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Diversity Goal
Committee LD
Committee Charge 1. Create a welcoming environment for all members of the community.
Strategies
Agendas and Minutes g R . . .
o [ncrease awareness and understanding of diversity among Library
Diversity Goals 2007-2012 employees, including students, by:
Diversity and Multicultural i. Providing training, workshops, and other educational opportunities,
Information and incorporating diversity training into existing training
opportunities (e.g., training for graduate assistants and student
assistants). Training should focus both on general concepts and
E-mail: values and on issues relating to providing service and content to a
diversity@library.uiuc.edu diverse community;

ii. Developing mentoring programs for all new librarians and staff so
that they better understand the Library's culture;

iil. Holding forums and discussions that feature participants from
diverse communities that would allow employees to ask questions
and improve their knowledge of other cultures, backgrounds, and
people with disabilities;

iv. Promoting the understanding that diversity is a celebration of
differences and identification of similarities;

v. Collaborating with other campus-level groups with similar missions
(e.g., CITES) and

vi. Improving the website overseen by the Diversity Committee so that
it will serve as the hub of useful information for employees.

Who's Responsible
o Library administration

o Diversity Committee
o All employees

2. Enhance teaching, learning and research by improving access to information
resources that serve the needs of a diverse academic community.

Strategies
o Expand purchase of resources that represent the experience of diverse and
underrepresented communities;
o Move towards meeting 100% of accessibility standards in all Library web
pages;

N
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University Library

217-333-2290

o

o

Who's
[+]

. Recruit

Collaborate with DRES to work with content providers to make their
materials accessible;

Have an always up-to-date Gateway that provides easy access across
disciplines and cultures;

Form collaborations with groups that serve under-served communities
(e.g., OLLI) and that produce or distribute content for under-served
populations;

Create websites, exhibits, and publications that highlight the Library's
resources on diversity; and

Work with consortial partners to expand awareness of vendors about
accessibility issues for purchased or licensed information resources.

Responsible
Associate University Librarians

and retain faculty from diverse cultures and races and with disabilities

that reflect societal demographics.

Strategies

o
o
)

o

Who's
(-]

University of lllinois at Urbana-Champaign
1408 W. Gregory Dr. | Urbana, IL 61801

Continue to seek candidates for TOP hires;

Improve recruitment strategies to build the most diverse pools possible;
Participate in and support regional and national programs that recruit
minority students to the profession (e.g., LAMP: LIS Access Midwest
Program; ARL Initiative to Recruit a Diverse Workforce); and

Support participation of individual library faculty in ARL's Leadership &
Career Development Program

Responsible

University Librarian

For comments on this page contact: Gateway Conversion

Last modified by: Anna Dombrowski on 5/8/08
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Diversity Action Plan Draft 06/11/08 JLG

Purpose

The purposes of this Diversity Action Plan is:
+ to provide background information about diversity efforts at the University of Minnesota related to the institution’s
strategic planning,
¢ toinform readers the University Libraries’ (UL) steps towards a programmatic diversity initiative, and
* o list specific actions which initiate the official diversity program for the UL.

Background and Working Definition of Diversity

Diversity throughout the University of Minnesota system is an important theme in the University’s commitment to
transform itself into one of the top three research institutes in the world. The strategic positioning process included a
System Wide Academic Task Force on Diversity. Beyond that, the issue of diversity arose in almost every task force
report related to the U’s strategic positioning. A diverse institutional community will contribute to faculty, staff and student
retention through the creation of an inclusive supportive academic environment, and will lead to a level of academic
excellence that supports the University's “top three” goal.

The System Wide Academic Task Force on Diversity states, “Diversity should be defined as the full range of human
difference that influences access, equity, and relationships in living, learning, and working environments. These
differences have resuited historically in under-representation and marginalization based on race, ethnicity, gender
identity/expression, sexual orientation, religion, disability, age, socioeconomic status, geography, and citizenship status. In
other words, the University will be truly diverse when differences among individuals are leveraged to strengthen and
enrich learning, working, and social environments, instead of being viewed as a negative condition.”

Background: Diversity Initiatives at the University of Minnesota

The full report of the System Wide Academic Task Force on Diversity (2004) is available at the following url:
http://www1.umn.edu/systemwide/strategic positioning/tf sys acad diversity.htmi

Given the recommendations of the task force, the Office for Multicultural and Academic Affairs was reorganized and
renamed the Office for Equity and Diversity (OED). Along with this new office at the University of Minnesota came the
development of a new position, the Vice President and Vice Provost of Equity and Diversity. For the first time, the offices
that work in the areas of diversity outreach had a position at the level of Vice President, filled in 2006 by Dr. Rusty

Barcel6.

