objectives of the Flagship 2020 include “Increase diversity among faculty, staff, and students”;
“Increase the number of students who work with or live in diverse communities”; and “Expand
supportive communities for minority, international, and first generation students”. Each academic and
support unit at LSU has been asked to use the framework of the Flagship 2020 Agenda to inform their
own strategic plans. The main components of the Libraries Diversity Committee charge that align with
the Flagship 2020 objectives include: (1) foster a positive attitude toward diversity and inclusion within
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the Libraries; (2) to assist search committees in the recruitment of a diverse pool of candidates for
positions at the Libraries; (3) to establish and maintain a welcoming and respectful environment for all
library employees and patrons.

One of our core values is to foster a work environment that is free from discrimination and promotes
equal, fair, and inclusive employment opportunities for the best and brightest talent available regardless
of their difference.

Our parent institution has been developing diversity initiatives for a long time. However, in the past few
years there have been a great number of initiatives focused on various aspects of diversity.

Parent institution has hired university diversity officer, required each school /college to appoint a
diversity officer. Created a Council of Academic Diversity Officers and University Diversity Committee.
Each group has initiatives and goals.

Practices are embedded in the university’s workforce management hiring and recruitment workflow.
Set broad targets for % of minority in each job category across the university.

The focus of the university’s plan has not changed in recent years, but the standards and approach for
demonstrating progress have been changing.

The Inclusion, Diversity, and Equal Opportunity serves as a resource to the university in the
interpretation, understanding, and application of federal and state equal opportunity and affirmative
action laws and regulations. Ultimately, the office supports the university’s mission by providing
strategic leadership in the development of policies, procedures, and programs that will help foster
diversity, inclusiveness, and a welcoming environment for faculty, staff, students, and others. The
library has followed the new office and began adapting HR policies to reflect these changes.

The library plan was created at the request of the campus diversity initiative.

The Netter Center, Greenfield Intercultural Center, Women’s Center, and various other centers,
student-led committees, administrative efforts have all led to collaborations and institution-wide
initiatives that have propelled our diversity efforts.

The parent institution of the Library of Congress is of course the United States Congress. The Library
of Congress is responsive to congressional legislation. In addition, the Library of Congress implemented
its Multi-Year Affirmative Employment Program Plan from 2011 through 2016.

The primary directive that impacts the Libraries’ plan was that the president now includes a diversity
and inclusion initiatives section in the annual report from all deans, department heads, associate
provosts, VPs, etc. This actually assists us in ensuring that our goals/initiatives are executed.

The university began a campus wide Diversity, Equity, and Inclusion campaign in 2015. This included a
requirement that all units, schools, and colleges develop their own diversity plan.

The university has an office of Multicultural & Diversity Affairs that is housed with the Division of
Student Affairs. The mission is to lead efforts in social justice and inclusion. The Libraries’ Strategic
Directions 2014-2017 include statements about he promoting both external and internal efforts to
support the diverse university community.

The university has diversity as a strategic initiative. The university has a diversity counsel.

The university launched a diversity strategic planning initiative in 2009. After the resulting Diversity
Strategic Plan 2012, each major academic and administrative unit appointed a diversity officer,
established a committee, and developed a related diversity strategic plan. The Diversity Department
Committee chairs convene monthly for a meeting led by the Vice Provost for Diversity and Senior
Advisor to the Chancellor and Office of Diversity staff.
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The university provided a set of principles, initiatives, and guidelines for hiring and retention as well as
multicultural training for staff.

The university recently welcomed a new Vice Chancellor for Equity, Diversity, and Inclusion. Some
recent initiatives of her appointment have been the addition of diversity training on campus, re-
evaluating diversity requirements for recruitment, and adding a diversity section to our annual staff
engagement survey.

The university’s institutional diversity planning initiative requires each unit, including the library, to
put forth 3-5 new initiatives each year to promote diversity and inclusion.

The university’s Office of Diversity and Equity and the chancellor have diversity statements. The
Diversity, Equity, and Inclusion (DEI) advisory group wrote a report, which includes specific action
steps towards DEI on campus. The Campus Climate Survey results were published on March 27. These
initiatives have influenced the creation of a goal specific to DEI in the Libraries’ upcoming two-year
directive and the creation of a DEI committee.

The university’s strategic plan for diversity instituted a framework that called for the hiring of a Chief
Diversity Officer and appointment of a Diversity Officer charged with leading their college, school,

or division in developing specific unit goals and initiatives/programs. Each college unit’s Diversity
Officer submits an annual report/update on the progress towards achieving unit goals and initiatives/
programs and any new goals/strategies.

4. What is the date of your most recent diversity plan? N=34

<2010 3
2010 1
2011 1
2012 1
2013 4
2014 1
2015 4
2016 9
2017 10

5. Isthe planastand-alone document or part of a broader document? N=42

Stand-alone document 24 57%
Part of a broader library document 12 29%
Part of a broader parent institution document 6 14%

If the plan is part of a broader document, please identify that document. N=15

Library document N=9

Academic Program Review 2010
Built off the broader institution document.

Diversity is part of the Libraries strategic directions. The development of a diversity & inclusion
committee and a plan is just one of the action items.

Libraries Strategic Directions, 2014-2017
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Libraries’ Strategic Plan 2017-2020
Library Strategic Plan

Not only is it part of our strategic plan, but is also a working document for our professional development
activities and yearly goals for staff.

Part of several documents, including: “Statement on diversity,” charge to the Committee for the
Promotion of Diversity and Inclusion, and “Creating a Social Justice Mindset: Diversity, Inclusion, and
Social Justice in the Collections Directorate of the MIT Libraries.” Our mission statement is presently
under revision, but will include this element.

Strategic Plan for the University Libraries (2015-2017)

Parent institution document N=6

A Distinguished Past, a Distinctive Future — University of Waterloo Strategic Plan. Strategic Plan
for Equity

Diversity is included in the university and the library strategic plan.

Toward New Destinations: Cornell’s institutional diversity planning initiative

University’s Diversity and Inclusive Excellence Statement

University’s Strategic Plan

We follow the policies statements here: https://www.edi.nih.gov/policy/about. The most recent one is
from January 2017.

Additional comments N=5

Elements are included in strategic planning documents each year.

For all of the below reasons note that we “will” include, as we just put the committee together and will
conduct orientation in August.

If the library develops a diversity/inclusion plan, it will align with the mandate and initiatives of the
broader university’s plan.

The annual goals for diversity are also incorporated into the library’s annual strategic initiatives.

The principles of the document are embodied in the Library of Congress Strategic Plan for 2016-2020
and on the Library of Congress Office of Equal Employment Opportunity and Diversity Programs.

Please describe the elements that are included in the plan. N=42

Goals & strategies 36  86%
Diversity definition 31 74%
Mission or value statement 30 71%
Committee charge 23 55%
Organization responsibility & accountability 23 55%
Positions dedicated to diversity/inclusion initiatives 13 31%
Description of diversity programs for library staff 13 31%
Ofther element 14 33%

Please briefly describe the other element. N=14
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Climate survey, focus groups, affinity groups, subcommittees
Definition of Inclusive Excellence for the Libraries
Diversity Librarian position was not replaced.

Equity offices provide resources and conduct education and awareness initiatives on how to best realize
the university’s commitment to equity, diversity, and human rights and provide guidance on specific
issues as they arise.

Explicit references to the university’s plan from that time; an indication of how success would
be measured.

It includes a brief summary of the campus process, documents, and approach to diversity, inclusion, and
equity at the university, as well as a brief history of the library’s efforts in this area.

Many statements refer to the “diverse global learning community” and meeting “diverse user needs”.

Other elements of our plan include guidelines for membership, outreach and collaboration, professional
development, recruitment, and assessment.

Our working group is tasked with providing recommendations for a diversity plan, and all of these
elements will be included. We will recommend a paid position dedicated to diversity/inclusion
initiatives, but it is a reach. We also will include a recommendation for additional programming for
faculty and students.

Reporting requirements for diversity accountability
Signature diversity initiatives that are on-going.
Social events, community engagement possibilities, donor relations.

The Library of Congress mission statement applies to its Office of Equal Employment Opportunity and
Diversity Programs.

Values statement is included in strategic plan.

7.  What group/individual is responsible for implementing the diversity plan? Check all that apply.
N=42

Diversity Committee or other related group 32 76%

HR/Personnel officer 27 64%
Diversity officer 15  36%
Staff Development officer 2 5%
Multicultural Librarian 1 2%
Other individual or group 18  43%

Please briefly describe the other individual or group. N=18

Administration, Equity Advisor

All library employees

All staff members, individual libraries

All those involved in recruitment or hiring
AUL in charge of community outreach

Depending on the initiative, all designated levels of staff, faculty librarians, and administrators. The
overall plan is the library administration’s responsibility.
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Iserve as diversity officer and chair of the Libraries’ Committee on Diversity and Inclusion.
Leadership team (director and associate directors)

Library administration

Library administration and the Coordinator for Diversity Programs

Library dean

Management

Student organizations

The diversity officer supervises eight staff members in the Office of Equal Employment Opportunity
and Diversity Programs.

The Libraries made it a requirement for all faculty and staff to have a diversity commitment statement
in their position description. The statement reads, “This position demonstrates a commitment to
advancing diversity efforts in the Libraries and contributes to an inclusive environment.”

The Library Executive Council, the Budget & Planning managers group, which includes the HR
Director, the Communications Director, and the Finance Director.

University librarian and associate university librarian for administration. We plan to institute a
Diversity Committee for 2017-2018.

University Library & library administration

8. How does the library disseminate the diversity plan? Check all that apply. N=40

Posted on library website 24 60%
Discussed/distributed during new employee orientation 14 35%
Included in recruitment information 13 33%
Included in continuing education for staff 1M1 28%
Included in library staff handbook 4 10%
Signage 2 5%
Other method 20  50%

Please briefly describe the other method. N=20

Affirmative Action Plan, performance review form, weekly email newsletter to all staff
Agenda topic in libraries-wide meeting of department heads

As part of the Libraries Strategic Directions

Developing mechanisms for updating and sharing the plan.

Dissemination is under discussion.

Diversity goals are incorporated into our most recent strategic plan.

Diversity Plan is still in progress. TBD how it will be disseminated.

Email, meeting minutes

Liaison activities, volunteer days, engagement with other centers on campus, including the Netter
Center for Community Partnerships

Library intranet

Not coordinated yet in our staff development.
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Posted on internal library website; shared on internal library all employee listserv; shared with campus
leadership and the Office of Diversity, Equity, and Community Engagement.

Posted on Libraries’ Diversity Advisory Committee Intranet site, which is available to all library faculty
and staff. Updates to plan shared with senior leadership and with library employees at our library-wide
assembly meeting as needed.

Posted on library intranet.

Promoting statement of commitment to diversity on signs, screensavers, and digital boards. The
handbook is currently being updated. Created a new commitment to diversity statement, which is
included in all recruitments and position descriptions.

The current “live” version is on the intranet.

The plan and specific goals and initiatives are discussed regularly at the monthly meetings of the
library leadership group, the Steering Committee. Comprised of unit heads and administrative staff, the
Steering Committee advises and also supports diversity initiatives. The 2017 update of the plan includes
specific initiatives for posting on the library website, adding it to recruitment information, and more
systematically communicating about it in the library electronic and print newsletters.

The university strategic plan is posted on the university website.
Training opportunities for staff members to attend.

We have not disseminated the diversity plan widely, but that is a next step.

9. Isthis plan reviewed and/or updated periodically? N=43

Yes 21 49%
Not yet, but it will be 20 47%
No 2 5%

If the plan is or will be reviewed periodically, please briefly describe the frequency of review and
revision. N=23

3years

4 to 5 years. We are currently updating the plan.

Accomplishments and movement on the goals of the plan are updated periodically throughout the
academic year. An overview of accomplishments and goal attainment is updated at the end of each
academic year. An update of strategic diversity goals is made at the beginning of each academic year as
a part of the library goal setting process.

Biannually

Each year we hold a Lessons Learned session with members of Diversity Action Committee. This
information helps us improve what we offer and provide to staff members.

Every 3 years

Every 5 years by Diversity Committee and administration
Every 5 years: being reviewed now for revision.

Evolving document and planning is on going.

If it is tied to our strategic plan, it is reviewed when the plan is renewed. If the plan is tied to the
working group, it is generally reviewed when there is a significant change in the working group, such as
leadership or in the direction of the effort.
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Ongoing - it’s a set of living documents.
Our committee will revise/review the plan every year.
Our plan is reviewed and if needed revised annually by the Committee on Diversity and Inclusion.

Part of the Strategic Diversity Plan subcommittee work is to set the guidelines for updating and
reviewing the plans.