“Diversity is everybody’s responsibility, from the president, provost, vice presidents, and on down to the

very last person on the org chart. We all play a role.”
Dr. Rusty Barcel6

(Found at hitp://www1.umn.edu/umnnews/Feature Stories/A _community builder_for_diversity.html)

The OED spent its first year doing an environmental scan.  Dr. Barcel6 met with community members across the state of
Minnesota and students, faculty and staff at the University of Minnesota. The goal, vision and mission of the OED
developed from these conversations and the work of the System-wide Task Force on Diversity.

University of Minnesota Libraries

A strong demonstration of the UL’s commitment to diversity is the creation of the position of Qutreach Librarian to Under
Represented Groups in Academic Programs, aka the Diversity Outreach Librarian (DOL). The DOL works in partnership
with faculty and other campus professionals to develop programs that extend library collections and services to
traditionally underserved populations, with an emphasis on muiticultural programs and students of color. This position is
split 50/50 between the Multicultural Center for Academic Excellence, which reports to the OED, and the UL. The intent of
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this split was to allow the person doing diversity outreach in the libraries to have a better understanding of how the offices
that directly serves the muiticultural undergraduate student population on campus work. Because diversity touches all
people, no one person alone can work with all of the diversity populations. The DOL position should be seen as a
supplemental position to the work that others have been doing for years both informally and formally.

The UL and DOL also partner with the Office of International Programs (OIP), because broad concerns about diversity
include recognition and consideration of the needs of international students and scholars. The UL, OED, and OIP all
serve large constituencies that cross departments, schools, units, programs, etc. As a result future programming must
reflect a change in the institution’s commitment. it is uniikely that isolated events and projects will impart the overall
ideology that must take place for success in diversity.

It is worth mentioning that both the University of Minnesota Libraries and the Office for Equity and Diversity both serve
large constituencies that cross departments, schools, units, programs, etc. It is unlikely that isolated events and projects
will impart the overall ideology that must take place for success in diversity. During the past two years, the DOL conducted
interviews and had both formal and informal discussions with staff from the OED, OIP, and the UL's Directors of Academic
Programs. In all conversations it has been striking how mutually important the collaborations between the UL, OED and
OIP are, yet none know exactly what a more formalized collaboration would look like. The DOL position and the Diversity
Outreach Collaborative (see Appendix A) are to lead the charge in these matters. They will collaborate and provide best
practices and resources for all staff within the libraries to utifize in their departmental planning, priority setting, and
resource allocation regarding diversity issues and activities. In an effort to move forward with the development of both the
DOL position and the Diversity Outreach Coilaborative, this document (1) identifies and defines the current structures and
collaborations between OED and UL and OIP and UL, and (2) presents the next steps for the UL to support diversity
initiatives at the University of Minnesota.

Current University Libraries’ Progress

Current collaborations between the UL and OED include the launch of the Bridge to Academic Excellence a six-week
summer bridge program for incoming freshman from diverse backgrounds. The UL successfully integrated information
literacy instruction into this program, and they continue to work on the development of this bridge program for summer
2008. This is a wonderful example of the types of collaborations in which the UL should participate; it is also an
opportunity to create a toolkit or process to share with other bridge programs that request our assistance.

Another area that has been strongly impacted in the past two years is the outreach to the facuity and staff working with
the muiticultural student body. Information Literacy training and discussions have been ongoing in an effort to create
strong allies within the ranks of those shown to be the first point of communication with undergraduates. Just as we aim
to provide scholarly communication dialogues and research support to faculty in our departments, we should be providing
those same liaison type services to the staff within the OED. Not only does the OED office and its affiliate units (see
Appendix B) touch students, but its arm also reaches to the faculty and staff around campus.

Like any major program that is developed by the UL, diversity outreach will not be successful if designed in a silo. Itis
something that touches everyone and therefore everyone should have an opportunity to gain more knowledge and
support in these areas. Just as we have expert help in the areas of departmental studies across campus, relevant
expertise exists within the University of Minnesota to support diversity outreach efforts at the UL. Both the Diversity
Outreach Collaborative and the DOL will make it a goal to provide a stable programmatic approach to working with
diverse communities and create support (oniine and in person) for diversity issues acrass campus and the global society.
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Diversity Action Plan Next Steps

In order for the libraries to move forward we will need to take the time to really commit to supporting diversity
programming across all units. it is imperative that our diversity initiatives are supported in the UL's planning documents
and goals. To begin developing an official diversity program at the UL, the following questions should be considered:

1. To what extent do the planning and design of our programs/projects/collections take into account the diversity that
is currently in place and/or lacking at the University of Minnesota?

2. How do we create and review our programs/projects/collections to promote equity and success for all members of
the University of Minnesota community?

It will be the role of the DOL and Collaborative to identify and collaborate with aiready existing programs within the UL and
the University of Minnesota community to facilitate the conversations surrounding these questions.

GOAL: Create an official library outreach diversity program for the University of
Minnesota Libraries

YRR
| ‘Implementation
i S g iR : LT e Die
Identify current public e Create a list of Diversity AP Departments, September 2009
services and events, collections | Outreach OED,
collections that and web pages Collaborative Communications Ongoing
promote diversity atthe | «  Develop
UL promotional Every other year
materials to
enhance diversity
awareness and to
communicate
projects and
offerings at the UL
User needs e Do a literature Diversity AP Departments, December 2009
assessments on review Outreach IADS, OED,
diverse populations e Determine which | Collaborative Communications Ongoing
(ethnic, racial, evaluation tool to
international, sexual use Every other year
orientation and e Disperse the
disability services) assessment
e Report results
Report status ofgoals | e Issue reports and | Diversity AP Directors, July 2009
and objectives from the updates to the AP | Outreach Libraries Leadership
Diversity Outreach Directors and Collaborative Cabinet, OED, Ongoing
Collaborative on a Libraries Communications
quarterly basis Leadership Quarterly
Cabinet including
information on See appendix D.
activities and
training
Provide diverse e Encourage All Units Ongoing
programming that celebrations,
promotes the storytelling, and
understanding and cross-cultural
celebration of learning via staff
differences as well as events, speakers,
similarities as well as
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informal methods
Supportand advocate | e Developawayto | Diversity All Units Summer 2009
for the inclusion of formally submit Outreach
diversity-driven diversity Collaborative
educational initiatives programming
across campus initiatives through
the Diversity
Qutreach
Collaborative
o Develop a formal
set of guidelines
and program tools
for library units to
use in their work
with diverse
programs
Identify a small number | ¢ Review current Diversity AP, OED, Ongoing
of high impact or efforts at high Outreach Communications
signature programs impact programs | Collaborative
that the Libraries
should initiate in the
coming year.
Develop a Staff Education and
curriculum/outline/plan L s Public Servi it
for cultural competency | o oureach Diversity oqut‘_c L=
training for staff at the Librarian Outreach OED Fall 2009
Libraries to support Collaborative SED
service to external . .
o Diversity Outreach
LT Collaborative
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UNL Libraries Diversity Plan 2010-11

Best Practices to Recruit and Retain a Diverse Faculty

Goals
* Create a positive work environment that empowers the creativity and diversity of all
individuals
* Increase the recruitment of individuals from underrepresented groups in faculty and staff
positions.

e Develop ways to assess diversity efforts
¢ Encourage and reward diversity and multicultural initiatives within the organizational
structure.

In less than a decade, the UNL Libraries, through recruitment and retention efforts, have
increased the number of minority librarians from 2.6% of the faculty in 1999 to 12% in 2008.

Fig. 1 UNL Libraries Faculty Statistics 1999-2009.

Year Libraries  Libraries % of
Total Minority Total

Faculty Faculty Faculty

2000-01 39 2 5.1%

2008-09 49 6 12.2%

Scout

Develop relationships with racial and ethnic organizations to increase accessibility to
potential candidates
* Participate in ARL diversity initiatives, Initiative to Recruit a Diverse Workforce and
Leadership and Career Development Program (LCDP). Library administrators (Dean
Giesecke and others) continue to present seminars and serve as mentors to minority
librarians.
* Support active membership and participation in the racial and ethnic organization and
other diversity related committees i.e. disabilities, LGBTQA
* Participate and attend conferences such as the ARL National Diversity in Libraries
conference and the Joint Conference for Librarians of Color.

N
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Best Practices to Recruit and Retain a Diverse Faculty

Develop relationships with undergraduate students and provide informal mentoring about
careers in the library profession
e Develop a student worker interest group similar to a “grow your own program”. This
group will allow librarians to build relationships to informally mentoring student
workers and introduce them to careers in library and information science.
* Create Center for Digital Research in the Humanities (CDRH) internships with
underrepresented groups in library schools
* Participate in Institute for Ethnic Studies celebration events with UNL faculty and
students to discuss career opportunities in library and information sciences.

Participate in Jocal regional and national career fairs
* Increase awareness of opportunities at the University of Nebraska-Lincoln by sending
fellowship and scholarship opportunities to UNL Career Services
* Develop awareness of opportunities in library profession by participating in UNL
Alumni of Color Career Forum, Career Services

Search

Improve the diversity of search candidate pools by utilizing active recruitment methods to
solicit applications of diverse individuals who may not have considered moving to Nebraska.
* Send job announcements to targeted prospective applicant groups, i.e. Spectrum
scholars, Knowledge River, ARL Leadership and Career Development Program,
ACRL Residency Interest Group
* Attend conferences and personally invite individuals to apply for a particular position.
This type of hands-on recruitment provides a friendly face to applicants who may
have never considered Nebraska as a possible employment opportunity.
* Review job posting information for faculty & staff positions.
o Expand efforts in advertising faculty job announcements in multicultural
social networks, blogs, listserv, and email.
o Examine efforts to recruit underrepresented staff in the region.
o Work with UNL Equity Access and Diversity to obtain statistics about the
diversity of the search pools