Plan is reviewed as necessary by the Diversity and Inclusion Team.

Prior to 2008, the plan was updated every few years. Updating will be responsive to university
review cycles.

The plan has been updated every two years. Times change and so must goals and initiatives. New to the
latest plan are current awareness/outreach initiatives beyond the campus committee. A new initiative
is underway that will result in a significant update to the plan when it is completed. One member of

the library faculty is carrying out a systematic investigation of social justice initiatives in academic
libraries. This work goes beyond the scope of committee volunteers, but will inform the work of the
committee in developing social justice initiatives that are appropriate and effective in our institution
and also informed by work being done by our peers.

The plan is reviewed annually at the beginning of the new fiscal year when new members join.
The strategic plan is updated annually. A new strategic plan is to be developed in 2022.

There is no set timeline to review/update the diversity plan. However, one of the recommendations

of the diversity plan was to form a diversity committee. The diversity committee members are
appointed for a 2-year period. At that point the diversity plan is expected to be reviewed /updated by the
diversity committee.

Three years (e.g., 2017-2020 plan being drafted now).

We review our plan annually. We look to see if we met our goals for the year and we identify new goals
for the upcoming year.

Yearly (with reviews quarterly)

Additional comments N=8

As yet, the library does not have its own specific diversity program, apart from the university’s
diversity initiatives.
The cycle of diversity goal writing and reflection is the same as the library performance management

goal writing and reflection cycle.

The development of the plan is in progress but once created it will be a separate document and
initiatives will be included in the next strategic plan. It will also include diversity definition, goals,
strategies, mission statement, etc.

The diversity committee disbanded in 2008 and they had been the primary drivers of changes in the
unit plan.

The task force recommendations and report created the structure to assist the libraries in going deeper
into this process.

There are more pressing priorities at the Libraries and university.

There is no formal review process as directed by the university, however the Libraries’ Diversity &
Inclusive Excellence Working Group will assess the objectives and goals laid out in the plan on an
annual basis.

SPEC Kit 356: Diversity and Inclusion

19



We don’t really fit your questions. We have statements about diversity in our strategic plans. We recruit
diverse staff and faculty when we have open positions.

PROGRAMS TO PROMOTE AN INCLUSIVE WORKPLACE

10. Please indicate which of the following staff development strategies your library has used/
developed to promote an inclusive workplace. Check all that apply. N=67

Presentations 59  88%
Workshops 50 75%
Programs 49 73%
Exhibits 47  70%
Additions to general collections 34 51%

Resources such as LibGuides, websites, bibliographies, etc. 32 48%

Additions to special collections 28  42%
Self-study modules 10 15%
Other strategy 24 36%

Please briefly describe the other strategy. N=24

Blog
Book discussions, climate surveys
Bringing K-8 students to the library for exhibits, story time, tours of libraries, etc. with staff as docents.

Celebrations, diversity focused recognition and awards, each employee is required to incorporate an
element of diversity or inclusion in their yearly performance management goals.

Communication and conflict management workshop: 40 hours with quarterly 2-hour refreshers.

Electronic signage encouraging diversity and inclusion in all library spaces. Email messages from
library administration.

Following the Office of Inclusion, Diversity, and Equal Opportunity, all staff have taken several
workshops and programs including our Diversity 360, Safe Zone programs. Staff are also encouraged to
participate in Women in Leadership, #youarewelcomehere program. The HR Search Committees are
also made up of diverse and different staff throughout the library.

Front facing staff receive regular diversity training.

Implicit Bias training for library faculty/staff and search committees. Include Diversity & Inclusion in
criteria for faculty/staff awards.

LibGuides that address various issues regarding diversity are in progress, but are not necessarily
designed for internal inclusivity on a faculty/staff level.

Libraries hosts a poster session for a GLBTQ course in Women, Gender, and Sexuality Studies. Serve

as a space for events, such as a Teach-In on Standing Rock and groups knitting hats and mittens

for those participating in the Standing Rock protests. Commonly purchased DEI resource material
placed in main library reference section. Offered in-house training such as “Diversity 101,” “Critical
Librarianship,” “Why it Matters: Libraries and Social Justice,” micro-aggression workshops and
common book discussions related to DEI. External workshops, such as Allies in Action, hosted by a
local college. Host external researchers and create a venue for them to share their DEI related research.
Invite members of the campus who do diversity-related work to present at library-wide all-staff
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11.

meetings. Collaborate with Office of Diversity, Equity, and Inclusion in the College of Liberal Arts and
Sciences to serve as a space for weekly lunch discussions for students. Starting in July 2016, service desk
managers now train all student employees on diversity and inclusion subjects like microaggressions.

Library faculty and staff have the opportunity to participate in a 6-week diversity dialog targeted to
the library audience. This is a version of the 8-week First Year Intergroup Dialogue program hosted by
the library.

None
Participation in institution-wide initiatives

Participation on several campus groups that advise the university president on issues and pursue
various change initiatives.

Promote campus opportunities, lunch dialogues, improve the training of the Equity Advocate.

The Equity Advocate is a staff member who will receive training delving deeper into recruitment,
unconscious bias, writing better ads and postings, and general equity for recruitments. There is a
committee of Equity Advocates and an Equity Advocate sits on every recruitment for permanent staff.

Starting an inclusion and access committee.

Support of diverse populations and needs are embedded into more recent position vacancy
announcements, such as the one for Instruction and Outreach.

The diversity committee is exploring ideas around diversity mentorship opportunities.

The Library of Congress is observing DC Pride Week, June 2-10, with an exhibition from its extensive
LGBTQ+ collections (June 8-10), a film screening, Law Library panel discussion on “Youth, Gender,
and Law,” an oral history workshop focusing on LGBTQ+ veterans, and a book talk by David France,
author of How to Survive a Plague.

The university has provided many opportunities for staff and faculty to engage at varying levels.
Travel support to National Diversity in Libraries Conference
We advertise and recruit for our positions broadly to bring in diverse candidates.

We sponsor a diversity resident librarian program. The university sponsors workshops on recruiting
and retaining a diverse workforce.

Please indicate which of the following topics have been addressed in library presentations/
programs/workshops/exhibits. Check all that apply. N=64

Race and ethnicity 52 81%
Sexual orientation 51 80%

Gender and/or age discrimination 44  69%

Physical disabilities 44 69%
Social justice 42  66%
Mental health 29  45%
Language barriers 22 34%
Veteran status or service 22 34%
Other topic 21 33%

Please briefly describe the other topic. N=21

Bystander intervention; implicit bias & microaggressions are workshop topics in development.
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Class issues

Cultural identities

Gender identity

Gender identity or expression, perceptual thinking patterns, learning and communication styles
Immigration/country of origin

Implicit bias

Implicit bias in all areas

Implicit bias; Human Library for Diversity
Intersectionality, implicit bias
Microaggression

None

Our culture showcase series focuses on spotlighting the various and diverse cultures represented on
our campus and in our community.

Poverty solutions & class diversity, gender identity
Privilege

Religion, relating to international students
Support for caregivers

The definition that will guide the work of the committee says “ensuring that all seekers of truth—
regardless of race, nationality or ethnic group, religious tradition, gender, socioeconomic class,
immigration status, sexual orientation, or anything else—feel embraced and empowered to do their best
work here.”

Training on working with International students.
Unconscious bias, microaggressions

We typically do a topic every other week for our Diversi-tea program. For a sampling: representatives
from the Office of the Chaplain and the Spiritual & Religious Life Center (SPARC). LEAP (LGBTQ
Employees at Penn). “Muslim Americans, Muslim American Women, and Civil Rights.” Director of the
Netter Center for Community Partnerships. Director of the Greenfield Intercultural Center (GIC) and
FGLI Program Coordinator on the First-Generation, Low-Income Program (FGLI). Director of TRIO
Veterans Upward Bound Program (VUB). “Modeling Transitions: First Generation Students.” Director
of the Penn Women’s Center (PWC). Director of AARC (African American Resource Center). Director
of the LGBT Center (Lesbian Gay Bisexual Transgender) Director of the PAACH (Pan-Asian American
Community House). Microaggressions. Director of La Casa Latina (Center for Hispanic Excellence).

12. What group or individual is responsible for planning and/or delivering library presentations/
programs/workshops/exhibits? Check all that apply. N=65
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Group or Individual Plan  Deliver N

Diversity Committee or other related group 43 36 44
HR/Personnel Officer 39 27 39
Diversity Officer 17 17 18
Staff Development Officer 13 10 13
Multicultural/Diversity Librarian 7 7 7
Other individual or group 37 42 44
Total Respondents 65 62 65

If you selected “Other individual or group” above, please briefly describe the other individual or
group and their role. N=44

Plan only N=2
Our Training Steering Committee has primarily been responsible for planning these activities in
cooperation with library HR. Campus professionals have been the ones to provide the training,.

Some events are proposed and planned by the library’s dean and delivered by the university’s Chief
Diversity Officer and other Office of Diversity staff.

Deliver only N=7

Campus partners

Campus partners, such as dean of students, Students with Disabilities; Division of Diversity and
Cultural Engagement; and Center for Women and Gender Studies often provide timely training for us.

Chief Administrative Officer
Employee affinity groups
Our library employs a training analyst who is responsible for the delivery of a variety of training.

Staff from university’s equity and inclusion office, external speakers, iSchool students, and other
library employees

We have other people from across campus who present on the topics listed. We also occasionally invite
outside groups for presentations.

Plan and Deliver N=35

Administration, interested staff

All departments in the library are encouraged to consider issues of diversity and inclusion and organize
programming as appropriate. For example, Collection Development might organize a workshop on
ensuring diverse perspectives are included when selecting books.

Besides the initiatives implemented by our diversity team, other individuals across the library have
developed diversity related projects/initiatives.

Career Development and Mentoring Committee, Library Forum

Center heads, community activists, politicians, etc. come by to discuss diversity initiatives with staff.
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Departments, units, working groups, committees, branch libraries, or individuals across the Libraries
are all encouraged to plan, deliver, or host workshops, programs, presentations, etc. when relevant to
their charge. Inclusive Excellence is a charge across the libraries.

First Year Intergroup Dialog
Individual faculty librarians in subject or functional positions
Individual libraries

Libraries’ subject specialists, Libraries’ Staff Affairs Committee, university Disability Support Services,
university LGBT Equity Center, university Office of Diversity and Inclusion (ODI), other library
divisions/departments

Library administration (2 responses)

Library administration/supervisors provide training on diversity topics within their own libraries or
departments. The Libraries’ Diversity Resident is a liaison to campus groups and has brought several
programs to the libraries.

Library arranges with central HR staff to plan and deliver presentations.

Library divisions often work with the Human Resources and Diversity Programs offices to plan and
deliver events for “months” that focus on ethnic or religious communities.

Library senior leadership is also helping to plan and sometimes deliver. University’s chief diversity
officer is helping with both planning and delivery.

Library staff who are part of Change Makers—a program managed by the Women’s Center to create a
more inclusive environment.

Multiple people have planned, delivered, and/or collaborated with various university entities to offer
presentations/programs/workshops/exhibits that support diversity and inclusion.

Presenters and webinars are identified and brought to library by HR & Diversity Committee. Equity
Advisor provides training for search committees.

Since diversity and inclusion goals are written at the divisional, unit, and individual level each year,
many units across the library engage in diversity program planning and implementation.

Some programs have been arranged by our Libraries Assembly (an internal organization that serves

all Libraries staff to promote communication and exchange, as well as on an advisory capacity for

the Libraries administration). Other programs have been more independently created by individual
librarians and library staff members, often in collaboration with other units on campus. There was also
a leadership diversity/inclusion workshop last year that was proposed by a former employee who was
the diversity resident librarian.

Special collections and museum staff plan a lot of diversity related events and exhibitions. They also
collaborate on digital humanities and digital scholarship initiatives.

Staff and faculty are empowered to be involved in providing programs and presentations.

Staff development committee, as well as other staff, have planned and delivered workshops for staff
development purposes.

Subject specialists

The International and Area Studies Library and the Undergraduate Library also plan and deliver
workshops and training for library staff.

The Leadership Team (comprised of university librarian, associate directors, and team leaders)
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13.

The Libraries are committed to social justice work. Some examples are librarians and staff hosting a
community Teach-In on Standing Rock, library faculty and staff leading internal workshops on critical
librarianship, microagressions, Diversity 101, libraries and social justice, and libraries as non-neutral
spaces. The dean’s statement supporting students performing social justice work.

The Libraries Directors Council has been responsible for planning events. The Director of Program
Planning and Outreach has also planned and delivered events.

The Libraries’ Continuing Education Committee also plans staff programs related to diversity.