Augment Library Search Committee Training
* Review research on implicit bias and share info with committee
Discuss views on diversity and other controversial topics
* Review information in Search committee policies and procedures
o include new information about Assumptions and Biases, Work Life Balance
UNL flyer, About Lincoln Diversity (Ethnic Studies information )identifies
ethnic services and businesses in Lincoln
o Review best practices to recruit candidates to Lincoln to live and work

Support
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Best Practices to Recruit and Retain a Diverse Faculty

Support for non-tenured Junior Faculty of Color to attain tenure and promotion.
* Provide mentoring opportunities with tenured faculty
* Provide financial support for professional development opportunities.
* Provide research and grant writing support

Support the collaborative efforts of a Multicultural Services Team to assist in the recruit
and retain of faculty of color.
* Support and encourage collaborative efforts for research, publishing, and grant
writing

Collaborate with Library Faculty to develop professional development track information
for all faculty.
¢ Early career opportunities: Minnesota Institute for Early Career Librarians from
Traditionally Underrepresented Groups, ALA Emerging Leaders Program
* Midcareer opportunities: ACRL Immersion, ARL Leadership and Career
Development Program, Nebraska Library Leadership Institute, Mountain Plains
Library Association Leadership Institute
* Leadership opportunities: Harvard Leadership Institute for Academic Librarians
(ACRL), Senior Fellows Program UCLA Scholars, Spectrum Doctoral Fellowship

Sustain

Provide financial support for professional development opportunities.
* Identify fellowships and scholarships available to offset financial requirements

Collaborate with Faculty to identify professional recognition awards, fellowships and
honors to recognize outstanding service.
* Encourage nominations of these individuals to receive such accolades, i.e. ALA
Movers and Shakers, Zora Neale Hurston Award

Encourage leadership experiences in library and state organization and within the
university.
* Nebraska Library Association, ACRL, UNL Faculty Senate

Continue to develop and assess inclusive work climate issues.
¢ Utilize the information from the ClimateQUAL survey to develop diversity education
programs
¢ Incorporate cultural competencies into the NU Values & faculty evaluations
o Work with the library administration and staff development officer to identify
appropriate components
¢ Evaluate the role of the Diversity Committee within library organization.
o Expand the role in decision, policy making, and strategic planning in the
library

94 - Representative Documents: Diversity Plans




UNIVERSITY OF NEBRASKA-LINCOLN
UNL Libraries Diversity Plan 2010-2011

d N

UNL Libraries Diversity Plan 2010-11
Best Practices to Recruit and Retain a Diverse Faculty

o Collaborate with the Assessment Committee in developing methods to assess
diversity initiatives and climate issues

o Increase library-wide participation to diversity programs and activities which
can be linked to cultural competencies

o Acknowledge and reward efforts for diversity/multicultural efforts in the
library

\ /
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Rutgers University Libraries
Diversity Plan
2009-2010

The Rutgers University Libraries formed a Diversity Advisory Committee in 1995. This committee is
charged with providing advice on issues of diversity. The overall goal of the library diversity program is
to assure that all library personnel and library users feel welcomed, valued, and respected and to assure
that library personnel, services, and collections appropriately reflect the diversity of the Rutgers
community and its curriculum and research interests. In addition our overarching goal is to ensure that
diversity is an integral part of the organizational culture of the Libraries. To accomplish this, the
Committee provides advice to the University Librarian on programs or policies affecting staff
development, recruitment, retention, public services, and collections.

In addition to the activities of the Diversity Advisory Committee the Libraries have engaged in a
comprehensive diversity education effort known as Blueprint for Diversity which is focused on library
personnel but is open to all interested members of the University community.

Further, the Libraries are also committed to recruiting a more diverse workforce to support the needs of

our diverse user community.

Definition: The concept of diversity encompasses acceptance and respect. it means understanding that
each individual is unique, and recognizing our individual differences. These can be along the dimensions
of race, ethnicity, gender, sexual orientation, socio-economic status, age, physical abilities, religious
beliefs, or other ideologies. It is the exploration of these differences in a safe , positive, and nurturing
environment. It is about understanding each other and moving beyond simple tolerance to embracing
and celebrating the rich dimensions of diversity contained within each individual.

(http://gladstone.uoregon.edu/~asuomca/diversityinit/definition.html)

The following plan connects all these efforts to deepen and enrich the experiences and awareness of
diversity at the Libraries.

Rutgers University Libraries’ Diversity Plan provides the basis to foster and support a culture of diversity
within the libraries’ workforce, its collections, and services to users. To expedite this plan, the
University Librarian and Vice President for Information Services, the Director for Administrative Services
as diversity officer for the Libraries, and the Diversity Advisory Committee along with all faculty and staff
commit themselves to achieving the following goals within the stated time frames:

1. Diversity Recruitment

Goal: To significantly increase diversity among Library faculty and staff
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Implementation: Libraries Human Resources, Search Committees
Within 6 months: Review recruitment procedures to clarify Libraries’ commitment to diversity.

Complete review of intern/residency program to ensure its effectiveness as
well as complete revised program

Utilize hiring opportunities as appropriate especially Target of Opportunity and
Cluster Hiring.

Within 12 months:

Establish mentoring program or discussion/support group for staff members
who want to pursue a library degree

Develop a program for promoting the Libraries as a career destination for
students by establishing mentored work opportunities

Utilize hiring opportunities as appropriate including Target of Opportunity and
Cluster Hiring.

Diversity Retention

Goal: Continue diversity education and programs of the Diversity Committee as a way of
creating a supportive environment for a diverse staff.

Implementation: Library Human Resources, Diversity Committee and Staff Development
Within 12 months:
Expand mentoring and orientation programs for new staff
Enhance management development opportunities for supervisors and managers

Offer skills training for staff

Diversity and Organizational Culture

Goal: Instill the importance of diversity in all staff members at all levels so that diversity is
inherent in the culture of the Libraries

Implementation: Libraries Human Resources, Staff Development, Cabinet, Diversity Committee

Within 12 months:
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Offer at least 3 programs that are both instructive and engaging on diversity
related issues.

Review diversity opportunities related to their areas of responsibility with each
Cabinet member quarterly. Opportunities should include recruitment, retention
and information and technical aspects of library services.

Goal: Create a multicultural resources website/portal ( subject resources) for libraries as well as
external audiences.

Implementation: Diversity committee members, librarians
Within 12 months:

Present Web pages content that will be linked via the Libraries Diversity
Resources page as well as Research Resources pages.

The Committee recommends that this Diversity plan and its goals should be reviewed by Cabinet twelve
months from the date of its issuance. Further, all the goals listed herein should be considered as part of
the Libraries Strategic Plan and should be cross-referenced in that document.
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A Research Library for a Major University

The Strategic Plan for the

University Libraries of Virginia Tech
Operating Plan 2003~04

Tasks for the year are in bold black. Note that all objectives are not necessarily tasked for this year.

Mission

The University Libraries at Virginia Tech provide and promote access to
information resources for the achievement of the University’s objectives in
teaching, learning, research, creativity, and community service.

We are dedicated to meeting the information, curricular and research needs of
students, faculty, and staff of the Virginia Tech community, wherever located, in
a manner that respects the diversity of community and ideas.

We provide selected services to a wider community of users.

Values

We are defined by our core commitment to the sharing of what humanity has
discovered and thought. We value:

e Information, whose free flow throughout the university provides an
accurate basis for its work

e Ideas, the university’s defining occupation
e Knowledge, which preserves the progress of past generations
e Discovery, which builds the future

« Truth, which guides our interactions with one another and with our
public

Vision

We will be collaborative partners with members of the university community as
we collectively work to position the university as a top-tier research institution.
Wherever they are located, members of the Virginia Tech community will be
supported by the library as they engage in research, as they share in quality
learning experiences at the undergraduate and graduate levels, and as they
work in transferring knowledge and expertise between the university and
society.

/
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Goal 7

Staff

We will employ sufficient numbers of knowledgeable, adaptable, and user-
directed faculty and staff.

1/8/2004

Hire additional faculty and staff needed to provide the excellent library
resources and services essential to a top-tier research university

Establish the Library Diversity Committee
New in 2003-04

Participate in ASERL/SOLINET conference “Diversity in Libraries” May
2004.
New in 2003-04

Establish and fill Outreach librarian position in the Instruction/Reference
unit
New in 2003-04

Establish new learning opportunities for library faculty and staff relevant
to personal professional growth in the context of library objectives and
operations

Plan, implement and assess a program of training that will support data-
driven decision making.
Continues in 2003-04

Plan, implement and assess an orientation program for new employees.
Continues in 2003-04

Identify ways in which the new program of training paths might link to
the University's mandatory job dimensions (diversity, safety, teamwork)
for classified staff.