The library’s administrative group, including its dean, associate dean, and division directors,

are responsible for seeing that the university’s diversity initiatives and guidelines are followed.
Presentations, workshops, or exhibits generally are organized and facilitated through the library
departments, committees, or task groups.

University Libraries HR is responsible for some, but presentations/programs/exhibits could be
planned and delivered by different individuals in the UL. Since we have no diversity program, plan, or
committee, it’s unclear who would be responsible (if this question refers to diversity pres/prog/exhib)
because we haven’t had any internally.

University’s Learning and Organizational Development Department and the Center for Multicultural
and Ethnic Programs (CMEP), and the Office of Equal Opportunity (OEO)

We currently don’t have anyone identified for this role. Our new committee may take on part of this
responsibility. We may address this in our new strategic planning.

We leverage institute-wide programmatic offerings and initiatives. These are largely sponsored and
managed by the Institute Diversity unit.

Please briefly describe any external training opportunities relating to promoting an inclusive
workplace that are available to staff. N=62

Training provided by the parent institution N=61
All are optional: LGBTQ Ally Training, a multipart course dedicated to diversity and inclusion, which
culminates with a certificate, and more.

All university-level training programs offered throughout the year from colleges, campus groups,
Multi-cultural Services, and president’s office, as well as training from Employee and Organizational
Development (human resources certificate program).

“Become Educated About Diversity” workshop (on request for department); Bias and Response Team
Presentations available upon request. “Implicit Bias” Symposium.

Bystander intervention, implicit bias

Campus Office of Institutional Equity and Diversity offers training such as a year-long Equal
Opportunity Institute, National Coalition Building Institute, Affirmative Action in Employment, Title
IX, Unconscious Bias, and many others. The LGBTQ Center offers Project SAFE Ally and Trans 101
workshops; the Libraries has hosted these workshops several times. Green Zone training is offered by
the Office of Military and Veterans Services.

Central HR /and GOLD Group
Crucial conversations; emotional intelligence; sexual harassment prevention
Cultural competency/diversity, sexual harassment, management skills series

disAbility training
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Diversity 360, gospelfest, power of diversity lecture series, trailblazer project, diversity awareness
training, train the champion, sustained dialogue, annual inclusion and diversity achievement awards

Diversity certificate consisting of several workshops

Faculty/Staff Development Program, Office of Diversity and Inclusion, Staff Association Council all
provide workshops/trainings/retreats.

For academic selection committees: Equity, Diversity, and Protected Disclosure, with an add-on
about implicit bias. For public service staff: Effective Communication Skills. For all staff: Respect in
the Workplace.

Full range of programs

HR training on Strategies and Tactics for Recruiting to Improve Diversity and Excellence and some
other related topics.

HR workshops

Human Resources offers many training opportunities, some of which address diversity and an
inclusive workplace.

Husker Diversity Dialogue for first year students facilitation training; ally training; social justice and
advocacy training

Implicit bias, diversity recruiting, managing diversity

Implicit bias; president & provosts leadership institute; several HR online training opportunities via
BuckeyeLearn; Safespace

Inclusive Excellence Academy courses

Many campus units open up their training to all of campus, websites and videos.

Mental health awareness, positive space workshops

Mental Health First Aid Certification Training (collaboration between Libraries and other campus
units such as the Office of Diversity and Inclusion); Assisting Library Users with Disabilities
(collaboration between university Disability Support Services and the Libraries); university Campus
Initiative: Thriving Workplace focusing on engagement and inclusiveness training provided by
Center for Leadership and Organizational Change and Office of Diversity and Inclusion; Educational
programs held throughout the year focusing on creating inclusive workplaces and encouraging an
inclusive culture offered by the Office of Diversity and Inclusion in collaboration with Libraries Human
Resources Employee Development Unit; Training workshops offered through University Human
Resources; Disability Summit; Conference on Inclusion and Diversity in Library and Information
Science offered by the College of Information Science iSchool; ADVANCE Keeping Our Faculties, and
ADVANCING Faculty Diversity Programs

Moving towards cultural competence
Multicultural training

Office of Equity & Inclusion offers Safe Space Training, Creating an Environment of Courtesy &
Respect, Racial Determination: Assumptions, Realities, and Implications for Individuals

Office of Equity and Inclusion, Office of Disabilities Support Services
Office of Institutional Diversity, Equity, Advocacy and Leadership provides dialogues for staff.
Office of Institutional Diversity and Inclusion

On-campus sessions & workshops: college/department programming, D&I, Student Affairs, Public
Safety, ADVANCE
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Online Learning Center offers online, self-paced training and workshops.
Opportunities abound from other schools, and university resources.

Our campus provides training on a wide variety of topics through various committees, offices, cultural
houses, and departments. On any and every day of the week, library staff can attend workshops,
lectures, lunch discussions, etc. on topics dealing with all aspects of creating an inclusive workplace.

Our Office of Equal Opportunity, Inclusion, and Resolution Services offers some trainings related

to diversity and inclusion. The campus LGBT Resource Center provides Safer People Safer Spaces
training workshops for university staff. These focus on improving climate, improving awareness of the
impacts of gendered and heteronormative language, and educating staff concerning gender identity or
other LGBTQA related issues. In addition, training is also available by request through the university’s
central HR office.

Our Office of Institutional Equity, Center for Sexual and Gender Diversity, and International House all
offer multiple training opportunities.

Principles of Inclusivity, Understanding Inclusivity, Inclusive Communication, Generational
Inclusivity, Sexual Orientation & Gender ID, Accessible Communities, Inclusivity Capstone

Programming through Human Resources Development, Office for Inclusion and
Intercultural Initiatives

Provided mandatory “civility and mutual respect” training for all library staff.
Safe space, unconscious bias & cultural humility training

Safe zone, green zone, multicultural communication

Six specific diversity courses are offered by university Talent Management.

Speakers from campus units, a diversity series with outside speakers organized and funded by the
provost. Workshops provided by the chancellor’s committees on the status of women, blacks, LGBT,
Asian Americans, Latinos, and Persons with Disabilities.

Summer Institute on Diversity Education (SIDE); SafeZone Training

The intergenerational workplace; Microaggression Intervention Training; Multi-cultural fluency; True
Impact of Race in Medicine

The library provides internal training on diversity topics. Support for leveraging diversity is included in
all supervisors’ performance plans, and training in performance management includes this.

The Office of University Organizational and Professional Development maintains a dedicated diversity
track with three certificate levels. Several library employees have attained certificates and attended
diversity development courses. The SafeZone program offers training around issues pertaining to the
LGBTQ+ community. The Intercultural Engagement Center and the Office for Inclusion and Diversity
host additional workshops across campus.

The university has organized conversations about race several times a year.

The university has recently developed a program on Critical Conversations for the campus community
focusing on issues such as unconscious/implicit bias, micro-aggressions, cultural appropriation,
and privilege.

The university has training that is required for all faculty and staff to take each year. TItle IX and
Sexual Misconduct training; and Preventing Discrimination and Harassment. There are other optional
sessions offered by the Office of Equal Opportunity, for example: Civil Rights at Work; Diversity Skills
for Collaboration; Americans with Disabilities Act: An Overview; and Preventing Sexual Harassment in
Your Workplace.
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There are some training opportunities.
Title IX training
Training is provided through the university’s HR division and also the Office of Institutional Equity.

Training provided by the Performance Development group and through Employee Resource Groups
(ERGS)

Unconscious bias training, the business case for diversity, bias reduction for search committees

University HR provides training for the library through its Talent Development workshops, such as
“Diversity in the Workplace,” and the Institutional Diversity, Equity, and Affirmative Action program
also offers workshops on topics such as sexual harassment prevention.

University HR staff, Office of Student Engagement, Law School Diversity Office, and Women’s Center
Various program offered by university HR and Diversity, Equity, and Multicultural Affairs

Various trainings offered by the Office of Diversity.

We have LGBTQ ally training open to all on campus.

Workshops through HR; Inclusive Campus workshops and initiatives

Training provided by local community groups N=10

American Family Dream Bank

Charlottesville Human Library

Diversity Consortium Trainings

Greater Pittsburgh Higher Education Diversity Council: topical presentations at meetings

Metropolitan Community College Allies in Action conference; KS State Transgender Education
Program (KSTEP); Showing Up for Radical Justice (SURJ) Kansas City training opportunity -
Ally Training

Programs hosted by Ames Public Library
Race Dialogues

Resilient, Relaxed Conversation workshop
SLA-Philadelphia Chapter

The Dialogue on Race Group of Montgomery County, a local nonprofit, has worked with the University
Libraries to conduct dialogues on campus.

Training provided by professional associations N=25

2016 ARL Fall Forum on libraries and archives as agents of social justice, and other webinars
ACRL,ALA,ARL

ALA, ACRL, NCORE

All that ALA, ACRL, FLA, NEFLIN, and ASERL provide.

American Library Association; Association of Research Libraries and Music Library Association
Diversity & Inclusion Initiative (host institution); Maryland Library Association

ARL Diversity Conference (UCLA 2016)
ARL Fall Forum last year and ALA (SIG)
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ARL, ACRL, ALA

Cornell Diversity Certificate

CUPA-HR has provided training attended by the HR Manager.
Diversity and Inclusion workshops through BC Library Association
Encourage staff to attend these opportunities at ARL, ALA, ACRL, etc.

In recent years, we have not taken advantage of any workshops offered by professional associations. We
have worked actively with the American Library Association to host sponsored programs, including
“Latino Americans: 500 Years of History” and “Native Voices: Native Peoples’ Concepts of Health

and Illness.”

Leadership Strategies Foundation Facilitation Training

LLAMA & ALA webinars

National Association of Diversity Officers in Higher Education conferences
National Diversity in Libraries conference

Society of Human Resource Management

Some staff have attended some webinars or other trainings through the American Library Association
(or other related organizations), though most of these have been on an individual level.

The Libraries has sent several librarians to the Minnesota Institute for Early Career Librarians from
Underrepresented Groups.

The library offers several webinars throughout the year sponsored by ALA and other professional
associations. These webinars cover all aspects of promoting an inclusive workplace.

This varies by specialty within librarianship and librarian preference and the support is available to
all faculty librarians, and is in the travel/professional development budget. In the past year, the UL
has supported travel for a faculty librarian request to attend the Minnesota Institute for Early Career
Librarians; and five librarians used their professional development funds to attend the National
Diversity in Libraries conference in August 2016.

Webinars from associations
Webinars, workshops at conferences

Workshops supported through professional development funds

Other training opportunity N=15

Annual Diversity Summit held by the university system offers several breakout sessions in addition to
keynote and special speakers.

Diversity & Inclusion Working Group Mini-Retreat with Mark Puente (ARL)

DJA Consultants

External consultants, such as DeEtta Jones and Veronda Pitchford, also educators in library science,
such as Nicole A. Cooke

Forum on Workplace Inclusion; Diversity 3.0

In the past, we have also brought in individual cultural diversity trainers/consultants to conduct
workshops for staff.

Jointly sponsored initiatives and bringing consultants in to give workshops.
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Library OUCH Training

Local library consortium has a diversity committee that is putting together some
additional opportunities.

Panel discussion regarding breaking down barriers to information access.
Student organizations, university lectures program

The Triangle Research Library Network Management Academy dedicates a significant amount to
diversity and inclusion.

The university offers other conferences, programs, and summits on diversity issues, which interested
staff may attend.

Various local opportunities with public library system, schools within Penn, non-profits in
West Philadelphia

We have an outside consultant who has worked with us for nearly 10 years offering training on a variety
of issues.

14. Please enter any additional comments you have about library efforts to promote an inclusive
workplace. N=21

Diversity is one of the six values the library has identified for ourselves. This means it gets integrated
into many library HR processes.

I am fairly new to the organization. This does not seem to be a big focus for the organization currently
but I hope that we make progress in this area soon.

In addition to these training opportunities, the University Libraries Diversity Council and InclusiveVT
representative monitor campus climate assessments, meet with other library component groups to
discuss diversity/inclusion issues, and communicate with the Virginia Tech Vice Provost for Inclusion
and Diversity about issues affecting library employees.

In February 2017, INLP (Indigenous Nations Library Program) organized a program (The Ongoing
Struggle: Abolishing the Racist Seal) about UNM’s offensive seal. This program, presented by the
campus Kiva Club, was held in the University Library, and open to the entire campus community.

Launched a Leadership Academy, which includes a component on diversity and inclusion.

Library staff who participate in community engagement efforts to collect oral histories and digitize
historical documents in minority communities benefit from the interaction.

Most of the local opportunities are offered by specific employers for their own workforce.

Paid for the library representative to the campus Academic Council for Diversity & Inclusivity to attend
the ARL National Diversity in Libraries Conference.