Continues in 2003-04

Recognize and reward performance of library faculty and staff
commensurate with a major research institution

Implement the library recognition program.
New in 2003-04
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UW Libraries Diversity Plan 2005

The Libraries Diversity and Organizational Culture Task Force was charged in March of 2004 to develop a
diversity plan. The Task Force reviewed relevant UW documents and also looked at plans and practices in
other universities. In 2004 the Task Force surveyed library staff in order to identify issues of diversity
important to the staff’ and identify areas that need attention or improvement. Survey results showed diversity is
important to our staff, and that the most important issue is being able to support our diverse user community
effectively (Appendix 1). However, the staff also perceives that the Libraries can do a better job in addressing
diversity issues, especially in recruiting a diverse work force and in supporting the needs of our diverse user
community.

At the same time the Libraries’ Diversity Task Force was working on the survey and plan, the University of
Washington was conducting a Diversity Appraisal. The Appraisal Steering Committee asked all units across all
three campuses to document their diversity initiatives and practices. The Diversity Appraisal is just one of
many ways the UW administration is seeking to incorporate greater awareness of diversity issues into
University operations. It is within this culture of diversity awareness that the Libraries’ Task Force has written
this plan.

The University of Washington defines diversity broadly to include “race, gender, disability, class, sexual
identity /orientation, religion, age, ethnicity, culture, region/geography, and indigenous status.”

Respect for all human diversity is a fundamental value of the Libraries and is identified among the core values
of our strategic plan. Staff members who appreciate different backgrounds and perspectives provide us with a
competitive advantage as we approach problem solving and planning for services. This appreciation also allows
us to serve our increasingly diverse communities more effectively and with more sensitivity.

Beyond respect for diversity, it is important to recognize that inequity can often accompany diversity. This plan
is meant to foster and support an organizational culture where those inequities do not occur or are remedied
when identified.

Libraries personnel at all levels of the organization are responsible for developing and maintaining a culture
supportive of and committed to diversity. However, in order to expedite implementation of the plan and
provide support and guidance, the Diversity Task Force recommends that the establishment of a Diversity
Officer position and a standing Diversity Committee be the first actions taken (see Goal #5). The Diversity
Officer and Committee should begin action on the “within 6 months” items immediately as they are of the
highest priority. The remaining action items where implementation is recommended within twelve months
should be prioritized by the Committee. Where funds and workload implications of others are incurred in the
execution of the Plan, the responsible party(ies) will develop a plan.

1. Recruitment of staff from diverse backgrounds
Goal: To increase the diversity of the Libraries’ workforce at all levels of the organization

Action Items:

Implementation: Diversity Officer; Diversity Committee; Administrative Officer Responsible for
Personnel (AORP); Staff Development

‘Within 6 Months
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= Review our recruitment policies and procedures so that they support the UW Libraries
commitment to diversity

® Initiate a conversation between the iSchool Diversity Committee and the Libraries Diversity
Committee to explore collaboration

= Investigate the costs and effectiveness of residency programs for minority librarians and
develop a proposal if appropriate (2005-2006)

Within 12 Months

m Establish mentoring program for staff who may want to pursue a library degree, collaborating
with the i-School

# Work with the University to take advantage of hiring opportunities that promote a diverse
Libraries staff

= Proactively promote UW Libraries as a place in which to work

= Establish opportunities for students interested in working in libraries as a career to participate
in mentored work programs

. Retention of staff from diverse backgrounds

Goal: Promote an inclusive and supportive workplace culture as an important element in retaining a
diverse staff

Action Items:

Within 12 Months

= Support opportunities for professional development and/or growth, and
mentoring/networking for all staff
Implementation: Diversity Officer; Diversity Committee; Libraries Council; Staff
Development; Librarian Advisory Program (LAP)

» Facilitate connections between new hires and groups/resources at the university and in the
community
Implementation: Diversity Committee; Diversity Officer; Staff Development Officer, UL Staff

= Work with the University to enhance salary and compensation flexibility to retain a diverse
library staff’
Implementation: Dean of the Libraries; AORP

. Organizational Culture

Goal: To incorporate awareness of the value and importance of diversity at all levels of the Libraries
so that staff recognize their responsibility in maintaining a culture supportive of and committed to
diversity; provide a supportive and safe working and learning environment

Action Items:
Implementation: Diversity Officer; Diversity Committee; Staff Development

Within 6 months

® Provide ongoing staff training to foster individual responsibility for maintenance of a
supportive and safe working and learning environment, with particular attention to the role of
supervisors and managers to eliminate or remedy inequities when they are identified

= Highlight and promote the diversity of the libraries staff through programs and publications
throughout the organization, i.e. Inforum, Library Directions, and LSA

= Enhance the Staff Development collection with diversity related materials including academic
librarianship, higher education and organizational development

4. Services to Constituents
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Goal: To enrich the quality of life and advance intellectual discovery by connecting people of diverse
backgrounds and ethnicities with knowledge

Action Items:

Within 6 Months
= Develop and implement ongoing staff training in order to improve staff members' abilities to
provide excellent service to all our diverse users, especially with regards to primary language
barriers and physical/mental disabilities.
Implementation: Staff Development Officer; Diversity Committee; RISG and other public
service groups
= To ensure compliance with Section 508 of the Americans with Disabilities Act, attempt to
procure accessible information technology products and electronic resources. If an accessible
product cannot be found, ask vendors about their plans for making future versions of their
products accessible and let them know that accessibility is a consideration for purchase.
Implementation: CMS; Diversity Officer
= Review University of Washington Libraries’ publications, website, and service policies for their
accessibility to disabled users.
Implementation: WSC; RISG, Publications Committee
Within 12 Months
= Develop and maintain collections to support diversity in the current and changing UW
curriculum
Implementation: IRC; Liaisons; Cataloging Policy Committee; Metadata Implementation
Group
m Increase outreach to UW and external communities through library resources, services,
collections, web resources and exhibits related to diversity; including the use of multilingual
web pages and other publications as appropriate.
Implementation: WSC; Liaisons; IRC
= Provide services and spaces that nurture and support academic success for our diverse student
community
5. Organizational Structure of Diversity in the Libraries
Goal: To create a standing Diversity Committee, reporting directly to the Dean of University Libraries

Membership:
» Half of the committee membership should come from the Task Force to ensure continuity
® The Staff Development Officer and the Assessment Officer will serve as ex officio members of
the Committee to aid in communication, implementation, and benchmarking.
= Consider the inclusion of 1 member from outside the Libraries

Elements to consider for inclusion in the charge to the Diversity Committee:

= Coordinate implementation of the diversity plan

® Promote the inclusion of diversity into our culture/organizational values

® Review and assess the diversity plan and staff/community needs annually, including the
establishment of appropriate benchmarks to measure and ensure progress in achieving the
goals and action items
Work with other library individuals and groups to identify and take advantage of opportunities
related to diversity
m Provide a “diversity toolkit” for Libraries staff to use in outreach
Establish and maintain a website and use other appropriate methods of communicating with
staff’ and community about diversity
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Goal: To establish the position of the Diversity Officer

Responsibilities of the Diversity Officer, based on an initial 2 year half-time appointment include:
» Chair the Diversity Committee
s Provide oversight for the Libraries’ diversity efforts
® Serve as official liaison to UW offices and departments, i.e. Office of Minority Affairs on
behalf of the UW Libraries and the Diversity Committee
= Work with the Diversity Committee and others in identifying areas of needed support within
the Libraries, i.e. training
= Assist in identifying opportunities for libraries staff involvement in diversity activities on
campus and outreach to the community
® Be involved in professional association diversity programs/committees
Assist individuals, management and library units in achieving goals of the diversity plan and
other diversity initiatives
= Serve ex-officio on Libraries Council

It is the recommendation of the Task Force that a review of the Diversity Officer be conducted after 2
years. This review, involving Libraries Cabinet and the Diversity Committee, should include
consideration of the placement of the position in the organization as well as the time commitment of
the position.

N
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Yale University Library
Strategic Plan for Diversity and Inclusion
2009-2011

Prepared by the
Yale University Library
Diversity Council

Revised from 2006 original,
June 2009

Mary Caldera
Chair
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Yale University Library
Diversity and Inclusion Strategic Plan
2009-2011

Purpose and Vision

In 2004, employees of the Yale University Library (YUL) participated in the Yale University
Workplace Survey Pilot. In response to the results of the survey, the Library Management
Council (LMC) identified diversity as a focus area for the library.

Therefore, the Yale University Library Diversity Council was formed in August 2005 to enhance
the diversity and cultural competence of our staff so that our workplace continues to evolve into
an even more inclusive and congenial environment. This type of atmosphere is conducive to job
satisfaction and will in turn lead to even more effective service to our diverse patrons.

The Diversity Council is taking a leading role in developing and implementing initiatives that
promote diversity and inclusion within our staff community. Diversity includes, but is not
limited to, visible and invisible attributes such as age, gender, gender identity, physical ability,
sexual orientation, religion, race, national origin, cultural heritage, and cthnic background.
Recognizing diversity is a key component of excellence in the workplace that allows individuals
to reach their full potential. The Diversity Council strives to provide a positive work
environment which is free of any form of bigotry, harassment, intimidation, threat, or abuse,
whether verbal or written, physical or psychological, direct or implied.

The Diversity Council views multiculturalism and pluralism as essential components of its
mission and work. The Diversity Council will work in conjunction and in partnership with YUL
and Yale University’s Office of Diversity to attain this vision. Valuing diversity and practicing
inclusion is in the YUL’s core values, and in our interpersonal working relationships at all levels.
YUL will achieve and sustain diversity and inclusion for our employees, clientele, and
educational partners.