Several faculty are involved in Inclusive Campus, an initiative to provide education and discussions
about a broad range of topics related to diversity and inclusion.

Sexual Assault Prevention and Education Center training opportunity — Bringing in the Bystander;
Office of Multicultural Affairs training opportunity - Social Justice Fellows Program, Diversity &
Social Justice Trainings, Coffee Talk Series, Faculty Book Club; Office of Diversity & Equity training
opportunity — Annual Enhancing Cultural Competency Conference; Center for Sexuality and Gender
Diversity in partnership with the Office of Multicultural Affairs training opportunity — Safe Zone; ADA
Resource Center for Equity and Accessibility training opportunity - ADA Training; Counseling and
Psychological Services (CAPS) training opportunity - Mental Health First Aid in Higher Education;
School of Social Welfare training opportunity — Social Work Day with Dr. Shakti Butler, Understanding
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White Privilege: A 21st Century Leadership Capacity and Introduction to Strategic Questioning: A
Strategy for Social Justice; Institutional Opportunity & Access training opportunity - Harassment,
Discrimination, Sexual Misconduct, and Sexual Violence Reporting Obligations for New Faculty and
Staff, Unconscious Bias Training, Understanding IOA Policies and the Complaint Investigation Process

The HR search committees are also made up of diverse and different staff throughout the library.
University librarian works with the ARL Diversity program as a mentor. HR staff member’s title and
job description were changed to include the initiatives of diversity and inclusion for the library staff and
students: Diversity, Campus Partners, and HR Development Team Leader

The Libraries has formed a Diversity and Inclusion Working Group to work on the results from
ClimateQUAL and to collaborate with Libraries HR, CMEP, and Office of Equal Opportunity.

The Libraries’ Diversity Committee has sponsored a variety of activities to promote an inclusive
workplace. These include hosting workshops, organizing groups to attend campus events and visit
campus exhibitions, creating e-board content related to monthly diversity observances.

The library invests in recruiting diverse applicant pools for all posted vacancies.

The library makes excellent use of the library’s diversity committee to develop and host programs on
inclusion and related cultural awareness issues.

The library works closely with the university administration on diversity and inclusion initiatives.

The topics covered by all of these groups include everything from having crucial conversations to
creating a safe and empathetic work environment to working with colleagues from a variety of different
backgrounds and identities.

We are launching an informal lunch series entitled “Diversity Cafe” after testing the concept within the
Library Diversity Committee. We hope to conduct another climate survey in the near future.

We do several trainings/workshops in response to local and world events. For example, we had a
post election workshop that allowed anyone wishing to participate a chance to come and share their
thoughts/experience.

We have found it very helpful to have campus partnerships to help us identify possible training, and to
also provide relevant training for our staff.

We have requested approval to be granted by the administration to add a librarian position to be
dedicated to the ACRL Diversity Resident program. We are awaiting approval. We also conduct
training related to inclusion, have diversity and inclusion as part of our core values, and partner with
student organizations such as the Student Disabilities Resource Center.

FUNDING FOR DIVERSITY INITIATIVES/PROGRAMS

15. Does your library have funding dedicated specifically to supporting diversity/inclusion initiatives
or programs? This funding could be in support of professional development, programming or
workshops, recruitment, training, etc. N=67

Yes 35 52%
No 32 48%

If yes, please answer the following three questions.

If no, please continue to the next section.

SPEC Kit 356: Diversity and Inclusion



16. Please identify the funding source. Check all that apply. N=35

General library budget 34 97%
Parent institution resources 13 37%
Private foundation grants 7 20%
Federal grants 3 9%
State grants 1 3%
Other source of funding 7 20%

Please briefly describe the other source of funding. N=7

ARL Initiative to Recruit a Diverse Workforce (one award to a staff member)

Dean’s discretionary stipend; gift funds

Donors are given the opportunity to contribute to the diversity fund and have done so in the past.
Private donors and revenue generated from library activities.

The generosity of the Libraries’ Board funds many of our diversity programs.

The Library of Congress general budget funds the eight-person Office of Equal Opportunity and
Diversity Programs as well as numerous training and awareness events for staff. Occasional private
donations also fund events and exhibitions. The Library of Congress identifies need and then seeks a
donor if the event cannot be funded within the congressionally appropriated budget.

There is also a dean’s discretionary fund that has been used for DEI efforts such as facilitation training,
which is intended to be applied for both meeting facilitation and diversity facilitation.

17. Please identify which activities the funding supports. Check all that apply. N=35

Professional development 27 77%
Workshops 25 71%
Program development 24 69%
Leadership development programs 22 63%
Recruitment efforts 21 60%
Travel 20 57%
Campus outreach 14 40%
Retention efforts 12 34%
Community outreach 10  29%
Research leave/time off 7  20%
Other activity 5 14%

Please briefly describe the other activity. N=5

Librarian working on a federally funded grant documenting the Black Lives Matter movement. Grant
funding has also supported an oral history project that has made special efforts to capture the stories of
those from underrepresented groups.

Library residency program

Support for tuition for one course per semester at accredited institutions
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18.

19.

There is a two-year visiting librarian position to help increase D&]I in our special collections that
focuses on African-American collections. Once the DI plan is complete we will identify a budget to
support. The position is funded through salaries. Other funds will come from professional development
or operational funds.

We have had a diversity residency program for at least 10 years that supports a new librarian interested
in an academic library career. This program is funded through the general funds. We occasionally
sponsor exhibits and other outreach programs with support from grants.

Over the past five years has the level of funding increased, decreased, or stayed about the same?
N=35

Increased 16 46%
Decreased 2 6%
Stayed about the same 17 49%

Comments N=8

Campus funds support professional development and research for underrepresented faculty. In some
units (not the library), cluster hiring resulted in a cohort of related hires.

Funding for resident librarian program (2 positions)
Funding has been made available over the past five years.

In recent years, we have successfully applied for two ALA grants to host programs and traveling
exhibits that engage traditionally marginalized communities. We currently sponsor one Resident
Librarian through the Diversity Alliance pilot program.

Increased number of diversity residents. Increased number of programs and workshops. Increased
recruitment activities. Increased funding for travel & attendance at conferences focused on
diversity and inclusion. Increased number of individuals attending conferences focused on diversity
and inclusion.

The Diversity & Inclusion Specialist position was created in 2015 and a programming budget was
added to that position. The Library Diversity Council has been active for over 20 years and has a yearly
operating budget.

The library has engaged in a substantial interdisciplinary, inter-institutional public humanities project
by providing technical expertise, equipment, and space. The Colored Conventions Project identifies and
transcribes proceedings from the Colored Convention movement and makes the materials available to
students, scholars, and the community.

There is no longer a dedicated Diversity Librarian position as the previous person was promoted to a
chair position.

Please enter any additional comments you have about funding for library diversity/inclusion
initiatives/programs. N=16

Answered Yes N=10

Diversity initiatives go beyond the library. We are highly involved in programs on campus and have
been recognized as campus leaders in diversity.

Funding is primarily focused on our fellowship/residency program.
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Funding provided by the Libraries administration to support education/training workshops, Town
Hall meeting, focus groups, etc. Library Staff Research Fund to support scholarly research on diversity
issues. Office of Diversity and Inclusion offers the following grant programs to encourage diversity/
inclusion initiatives/programs on campus: Moving Maryland Forward and Rise Above Grants.

Our development officer is continually looking for donors to support our diversity programs of
Information Specialist Internship Program, (ISIP) aimed at second and third year undergraduates from
diverse backgrounds and the Diversity Resident Librarian.

Our Diversity Council does not have regular funding for programs, recruitment/retention, or
workshops. We request funding from the dean of libraries on an ad hoc basis.

The dean has funds available for staff development that can be requested for diversity/inclusion
programs on a case-by-case basis.

The library development office is fully aware of diversity initiatives that may be attractive to donors.
When they encounter a donor with diversity related interests, they meet with the Diversity and
Inclusion Specialist to discuss the possibilities.

The main diversity/inclusion funding initiatives indicated above have been mostly in support of our
library residency program, including enhanced professional development support and attendance at
specific programs (e.g., the MN Institute for Early Career Librarians) for the participating residents.
We have used other discretionary funds to support separate events, such as a recent visit by a cultural
diversity consultant, but aside from the residency program we do not have any funds specifically
dedicated to diversity/inclusion initiatives/programs. Aside from funding the library residency
program, there is no specific funding set aside for other diversity/inclusion related programs. If a
program is proposed, funding is provided on a one-time basis.

There is not institutional funding dedicated to all diversity programs, but there are opportunities to
request additional funding.

We are actively seeking development dollars to support some programming.

Answered No N=6

Funding can be provided if justified.
Funding is available, but it is not a dedicated line.

Over the past five years, the dean of libraries has used unrestricted gift funds to support diversity/
inclusion initiatives and programs. This includes activities such as providing the Library Diversity
Committee with a small budget, sponsoring staff members to attend the 2016 National Diversity in
Libraries Conference, and paying for workshops on creating cohesive communication in the library.

The Diversity & Inclusive Excellence Working Group was established in January 2017 thus no previous
budget was established. A budget of $2600 has been requested to support programming efforts for
fiscal year 2018. At the time of survey completion budgets for FY18 have not yet been determined.

The Libraries collaborate with parent organizations such as the Disability Resource Center,
Multicultural and Diversity Affairs, Office of Graduate Minority Programs, International
Student Services, the Office of Institutional Equity and Diversity, and Training and
Organizational Development.

The library offers a named scholarship/assistantship that supports library employment of a student
registered with the institution’s Disability Services.
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RECRUITMENT STRATEGIES

20. Has your library developed any strategies specifically to increase the pool of ethnically/culturally
diverse job applicants? N=68

Yes 54 80%
Not yet, but we plan to 7 10%
No 7 10%

If yes, please indicate which of the following strategies your library has used. Check all that apply.
Also indicate up to three of the strategies the library has used that have been most successful.
N=54

Train search committee members on how to develop an diverse 42 16
candidate pool

Target job ads to participants in programs such as Spectrum, ARL ! 13
programs, efc.

Support ARL initiatives intended to attract diverse individuals fo the 4 1
profession

Offer a post-LIS residency program for diverse individuals 21 14
Partner with professional, local, or student organizations to aide in the 20 3
recruitment of diverse individuals to the profession

Partner with LIS program to offer a practicum experience to diverse 14 3
individuals

Provide financial support to diverse staff to attend LIS programs 14

Support LIS scholarships intended to attract diverse individuals o the 13 2
profession

Offer a pre-LIS fellowship or internship program for diverse individuals 8 4
Other strategy 19 4
Total Respondents 54 32

If you selected “Other strategy” above, please briefly describe the strategy. N=19

ACRL Diversity Alliance
Added diversity statement to librarian recruitment process.

As part of our recruiting efforts for our post-LIS residency program, we have visited the LIS program
at an HBCU. When visiting other library schools, we have contacted affinity groups at those schools to
specifically target students from underrepresented groups.

Directly invite diverse candidates to apply for positions.
Encourage diversity in selection of search committees.

Financial support is provided through tuition remission for all employees of the university system.
(University of Nebraska-Omaha provides the LIS program through the University of Missouri.)

HR has redacted names and any personal information from candidate resumes and applications so that
reviews and selections will be more objective and based more on skills and qualifications.

In 2014, university administration adopted a recommendation from the Diversity Council to add a
statement to further the goal of recruiting more diverse faculty. This is required and the UL complies.

Jointed the ACRL Diversity Alliance and have created a resident librarian position.
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Recruiting early career librarians (rather than requiring the standard 3-5 years experience) allows the
most diverse applicant pools.

Recruiting in venues that attract diverse audiences.

Target job ads to be distributed on ethnic caucus and other related listservs such as APALA, BCALA,
ACRL Residency Interest Group, etc.

Targeting specific listservs and job boards, highlighting diversity on website, diversity statement in
postings, direct person-to-person recruitment efforts.

The library participated very successfully in the CIRLA (Chesapeake Information and Research
Library Alliance) post-LIS fellowships that concluded several years ago. Several CIRLA Fellows
gained permanent jobs at the library and at least one, a member of a minority group, has moved into
management here.

Through personal invitation to apply for positions within the libraries.
We are piloting a residency program beginning FY2018.

We have been experimenting with redacting different information from resumes in the initial stages
of review.

We recently revised our position advertisements to include expanded, explicit statements about the
value we place on diversity, and inviting candidates who identify as being from underrepresented

groups to apply.

We target diverse organizations and listservs.

21. Have applicant pools at your library become more diverse in the last five years? N=55

Yes 29 53%
No 26 47%

Comments N=24

Answered Yes N=8

Anecdotally, yes.