Charge

The Yale University Library Diversity Council was formed to enhance the diversity and cultural
competence of our staff so that our workplace continues to evolve into an even more open and
congenial environment. This type of atmosphere is conducive to job satisfaction and will in turn
lead to even more effective service to our diverse patrons. The sponsor of the Diversity Council
is the University Librarian.

Yale University Library 3 Diversity Strategic Plan
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Goals, Strategies and Success Measures

The Workplace Survey provided the Diversity Council with YUL-specific data on diversity
issues that require immediate attention. While the Diversity Council defines diversity to include
many varied attributes, it focused its initial efforts on goals relating to race and ethnicity and
have expanded to include other areas of diversity including class. The following three goals were
generated by the Diversity Council as the initial priorities for enhancing diversity at YUL and
continue to be our top priorities. As YUL and the Diversity Council achieve each of these goals,
new and additional goals will be generated by the Diversity Council to meet the changing needs
for the continued improvement in YUL’s diverse workplace.

Goal #1: Recruitment and Retention.

By 2011 Yale University Library will achieve a significant increase in the hiring and
promotion of diverse staff in vacancies in both Clerical and Technical (especially at D and
E levels) and Management and Professional positions.

Strategy #1: Library Human Resources and the Diversity Council will work with department
heads to proactively identify and implement strategies to recruit diverse internal candidates for
positions within their departments. These strategies include, but are not limited to, phone calls to
colleagues, networking, and brainstorming with department staff on ways to increase diversity.

Strategy #2: Library Human Resources and the Diversity Council will work to document best
practices on recruitment and retention of a diverse workforce at all levels for use by hiring
Supervisors.

Strategy 4#: Each year YUL and the Diversity Council will host a day-long gathering of
scholars from the ARL initiative to Recruit a Diverse Workforce, and/or other similar groups,

with meetings, tours, presentations, and other activities.

Measurement #1: A marked increase in the diversity of the applicant pool for upper level C/T
positions and M/P ranks.

Measurement #2: Annual increase in the number of members of underrepresented groups hired
and retained for both C/T top level and M/P mid-level positions.

Goal #2: Climate and Culture.

By 2011, Yale University Library will demonstrate a measurable improvement in the
climate and culture of diversity and inclusion.

Strategy #1: In an effort to heighten awareness of diversity in the Library, the Diversity Council

will work with Library Human Resources, the Library Staff Association (LiSA), and the
Standing Committee on Professional Awareness (SCOPA) to organize staff training on diversity.

Yale University Library 4 Diversity Strategic Plan
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[Mandatory diversity training for all staff was completed in June 2008. Training for new staff
TBD by the University-wide diversity training schedule.]

Strategy #2: YUL and the Diversity Council will collaborate to coordinate diversity-related
lectures given by Yale community members and/or outside speakers and publicize relevant web
based resources.

Strategy #3: The Diversity Council will work with Library Human Resources to refine
performance appraisals, especially those of supervisors, to include job behaviors that contribute
to recruiting and retaining a diverse staff.

Strategy #4: The Diversity Council will participate in the second university-wide workplace
survey and check for data indicating improved perceptions of the library climate.

Measurement #1: By the end of the 2011 calendar year, all YUL supervisors will have attended
at least one diversity training session. [Measure accomplished in June 2008. Training for new
staff TBD by the University-wide diversity training schedule.]

Measurement #2: There will be diversity-related lectures at least once each term (fall, spring,
summer).

Measurement #3: There will be a measurable improvement of scores on diversity-related
questions in the Yale University Workplace Survey 2010.

Goal #3: Career Growth and Internal Mobility

By 2010, Yale University Library will have increased the number of internal candidates
from underrepresented groups for job vacancies.

Strategy #1: YUL will publicize opportunitics for Library staff to participate in career
advancement, training, and cross-training programs in order to provide equal opportunities for
learning, advancement and promotion within the Library

Strategy #2: The Diversity Council will work with Library Human Resources to develop
supervisor competencies by developing programs, such as those that teach coaching and
mentoring skills, which will encourage the promotion and advancement of C/T and M/P
employees.

Strategy #3: The Diversity Council will work with Library Human Resources to create
internships for library staff and MLS diverse students.

Strategy #6: The Diversity Council will work with Library Human Resources to actively support
Library staff who wish to obtain a Master of Library Science, Information Studies, or other
library-related degree, and utilize employees’ library knowledge and experience for career
advancement.
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Measurement #1: By 2011, a significant number of C/T vacancies at higher levels have been
filled by internal candidates from underrepresented groups.

Measurement #2: Statistics will show that an employee’s time within a certain grade has no
more than a 20% range from least time-in-grade to most time-in-grade across for every library
employee.

Measure #3: Staff indicate that they are treated fairly, have the same opportunity to succeed as
peers as measured by a significant improvement in Yale Workplace Survey results.
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