Increased pools are due both to campus and library efforts.

It is still a struggle.

Largely due to the university’s outreach and establishment of a partnership with the city.

Pools are increased in diversity. Hiring statistics remain flat for all but African American, which
is down.

This is difficult to measure because the library did little hiring from external postings for professional
positions from 2003 through 2013. The library has increased its external professional hiring in
2014-2017 and has actively recruited for diversity. Since 2014, the library has implemented veterans’
preference, which as implemented here allows extra credit for military service. Veterans tend to be a
diverse group.

We have also relied on our staff to help us recruit diverse candidates.

Yes, but I have no data to support that feeling.
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22,

Answered No N=10

Although the post MLS residency program was intended to hire diverse faculty in the UL, we were
prohibited from limiting the position to only diverse candidates. This program ceased in 2008.
Demographic information on applicants is not shared by university HR.

Not sure because of my limited time here.

The areas of growth have become more and more selective and niche in various fields of librarianship.
The information is unclear on how it is tracked.

There has been an increase in male applicants, but the number of racially diverse applicants has
remained mostly unchanged.

There is no method of tracking this in place, so this is anecdotal. We have seen an increase over the past
10-20 years.

They have remained approximately the same.
This is difficult to assess within our institution [due to] lack of data regarding applicant pools.

We don’t track the diversity of our hiring pools.

Additional comments N=8

Unable to identify data to support responding to this question.
We do not have data to demonstrate an increase or decrease.
We don’t have the data to answer this question.

We don’t know because we do not track this data at the library level. Our Institutional Diversity, Equity,
and Affirmative Action office monitors this information.

We have not analyzed any data yet to determine the success of our recruitment efforts in the area
of diversity.

We haven’t kept stats on this, and I’ve only been here four years, so it’s hard to say.

Has your library encountered any perceived barriers to recruiting diverse applicants for vacant
positions? N=59

Yes 37 63%
No 22 37%

If yes, please briefly describe the barrier and any success the library has had in overcoming it.
N=37

Occasionally, barriers may be prevalent due to tendency to look for commonalities in the candidate.
There is the possibility of subconscious bias at work that we may not be aware of. Claims that there are
no minorities in applicant pool. Sometimes minorities may not be screened in because (a) others more
qualified were selected for interviews, (b) some minorities didn’t meet minimum qualifications.

Additional requirements and longer timelines for recruiting internationally.

Applicant pool of librarians is already not very diverse and geography works against us. Our
local community is not particularly diverse and that discourages some from applying or from
accepting offers.
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Barriers experienced by most libraries—scant candidates.

Barriers include few diverse students graduating from LIS programs, being located in a relatively
unexciting Midwestern non-diverse area.

Boston’s reputation as a city that is not welcoming to diverse communities is our biggest challenge.

Campus and community are not seen as diverse or welcoming of individuals who are
traditional culture.

Failure to reach applicants from traditionally marginalized communities; some search committees
have addressed this by targeting specific listservs and LIS diversity programs. Many search committees
within the University Libraries struggle with the pre-conception that applicants from traditionally
marginalized communities will not want to come to a Predominantly White Institution in Rural
Appalachia; we have had success in recruiting applicants to our Diversity Resident program. We have
begun to see more diversity in our applicant pools, but recruitment and retention remain challenging.

Geographic location, lack of diversity in library, campus and local community. No successes in
overcoming barriers, yet.

Identifying triggers in the employment cycle that affect the recruitment of women, minorities, and
persons with disabilities across the agency has been the best step in overcoming barriers in recruiting
diverse applicants.

Implicit bias training for hiring managers.

Incorporating language in job postings that aligns with university policies has been an obstacle.
Partnering with our Office of Diversity and conveying our diversity goals to upper administrators has
allowed us to be successful.

Issues that are mentioned are the pipeline, the lack of diversity in the community, etc. We have also had
trouble retaining folks and salary may be an issue.

It continues to be difficult to identify qualified candidates from a wide range of all of our positions;
however, all library search committees are required to have a diversity advocate who will serve as
avoice, visible presence, and resource on the committee, including understanding campus policies
and procedures, working with HR and library faculty on recruitment, and helping assure that search
processes are fair. All search committee diversity advocates receive training from the campus.

It seems that we don’t get very many candidates from diverse backgrounds. It seems to me that it
comes down to how many diverse graduates there are; there just don’t seem to be very many in the
candidate pools.

Knowing where to post for a more diverse pool.

Lack of diversity in applicant pools

Lack of diversity in LIS program graduates; a geographic location that it is hard to attract applicants to.
Lack of diversity within the organization

Lack of in-depth education of the search and screens, limited time and resources to post in all of the
available sources, and being a northern state with cold and snowy winters. We hope the efforts of the
Equity and Diversity Committee and subcommittees will assist in overcoming the first two.

Limited by the lack of diversity in the librarian candidate pools.
Location in the South is always a barrier for us.

Location is perceived as a barrier. We are located in a rural area 3-4 hours from major
metropolitan areas.
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Location of state, state politics, budget cuts, and guns on campus.
Location of the university might be a barrier.

Our institution is located in a very rural area that has little racial and/or ethnic diversity. It’s been hard
recruiting a diverse workforce, especially recruiting people of color, to such a rural community.

Our rural location
Reluctance on the part of some applicants to relocate here and the perceived quality of public schools.

Rigid, cookie-cutter job postings and job requirements that have not changed in years. The same job
postings with the same language and requirements yield the same applicant pools. This is starting
to change this year after the library hired outside consultants to review the recruitment process and
make recommendations.

Salary levels; percentage of diverse applicants in application pools

The city is much more diverse and cosmopolitan than most people realize so we try to sell the area in
our job announcements.

The general climate in the state regarding diversity has a chilling effect.

Though we post our vacancies in a variety of places, our applicant pools remain homogeneous,
especially for faculty positions.

We are often limited by the diversity experienced in library schools.
We have a geographical barrier because of a lack of diverse populations.

We have found that the current political climate in our state has affected diverse applicants from
applying to some of our positions.

With many positions, finding the right skill set means a small pool of candidates and difficulty in
identifying candidates

Additional comments N=3

Traditional recruiting practices do not always align with diversity efforts and purposes.

The current climate of North Carolina’s state government, including the passage of HB2, has definitely
hurt our recruiting efforts.

Unable to identify specific data to support responding to this question. At a campus level, the university
issued an optional survey in Fall 2016 to all employees to understand housing needs in recognition of
the high cost of living in the area. Though not supported by data, there is some sense that the high cost
of living may be a barrier to recruiting at a campus level.

RETENTION STRATEGIES

23. Has your library developed any strategies that assist in the retention of a diverse group of
employees? N=68

Yes 48 1%
No 20 29%

If yes, please indicate which of the following strategies your library has used. Check all that apply.
Also indicate up to three of the strategies the library has used that have been most successful.
N=48
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Strategy Have used  Most successful

Onboarding/orientation program for new staff 39 7
Leadership development and training opportunities 36 13
Mentoring program to help librarians attain advancement and/or tenure 3 10
Support membership in or engagement with parent institution diversity 29 9
affinity groups

Support membership in or engagement with ALA ethnic caucuses 21 5
Minority/diversity residency program 12 9
Writing workshops 8 0
Minority/diversity fellowship program 4
Other strategy 13 6
Total Respondents 48 29

If you selected “Other strategy” above, please briefly describe the strategy. N=13

An important strategy for us has been our director’s personal involvement and strong advocacy.
Challenging language in and requirements listed in job postings.

Having a diverse staff helps retain a diverse staff. Individuals from underrepresented groups are
not isolated or alone when there is broader diversity throughout the library and campus. Providing
opportunities such as affinity groups and diversity committees for those who wish to connect

or contribute in that way. Ensuring that supervisors and managers are welcoming, inclusive,

and respectful.

In light of recent changes in the national climate we initiated a series of open discussion forums for
employees to share their experiences with diversity and inclusion, and brainstorm ideas for how the
Libraries can contribute to a more positive climate.

Our library has joined the ACRL Diversity Alliance.
Residency program is being planned now with first hires in Spring 2018.

The library in 2014-2017 has offered several professional opportunities limited to applicants from
within its technician (support staff) ranks. This has helped the library retain some excellent employees
who would have left for opportunities at other institutions.

The UL has a mentoring program that supports each tenure-track untenured faculty member to
promotion and tenure; however, this program is for ALL untenured faculty, it is not limited to
diverse faculty.

These strategies are inclusive for all library employees. We have also specifically funded travel to and
participation in non-ALA events including “The Bench by the Road Project” sponsored by the Toni
Morrison Society, and the Society of American Archivists (SAA) “Liberated Archives.”

We became a member of the National Center for Faculty Development and Diversity. The library has
encouraged our faculty to participate in the weekly projects and workshops, and have sent a junior
faculty member to the Summer Boot Camp in order to assess its effectiveness for library faculty.

We have a writing group that all new librarians are encouraged to join. This is a support group to help
new librarians with their research and scholarly activity. It has been very successful and popular.

We have recently proposed a librarian career pathway for student workers in underrepresented groups.
Also, we became members of the ACRL Diversity Alliance in February and are still in the planning
stages for two residency positions.
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24.

25.

We include our diversity statement in all of our recruitment postings.

Has your library made any changes to these programs over the last five years that have improved
retention outcomes? N=50

Yes 10 20%
No 40 80%

If yes, please briefly explain the changes. N=10

Ensuring that all staff go to the orientation program for new staff versus allowing it to be optional.
Have our diversity residents focus work in a department rather than across several departments.
Implemented diversity residency program.

More support for professional development in general and leadership development in particular.
Opportunities have increased at the institutional level.

Our writing group was established three years ago. It has been very successful in helping our new hires
work through the promotion and tenure process.

Too recent to evaluate.
We continually assess to make any needed updates.

We have added an element in our annual performance review process, calling for each staff member to
identify learning goals in this area. Also, we have earmarked travel funding to support attendance at
D&I programs, in addition to the support we have always offered for attending professional conferences
and job-related training events.

We joined the ACRL Diversity Alliance last year and significantly modified the residency program.

Additional comments N=2
There are more programs and less retention. The path to success requires excellence in librarianship,
significant accomplishment in scholarship, and acceptable service. It is a challenging journey for all.

These programs have been very recently implemented.

Has your library encountered any obstacles to retaining a diverse group of employees? N=55

Yes 24 44%
No 31 56%

If yes, please briefly describe the obstacle and any success the library has had in overcoming it.
N=23

A previous staff member had difficulty with connecting with individuals from their culture. They
suggested that we provide at minimum a list of community resources for diverse employees as part
of onboarding.

Assisting residents in finding permanent employment.

Campus and community climate; lack of targeted retention programs for library employees; lack of
specific goals for recruitment and retention of various groups.

SPEC Kit 356: Diversity and Inclusion

4



Due to issues with promotion and tenure and opportunity for advancement, we have lost faculty. We
have not focused on diverse staff attrition.

Lack of affinity groups. Mentoring program has been facing challenges.
Lack of diversity in library, campus, and local community
Location of state, state politics, and guns on campus

Many advancement opportunities exist for underrepresented minorities. We have very few
opportunities for advancement to higher levels and so individuals go elsewhere to find those upper level
positions. Past perceptions that underrepresented minorities were not treated fairly still persist. We are
trying to change that perception. It’s slow progress.

Our appointments as faculty bring added complexity to the work of librarians. The mentoring program,
the writing groups, individual liaisons from the Promotion & Tenure Committee, and a variety of
workshops help colleagues to feel motivated, supported, and valued.

Our salaries are not competitive enough.

Recruiting and retaining diverse groups of employees has been problematic because the applicant pool
is not diverse.

Retention in general is an issue for our organization as staff employees can only get promoted through
open recruitment. This often means that individuals have to leave the department in order to get a
higher title or pay.

Rural location

Salary levels; availability of permanent positions; regional obstacles (some areas have limited
community opportunities and engagement)

Small community that doesn’t offer sufficient personal resources for some underrepresented employees.

The current climate of North Carolina’s state government, including the passage of HB2, has also hurt
our retention efforts.

The local community is not very diverse, creating a sense of isolation.

The major obstacle is budgetary. The library simply did not have funds to fill many positions. In the
past three years we have been able to fill more professional and advanced technical positions, greatly
improving our ability to retain a diverse group of employees.

We are willing to hire diverse librarians with no professional experience. Once they have professional
experience, they are able to get jobs in more prestigious libraries in more exciting cities with
better weather.

We have lost some diverse employees due to the climate surrounding diversity issues in the state.
We have lost two URM in the last year.
We just don’t see them in our applicant pools.

We’re nowhere near as diverse as is our student population.

Additional comment N=1

None noted in the last four years. We did very little hiring up until a few years ago, so we have a large-
ish cohort going through the promotion and tenure process right now. So far, retention hasn’t been
a problem.
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DIVERSITY AND INCLUSION EVALUATION

26. Has your library developed any measures to evaluate the success of efforts to recruit a diverse
workforce? N=68

Yes 10 15%
Not yet, but we plan to 25 37%
No 33 48%

If yes or you plan to, please briefly describe those measures. N=24

Answered Yes N=10

For our administrative staff positions, all applicants are asked to complete a confidential diversity
survey when they apply online. We plan to include librarian positions to the online application
process shortly.

In accordance with our affirmative action plan.

Measure faculty and staff search data: position, where advertised, applications received, candidates
interviewed, offers made, offers accepted; measure applicant pool with gender and ethnicity summary;
measure interview pool (# of candidates, sex, race/ethnicity of candidates interviewed).

Search committee training has been established as a measurable diversity goal for 2017-2018.
The agency is currently working on a strategic plan for targeted outreach and recruitment.

The library reports its staffing, broken down by race, in every annual report. This permits a year-to-
year comparison of recruiting/retention efforts.

We have a metrics and environmental scanning team as part of our overarching diversity initiatives.
We have reviewed the outcomes of recent search efforts.

We keep track of applicant pools. However, not all applicants disclose their race/ethnicity, making
measurements incomplete.

We routinely monitor EEO totals for library staff to be cognizant of diversity.

Answered Not Yet N=14

Anticipate changes in institutional recruitment procedures that will allow for more assessment
of practices.

Census Bureau, regional, university, staff environmental scans and metrics

Due to a transition in our human resources information system we can now more immediately
assess the diversity of a given recruitment at any point in the recruitment process. We can extend a
recruitment and try additional recruiting strategies if we feel a pool is not diverse enough. We look
at the diversity of applicants in the pools and will be looking at the number of diverse hires based on
the pools.

Not developed yet.
Our strategic plan includes a goal to study and develop measures.

The assessment librarian will be working with the Office of Multicultural and Diversity Affairs to
identify implicit bias in library operations, administration, and outreach.
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The university has a regular diversity assessment (quantitative) for staff that we respond to annually.
They have also recently done a DI survey for the campus and the results for each area will be
distributed soon. The Diversity & Inclusion Working Group is making a recommendation to measure
and evaluate recruitment efforts, but not exactly sure what that will look like, yet.

This sounds like an approach we will be able to implement now that we hired an assessment
coordinator. We are interested in a more systematic approach and have the opportunity to implement it.

We are aware of issues with assessment in this type of work and are looking at ways to track it in the
Libraries and the university.

We are planning a periodic analysis of applicant pools.

We don’t have an established assessment strategy yet to evaluate the success of diversity recruitment
efforts, however we are developing library-wide assessment strategies and diversity related efforts will
be one of the assessment areas.

We hope to start benchmarking our efforts against other institutions.
We need to develop a way to measure where we are finding diverse candidates.

We're collecting statistics on the placement of job vacancy ads and the impact on the diversity of the
candidate pool.

Answered No N=1

Parent institutions does this.

27. Has your library developed any measures to evaluate the success of efforts to retain a diverse
workforce? N=68

Yes 8 12%
Not yet, but we planto 20 29%
No 40  59%

If yes or you plan to, please briefly describe those measures. N=17

Answered Yes N=7

In accordance with our Affirmative Action Plan
Measure commitment to diversity perceived by exiting employees in exit survey.

Tenure and promotion continuing status for faculty positions. We have not yet developed measures
for staff.

The library reports its staffing, broken down by race, in every annual report. This permits a year-to-
year comparison of recruiting/retention efforts.

The university administers staff surveys that provide some relevant information.

We are participating in the university-wide climate survey and will be able to obtain library specific
data. Once we have the data, we plan to conduct interviews and focus groups to dig deeper into themes.

We use exit interviews as a measure.
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28.

Answered Not Yet N=10

As part of our annual retention analysis we will try to look at available demographic information.
Not developed yet.
On-boarding, stay interviews, supervisor incentives

Same as above. This sounds like an approach we will be able to implement now that we hired an
assessment coordinator. We are interested in a more systematic approach and have the opportunity to
implement it.

The Diversity & Inclusion Working Group is making a recommendation to measure and evaluate
retention, but not exactly sure what that will look like, yet.

This will follow from our interaction with the Office of Multicultural and Diversity Affairs.

Through the strategic plan for targeted outreach and recruitment we will have measures to evaluate
our efforts.

We anticipate establishing measurable goals based on results of a staff climate survey administered this
past spring.

We don’t have an established assessment strategy, yet, to evaluate the success of diversity recruitment
efforts, however we are developing library-wide assessment strategies and diversity-related efforts will
be one of the assessment areas.

We will be looking at the retention numbers for staff vs. the retention numbers for our diverse
employees. We will continue to do both stay and exit interviews on their experience working for us,
including what went well and what we could have done better.

Answered No N=2

Parent institutions does this.

We measure our race/ethnicity annually. Too early to see the results. We hope the diversity alliance
residency program will help with the future of our libraries.

Has your library assessed the workplace climate? N=68
Yes 46  68%
Not yet, but we plan to 12 18%
No 10 15%

If yes or you plan to, which method(s) has the library used? Check all that apply. N=50

Survey developed by the parent institution 24 48%

Survey developed by the library 19  38%
ClimateQUAL™ 19 38%
Other method " 22%

Please briefly describe the other method. N=11

Baldrige Assessment

Creation of the Diversity & Inclusion Working Group
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Culture review through external consultants

Excellence Canada survey and focus groups

Gallup participation two years

LibQUAL+, internal assessment

Local survey based on precursors to ClimateQUAL (U.Washington and U. Maryland surveys).
Open forum World Cafes to gather qualitative feedback on culture.

Outside consultant

Syndio, an online survey for assessing communication and staff engagement

While we have not initiated surveys at the library, we have used surveys done by the parent institution
to assess and inform our discussions on workplace climate, e.g., Collaborative on Academic Careers in
Higher Education (COACHE) survey and those done by the Women’s Faculty Council.

29. Has your library used the results of these or any other assessment efforts to change the diversity
plan and/or diversity/inclusion programs? N=65

Yes 19  29%
Not yet, but we plan to 21 32%
No 25 39%

CHANGES IN DIVERSITY INITIATIVES/PROGRAMS

30. Please briefly describe how your library’s diversity/inclusion initiatives or programs have
changed over the last five years. N=60

A newly formed committee focused on Diversity & Inclusion.

A series of Diversity Task Forces (2013-2014; 2016) in the last five years has resulted in assessment of
the library culture; creation of an Inclusive Excellence Plan; and the formation of a standing body, the
Diversity and Inclusive Excellence Working group.

Actively being discussed at Library All Staff Meetings, programs are announced to all staff members
and encouraged to attend.

Added a residency program; joined Diversity Alliance; funding for travel to National Diversity in
Libraries conference; committed to one year of continuing education topics on diversity and inclusion.

Around 2009 our diversity committee was disbanded. As a new dean, I hope to begin these efforts
again in conjunction with our strategic planning efforts to begin in fall 2017.

Created a Diversity and Inclusion Council, launched a Leadership Academy, created a detailed
mentoring/coaching program.

Current intense focus on recruitment through retention to see what best practices can be incorporated,
as well as training possibilities.

Diversity Advisory Committee and diversity and inclusion initiatives/programs have changed from
focusing on social responsibility to specific strategic goals and initiatives based on our internal climate
assessment of our organization, which in turn informed our Diversity and Inclusion Strategic Plan.
Libraries senior leadership has charged the Diversity Advisory Committee to work towards a more
diverse/inclusive workplace.
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Diversity Committee now chaired by rotating staff with interest in and commitment to D&I. This made
the committee more progressive and action oriented.

Effort to increase post-MLS residencies and fellowships for archivists and librarians of color. Effort
to process diverse collections, especially special collections and archives. Creation of Diversity &
Inclusion Working Group in 2016. We have changed some of the hiring processes.

Established a dedicated Diversity Council comprised of stakeholders in every unit; established and
funded a diversity residency program; established liaison relationships with intercultural offices

and centers on campus; developed a librarian exchange program with Cape Peninsula University of
Technology; significantly increased the number of diversity workshops, exhibits, and speakers in the
library; incorporated diversity/inclusion workshops into bi-annual in-service day program.

Expanded and made programs more comprehensive to those already established to help students and
staff. The library has implemented Human Books this past year and will continue to include this yearly.
We have also started a program called: CWRU Global Voices, a project that celebrates the individuals
from around the world who make our community unique.

Increased awareness. Making physical changes such as gender-neutral washrooms.
Integration of a grassroots Diversity Caucus into the library’s committee structure and strategic plan.

It is now a more organized effort with better-defined programs. The Equity and Diversity Committee
and subcommittees are in their first year and we expect to see continued improvement in the
years ahead.

Less oriented toward programs and presentations designed to inform, more oriented toward open
dialogue and discussion.

More external hiring; more use of post-LIS internships and fellowships and of LIS practica.

Our campus hired its first Vice Chancellor for Diversity & Inclusion! The Libraries had a successful
and productive partnership with the vice chancellor. Some outcomes included new library programs,
participation by library staff in diversity summits, etc.

Our changes include the expansion of diversity projects and programming in the Oral History
Department, and an emphasis on partnerships with diverse student organizations for both ongoing
programming as well as special grant-funded outreach programs. In addition, faculty within the
Special Collections division have become involved with the Liberated Archives discussion through
SAA, and our Women’s Archives have taken on the job of documenting the January 2017 Women’s
Marches within the state.

Our programming for educating staff and recruiting a diverse staff have both been ratcheted up
exponentially in the past five years.

Parent institution has recently articulated a Workplace Diversity and Employment Equity Strategy to
re-affirm its commitment and to create a framework for future progress.

Previously, we had a longstanding diversity committee with only one charge: to recruit and hire the
diversity resident every other year. In 2016, when the university created new standards, we began to
reimagine the committee and the new committee members have been selected and will begin their
work late summer.

Recruitment: changes to the composition of search committees to comply with provost guidelines;
experimenting on places to post job vacancies and tracking candidate pools; training committees in
inclusion and unconscious bias. Change Makers: a program sponsored by the Women’s Center that
annually creates a cohort of staff & faculty to engage in a personal journey to create a more inclusive
environment. Library has highest number of participants from the program.
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Substantial increase with in-house programming, including training workshops, exhibits, etc.
Increased collaboration with university Office of Diversity and Inclusion; increased communication of
development opportunities available elsewhere in university (lectures, workshops, etc.)

The dean’s involvement with the Diversity Committee signified a greater importance to the effort. We
have embedded diversity into the overall strategic plan, making sure we look at every initiative from a
diversity perspective.

The Diversity Committee has a clear purpose and greater visibility but still needs to conduct training
and offer programs to improve this area.

The Libraries’ Diversity Committee has become much more active, going from offering a few events

a year to now offering monthly diversity-related programming. The programming offered by our
Director of Program Planning and Outreach has had an increased focus on issues relating to diversity
and inclusion.

The library has expanded collaborations, community engagement, and partnerships.

The library has modified a position that was inside HR and focused on development into a Diversity &
Inclusion Specialist position that reports directly to the dean.

The library’s interest and emphasis in promoting diversity and inclusion is unchanged. The university is
placing more emphasis on diversity and inclusion in its HR practices.

The programs and plans of the Diversity Committee have changed with the new membership roles.
Younger staff have joined and focus has shifted to unconscious bias & microagressions.

The quantity and depth of diversity activities and training has increased in the past five years, including
numbers of library staff engaged at various levels.

The required diversity preference was added in 2014.

There has been a greater focus on ensuring that diversity and inclusion is woven into the fabric of all we
do and less as stand-alone initiatives.

They have not changed much in the past five years, but I anticipate that there will be change within the
nextyear or so.

This has become an area of greater importance over the last five years, culminating in the last year with
the creation of a library Diversity Committee.

This is the first year of our Diversity and Inclusion working group, so it is very early to appreciate
results. I think our results will be more significant a year or two from now. We have developed a draft
Diversity, Inclusion, and Equity statement to align the Libraries to the university’s statement. We hope
to socialize these ideas and include diversity and inclusion as prominent values in our values statement.

University-wide programs have expanded in response to changing legislation, the university’s mission,
and strategic priorities.

We administered the ClimateQUAL survey over a three-week period spring 2015. This has provided us
with baseline data to help us evaluate many aspects of the workplace related to inclusion and diversity.
It has helped us begin to think more strategically about these issues and to begin to develop plans.

We are doing fewer programs with more focused efforts on microaggressions, implicit bias, creating
a welcoming and inclusive environment, communication, and conflict management training for
supervisors and leaders.

We are now offering two minority fellow positions, which are 2-year term positions. Also shifting our
focus on more inclusion rather than just diversity. We are now offering a variety of training, i.e., Trans
101, Safer Places, DBL Inclusion, etc.
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We created an inclusion director position that is a direct report to the university librarian, joined the
ACRL Diversity Alliance, started a high school internship program targeting populations historically
underrepresented in the profession, and are beginning a partnership with the only HBCU with a
library science school.

We don’t have a library diversity/inclusion program. The library relies on Human Resources to provide
programs on diversity/inclusion.

We had a program that offered a single library school student tuition support and financial support
during school and then a paid residency program after. This program was not continued because it had
little impact for the cost.

We have added diversity and inclusion as core values, and a member of our team has been through
intensive training on the topic. Our Associate Dean of Administrative Services is a member of the
Diversity Counsel, and we have focused more on bringing staff training programs to the employees
regarding diversity and inclusion.

We have become more proactive in recruiting new faculty from a diverse pool. We have increased the
number of places we advertise. We have also increased activities and relationships with groups on
campus through outreach initiatives by librarians.

We have become more systematic, more formal and also more informal, more concerned with
achieving positive, specific outcomes. Changes in the world of librarianship, especially from print to
electronic and ownership to access, demand that we be more cognizant of our faculty and staff, their
skills and their roles, and their opportunities for success.

We have broadened the scope of our diversity statement to include staff, services, and collections.

We have changed the focus of our showcase series, to offer more informal presentations than in the
past, inviting community leaders to participate in “kitchen table” conversations about issues related to
social justice, race, ethnicity, disabilities, etc.

We have created a Library Diversity and Inclusion Committee that has been charged with many
library initiatives.

We have expanded our efforts to insure our initiatives include more than just race/ethnicity. As a result,
we have had more training opportunities in the areas of age, gender, sexual orientation, language,
religion, disability and/or health status, gender identity/expression, veteran status, geographic origins,
and socio-economic status.

We have made a concerted effort to directly identify diversity in all our programs—calling it out as a
specific component in all our programs and services.

We have not had a plan or focused initiatives in the past. We now have a robust, comprehensive,
measurable plan in place, so the change is significant.

We have provided implicit bias awareness training to all staff with longer workshops for supervisors.
We are examining our employee viewpoint survey from a variety of demographic angles.

We have representation on the campus Academic Council for Diversity & Inclusion. This group is
developing a theory of change for recruiting and retaining a diverse study body as well as a diverse body
of faculty and staff.

We haven’t had any specific plans in the past, though this may change given the creation of our recent
Diversity and Inclusion Team, as well as an increasing notice on campus of issues related to diversity
and inclusion. We have also recently posted a position for an Inclusion and Accessibility Librarian.

A note that our Resident Librarian Program, while created more than five years ago, was partly in
response to campus-wide efforts to diversify staff. However, due to budget constraints the program has

SPEC Kit 356: Diversity and Inclusion

49



been reduced from two positions down to one. We have also worked to improve access to the Libraries’
collections and use of them by patrons through upgrades and additions to our adaptive technologies,
such as braille printers, a portable reading camera, and the installation of various assistive software to
our public workstations. We have also hosted a Human Library event for the past four years to celebrate
campus diversity and encourage inclusive dialogue.

We recently joined the ACRL Diversity Alliance and will be starting a diversity residency program
soon. We have hosted ARL diversity programs and try to recruit from these cohorts. We have a
comprehensive IT accessibility plan and have made changes in our website, purchasing procedures,
staff training, etc.

We’ve become more active and strategic in developing and providing programming for internal and
external audiences.

With the changing of job duties of the Diversity Librarian there has been a lack of leadership and plan.
The plan has not been updated since 2010.

With the creation of the diversity plan we have been more proactive in developing diversity-related
programs. Additionally, we are making our diversity efforts more visible to our users and employees.

31. Please indicate which factors have influenced changes in diversity/inclusion activities at your
library. Check all that apply. N=59

Changes in campus administration 38  64%
Changes in library leadership 34 58%
Budget issues 10 17%
Restructuring of organization 7 12%
Restructuring of administration 6 10%
Ofther factor 19 32%

Please briefly describe the other factor. N=19

A well-supported Office of Institutional Diversity made a huge difference.
Campus climate around diversity & inclusion warranted the changes.
Changes in national climate

Changes in staff makeup and committee membership

Changes in the political and economic worlds motivate us to have new approaches, more openness, and
more appreciation for equity and social justice.

Development of university and Libraries strategic plans with objectives to address student success,
inclusive excellence, and library culture.

Grassroots effort of staff and groups committed to diversity and inclusion.
Increased concerns on campus related to issues at the national level.
Increased staff interest and desire to develop diversity programming.
Increasing general interest in, and commitment to, diversity and inclusion.
Interest by individual librarians

It is the right thing to do.

Need to be responsive to state accountability requirements; renewed interest within the libraries
related to diversity/inclusion.
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32.

No change in administration, just new focus on improving our efforts.
Specific hires with interest in D&I issues and advocacy.
Student activism

The university formed a task force to explore diversity, inclusion, and equity throughout the university.
They have made recommendation for very lofty goals that will certainly challenge and motivate us to
drive change in the next few years.

The university’s emphasis on diversity and inclusion has helped everyone on campus become more
aware of the importance of diversity/inclusion activities.

There was a racially charged incident on campus, and this has led to the creation of a campus Office of
Community. This office has driven a number of campus initiatives of which the library is part.

Please briefly describe how your library has responded to social movements (such as Black Lives
Matter, immigration, or the Dakota Access Pipeline protest) within the last five years. N=52

Actions based on Truth and Reconciliation Report.

Although the campus has not seen the depth of emotion that has impacted other campuses, our
Diversity and Inclusion Council was created to increase cultural literacy on campus and within the
libraries in part to prepare for a time when emotional events occur on campus.

As a government agency, the Library of Congress documents social movements through its collections,
but it cannot “respond” to social or political trends.

As an institution, we have hosted temporary exhibits on these movements, presented community
workshops on the role of librarians in social justice campaigns, and sponsored speaker series

in collaboration with other university entities. Individual employees have participated in
additional efforts.

Attempts have been made and questions have been asked how to get involved by faculty and staff.
Individuals have chosen to become more involved. The Libraries did not issue any public statements
regarding these movements.

Beginning in December 2016, the UTUC Library has played a significant role in creating a countywide
community library social action group with the following vision: “We envision a just, equitable, and
anti-oppressive community in Champaign County, central Illinois, and beyond where all library &
information workers are active agents for change.” All four members of the Steering Team are UITUC
Library staff.

BLM book display; Hate Has No Home Here signs; other inclusive signage
By starting projects such as DataRefuge, so that information remains freely available.

Classes, exhibitions, and programs on black activism and the arts. LGBTQ collections integrated in
classes and exhibitions. Hosted events by campus organizations focused on social justice.

Efforts have included book and poster displays, online resource guides, and exhibits. We have also
provided a welcoming space for related student protests, exhibits, and events.

Email address by the university librarian re: immigration and election. Supported Data Refuge
efforts. Communications and training on how to verify news sources (fake news). Created gender-
neutral restrooms.

Exhibits, partnerships with campus cultural affinity groups, book talks
Fairly quiet
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Immigration Project: International students are an important part of our university’s story. In order to
ensure that our international student’s stories are preserved, we are launching CWRU Global Voices, a
project that celebrates the individuals from around the world who make our community unique.

Increased and made available related resources via purchasing, research guides, etc.
Informal forum discussing de-naming/re-naming of buildings; formal inclusion statement

Librarians have developed LibGuides—one for DAPL and a guide that highlights the collections of
the Center for South West Research (CSWR). CSWR celebrates diversity and inclusion by collecting
materials that document the experiences of people from all walks of life who have contributed to New
Mexico, the United States, and the world.

Made diversity and inclusion a topic of conversation for students, faculty, and staff.

Most recently, our Women’s Archives, which has an emphasis on preserving information about women
associated with our state, actively solicited donations of materials associated with the Women’s
Marches held in our state in January of 2017, and, as previously mentioned, our Special Collections
division faculty are involved in SAA’s Liberated Archives discussions.

Nothing formal
Nothing specific related to these events.

Our College Library (undergraduate library) often sees protests in their library and has worked

with campus and university police to allow these protests, including Black Lives Matter, to happen
peacefully within the library. We have also had many displays and our books to browse often represent
social movements. We support diverse student groups and encourage them and others to gather in our
spaces. We have also had presentations/discussions around recent social justice issues affecting our
campus and community.

Outreach to the Minority Rights Coalition, participated in the Charlottesville Human Library, hosted a
safe space for students following the election.

Participated in recent (i.e., post-Trump) campus rallies and provided space for student activities to
support them.

Post 2016 presidential election, after a rise in hate crimes and hate speech in and around libraries

and college campuses, the dean of libraries issued an open letter to campus reaffirming the Libraries’
commitment to fostering mutual respect, inclusion, and intellectual freedom, as well as the Libraries
services and spaces as welcoming, inclusive environments, irrespective of background or beliefs. On
January 25, 2017, a grassroots solidarity event was organized by numerous employees of the Libraries
to show solidarity and support of students, particularly underrepresented and marginalized student
populations, and affirming the Libraries as a place of inclusion. This event was held on the same day the
controversial figure Milo Yiannopolous was scheduled to speak on campus.

Projects that are in progress include a Black Lives Matter LibGuide, LGBTQ LibGuide, and we’ve
initiated discussions regarding gender-neutral restrooms within the library.

Recognized statewide efforts to address human trafficking by offering programs on this topic.
Integrated BLM into library programming.

Social movements are addressed through library programming and exhibits.

Some examples include: Writing a letter of support and accountability to students, staff, and faculty
of color during protests on campus about race and violence towards People of Color; created a social
justice library guide; created reflection rooms in two of the largest libraries on campus; provided free
gender pronoun buttons for faculty, staff, and students on campus; encouraged and supported library
faculty and staff to state their preferred pronouns in emails and when introducing themselves to
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others; created lactation rooms in two of the busiest libraries on campus; added new gender inclusive
restrooms on two of the largest libraries on campus; hosted a Standing Rock Teach-in; produced a
public display of support for Pulse nightclub victims in Orlando, FL; posting public “all are welcome”
signage following the January 27, 2017 Executive Order, “Protecting the Nation from Foreign Terrorist
Entry into the United States;” supported library faculty and staff attending BLM and Trans rights
events on campus;

Staff have been encouraged to contribute and participate; various outreach efforts including
bookmobiles, creating a political action space.

The agency’s employee affinity groups have hosted and promoted events to respond to
social movements.

The diversity committee has had several open forums for staff to discuss and reflect in a safe non-
judgmental space. The sessions have been successful.

The expanded collaborations, community engagement, and partnerships mentioned above result from
growing awareness and commitment to the role of libraries in social justice.

The Libraries align with the university’s broader response.

The Libraries faculty and staff have participated in planning and delivery of programs, (including
providing technical support and facilities space to various campus groups) addressing Black Lives
Matter, immigration, disability awareness, and Rise Above Week, which is designed to provide
opportunities for the university community to dialogue about how to further justice and eradicate
oppression. The Libraries have participated in the campus initiative related to Social Justice Day by
creating an online presence to highlight campus research and library collections on the following
themes: (1) Immigration in the 21st Century; (2) Economic Development and Inequality; (3)
Environmental Justice; (4) Creating Healthy Communities; and (5) Media and Inequality.

The Libraries has at least one librarian working on documenting social movements such as Black Lives
Matter. These social movements and the current political climate have created increased awareness
of issues relating to diversity and inclusion. As a result, staff have been asking for and creating
training and programming. Topics have included de-escalation, implicit bias, and women in STEM/
making fields.

The library has hosted programs and created a new program series to provide safe spaces for having
conversations about these issues. We also participate in campus conferences to discuss effective
approaches when confronted with race, social, and environmental justice situations.

The library has not as an organization responded to specific social movements such as the ones listed.

Too many actions to list. We have very engaged faculty librarians who have the academic freedom to
pursue interests.

We created an online and physical book display on Black Lives Matter.

We have decided to display our Principles of Community, a university-wide statement that addresses
inclusivity, in the public areas of the library.

We have had discussions regarding the Orlando tragedy, immigration, and DACA concerns.
We have not done much in this area.

We have not responded as an organization but we do have librarians and staff who participate on
their own.

We have offered programming and participated in campus activities.
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We have started internal Safe Space Dialogues to allow library employees to openly express how

such issues impact them and their lives in a safe and supportive environment. We have reached out to
student organizations to offer library space for social justice activity. We have sought out social justice
focused programs and have built social justice focused exhibits.

We have tried to host educational events and opportunities for employees to get support.

We have tried to provide opportunities for individuals, both users and staff, to share and address
their concerns, such as comment boards, discussions, and providing quality information to
counteract misinformation.

We provide space for student organizations.

We regular host table talks and forums regarding current issues, usually through our Russell Political
Library. Recently, the UGA Press (which is part of the Libraries organizationally) published the
Charleston Syllabus and held a symposium. Inspired by the #CharlestonSyllabus hashtag campaign
born in the wake of the June 17 massacre at the Emanuel AME Church in Charleston, this symposium
was open to UGA students and faculty to come together to discuss the current state of race relations,
racial violence, and civil rights activism in the US. The program featured speakers including historians,
activists, etc.

We support institutional initiatives that are formulated by relevant campus partners.

We’ve not directly addressed.

33. Please briefly describe how these movements have affected your diversity plans/programs. N=33

Accelerated them.

Anincreased awareness in the local community of the Libraries’ commitment to diversity
and inclusion.

As the library has become more cognizant of the issues, the library has become determined to ensure
that all students, faculty, staff, and community know that we are a safe and welcoming space.

Heightened awareness and created greater urgency to create such programes.
Increased awareness of student interest in using the library space in this way.
Increased interest and participation

It has moved our focus from just being on diversity (meaning the presence of diversity) to also being
focused on equity and inclusion.

Little affect.

Made our diversity plan a priority, not just nice to have on the shelf.

More discussion of librarians’ roles in social justice movements.

N/A. There are no plans in progress.

No affect

No affect so far

No change that we can see, except perhaps a greater need to have more diversity plans/programs.
Not affected our programs.

One reason for the rewrite of our plan is to cover a broader scope of issues and concerns not only for the
Libraries, but the campus and the broader social issues.

Peripherally informed our thinking, not directly impacted our content.
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34.

Programs and exhibits address contemporary social movements.
Provided a focal point on what to address.

The movements have highlighted the need for us to be more active and intentional in providing
programming that addresses relevant contemporary issues.

The university is expanding opportunities for collaborations, community engagement, and
partnerships as well.

These items are kept in mind when deciding on trainings or lunch discussion topics. Social justice is
also mentioned in our diversity statement and our recruiting statement.

These movements have bolstered ongoing diversity efforts in the libraries.

These movements have primarily provided content guidelines for library events and workshops. It is
not clear how they have affected the frequency of outreach.

These social movements provide a space for our committee to volunteer and partner with the
university’s Office of Diversity.

They have made staff more interested in them as a whole.
They have steered us to a more active role, more focus on individuals, not only groups, and more dialog.

They provided us with a way of emphasizing to the campus and the public that all of the
library’s special collections are tied to current events in some way and are not just dusty
historical reminiscences.

We don’t have diversity plans or programs.

We have energized our outreach efforts especially to student groups.

We plan to bring relevant information to staff in timely ways.

We try to develop diversity programs based on current social issues to bring awareness.

When the library begins to develop a library-wide diversity strategic plan, it will be sure to include
outreach to the community as one of its goals.

Has your library used the 2012 ACRL diversity standards in any way? N=65

Yes 15 23%
No 50 77%

If yes, please briefly describe how the library has used these standards. N=13

Adopting diversity plan
As areference

As we develop diversity-related programs and services, we establish desired outcomes or learning
objectives based on the diversity standards.

Mainly as a reference

The Diversity Task Force used these when reviewing documents and working to build their report
and recommendations.

The standards were used as a reference to develop our Library Diversity & Inclusion Committee.
We consulted the standards at the time of developing our diversity plan.

We consulted the standards when developing the Libraries diversity definition and goals.
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We have incorporated selected concepts into our strategic plan. The Diversity Council has also drawn
goals from these guidelines. We have much more work to do.

We have used those to help us with the rewrite of our diversity plan.
We reviewed them when creating our diversity plan.
We use the standards as a resource for determining areas for staff development activities.

We’ve used as a reference starting place.

ADDITIONAL COMMENTS

35. Please enter any additional information about diversity and inclusion plans and programs at your
library that may assist the authors in accurately analyzing the results of this survey. N=27

Although we have done very little in the past 10 years to address diversity beyond supporting staff
to participate at university-level initiatives, I hope to bring more attention to this issue during our
strategic planning activities, commencing in fall 2017.

Currently, we rely largely on the institute-wide programs to foster an environment of diversity and
inclusion, and at this time don’t create additional programmatic initiatives specific to the library. We
don’t have any targeted recruiting initiatives towards diverse applicants, but in the future, hope to
create fellowships that target diverse candidates.

In fall of 2016, the university librarian made a call to create the Diversity & Inclusion Working
Group, which is charged with researching issues of diversity & inclusion for our library system and
making recommendations to the administration on how to proceed. The plans include strategies
around staffing/hiring/retention, user services (faculty & students), programming & exhibitions, and
collection development.

In spring 2017, the campus participated in an external review on diversity and inclusion requested by
the chancellor. One recommendation from this review is for the campus to “develop a diversity equity
strategic plan or framework aligned with the University Strategic Planning efforts that builds upon the
work of previous diversity-planning efforts.” These efforts will probably take place over the next two
years, and the Library Diversity Committee will look for direction from the campus regarding creating
a Diversity Strategic Plan for the library.

In the fall of 2016, the parent institution announced the development of an Indigenous Strategy, which
is now being adopted across campus. The library has hired an indigenous student to work on related
projects and acquired collections of interest to the indigenous community.

Libraries have a popular social justice LibGuide. Libraries have added gender inclusive restrooms in the
two most heavily used libraries. Libraries have added reflection rooms in the two largest libraries on
campus. Libraries have added lactation rooms in the two busiest libraries.

Little overt support is given formally to the efforts of the committee to meet our goals/plan.
Membership on the committee is voluntary, and considered “extra” to folks’ regular duties. However,
all financial requests have been met, with some exceptions due to the high cost of a proposal.

Living in a large cosmopolitan city, we have more diversity throughout the university. We have
much work to do but the university is very supportive and this is a recent development since our new
president (of the university) took over in 2016.

Our diversity plan was first written in 2006, and updated in 2010-2011. An in-house climate survey
was done prior to 2006; the 2011 plan included a survey but this was not conducted due to changing
priorities. Current diversity goals are included in our new strategic plan. A campus-wide student
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experience survey was conducted in January 2017 as part of a university-wide diversity focus, but
results from that survey have not yet been shared with the Libraries.

Our library’s Diversity and Inclusion Committee is composed of faculty, staff, and administrators. We
also have a Diversity Officer who liaises with other officers on campus and the university’s Office of
Diversity and Inclusion. Our library supports the National Conference on Diversity, Race, and Learning
and sends several faculty/staff /administrators to attend every year.

Our newly formed Diversity and Inclusion Team is currently working on potential plans for the future.
This working group was inspired by the recent university-level diversity and inclusion working group,
as well as an overall need to address diversity and inclusion issues. Proposals were put forward by
both a librarian with a strong interest in this issue and an administrator who felt that this team would
meet a need in the library. While we do not currently have a library diversity plan, a climate survey
and resulting report issued by our parent institution has resulted in more campus-wide discussions
and initiatives related to diversity/inclusion, which our newly formed Diversity and Inclusion Team

is taking into consideration as it moves into its pilot year. As our group was just recently formed,

we are using this year to identify priorities, goals, and possible revisions to the initial charge for the
year(s) ahead.

Our plans don’t really fit your questions. We have initiatives and programs but they don’t necessarily fit
in your categories.

Recently (4/17) the Libraries received a Campus Diversity Award by the university’s most dedicated
advocates for diversity as recognized by students and sponsored by various student groups (UMC,
UMOJA, Latinx Coalition, Lambda Alliance, APSC, PAGE and PRISM)

Relative to our operating budget and organizational influence, the University Libraries has dedicated
a small amount of time, personnel, and financial resources to diversity and inclusion. We have seen
significant success with programming, particularly in terms of temporary exhibits, guest speakers,
and our diversity residency pilot. We have also made great progress in connecting library employees
with opportunities to increase their cultural competence. However, staff demographics are relatively
homogeneous (on par with or less equitable than the professional at large). We have a long way to go
before we meet the ACRL Diversity Standards.

Reorganization created diversity and inclusion orphans, since adopted by new leadership.

Several librarians have initiated the Human Library Program to support our diversity efforts. We
piloted this in October 2016 with moderate success. However, we have another one scheduled for
September 5, 2017, that is focused on engaging with our African American community, both on campus
and externally.

Some of our efforts towards greater diversity and inclusion in our collections and outreach are ongoing
so have not been captured in this survey (since there has been no change in the past five years).

A number of our units, including the Archives, the Oral History Research Program, Government
Documents, Maps and Spatial Data, and Community Outreach Programming have worked
collaboratively with tribal libraries and museums over the years on cultural heritage grants, projects,
and workshops, and we continue to do so.

Strategic planning is an opportunity to include diversity and inclusion initiatives throughout our
strategic priorities.

The institution’s Office of Inclusion website is referenced often by our HR personnel to ensure that we
are in line with university standards.

SPEC Kit 356: Diversity and Inclusion

57



The library’s role in providing a safe and welcoming space for our diverse campus community is the
topic of staff-wide dialogue via in-person meetings, sharing staff-wide email information about what
other libraries are doing, and the emergence of a staff Diversity and Inclusion Committee.

The university has had a diversity and inclusion counsel for several years, and the libraries have
partnered with them to provide materials that are of interest and assistance to their efforts. For
example, we have added to our collections any books they recommend. We also have strong
partnerships with our student government and other student organizations such as the Student
Disabilities Resource Center.

The university is strongly committed to the principles of equity, diversity, and inclusivity. The
university has robust programs and staffing to support these principles, and the Libraries align with
larger institutional goals and activities.

There are designated campus offices that take the lead for ensuring a diverse and inclusive workplace.
The library supports these initiatives and we are guided by their policies and procedures.

There are faculty who have been working with diversity initiatives and research for several years.
The Libraries have supported faculty in development programs. The Center for Research in Digital
Humanities (CRDH) has been supportive in the development of diversity and inclusion issues within
the digital humanities field.

We are striving to do more. We have a strong and widespread interest in these issues, from the
administration to the front line staff.

We found that many of our problems were not just isolated to underrepresented minorities. We had

a bigger issue of leadership and management understanding what leadership means and how they
contribute to the diversity of the libraries. We are trying to address that with a change in emphasis for
programs that enhance leadership skills as well as understanding of diverse issues. Another challenge
is what we call the ghosts in the library—those norms, habits, and ways of communicating that have
persisted for decades. We are trying to move beyond those ghosts and find different ways of interacting
with each other. It’s slow progress.

We have been working with campus to change some of our gendered restrooms into gender-neutral
restrooms. We also have a unique program that started in 2006 called Information Specialist
Internship Program (ISIP). The program is aimed at providing an experiential learning opportunity

to second and third-year undergraduates. This is a paid opportunity that includes mentoring and work
experience in key aspects of the information specialist profession. This is a two-year program where
interns spend time in different areas of expertise including public services, collection management and
technical services, special libraries, and information technology. About 40% of our graduates have gone
on to library school.
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Responding Institutions

University of Alabama
University at Albany, SUNY
Boston University

Boston College

University of British Columbia
Brown University

University of Calgary

University of California, Irvine
University of California, San Diego
Case Western Reserve
University of Colorado at Boulder
Colorado State University
Cornell University

University of Delaware

Duke University

Emory University

University of Florida

Florida State University
Georgetown University
University of Georgia

Georgia Institute of Technology

University of lllinois at Chicago

University of lllinois at Urbana-Champaign

Indiana University Bloomington

lowa State University

Johns Hopkins University

University of Kansas

Université Laval

Library of Congress

Louisiana State University

University of Louisville

University of Maryland

Massachusetts Institute of Technology

University of Michigan
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Michigan State University
National Archives and Records Administration
National Library of Medicine
University of Nebraska—Lincoln
University of New Mexico

New York University

North Carolina State University
Northwestern University
University of Notre Dame

Ohio University

Ohio State University

University of Oklahoma
Oklahoma State University
University of Oregon
University of Pennsylvania
Pennsylvania State University
University of Pittsburgh
University of Rochester

Rutgers University

University of South Carolina
University of Southern California
Syracuse University

Temple University

University of Tennessee
University of Texas at Austin
Texas A&M University
University of Toronto

Tulane University

University of Virginia

Virginia Tech

University of Waterloo

Wayne State University
University of Wisconsin—Madison

Yale University
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