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CHAPTER |
INTRODUCTION

By virtually all accounts, the twenty-first centumyll belong to those who can
find and use information strategically to theirindual, and societal benefit. For college
and university students, having access to librdiaanlty who can guide them through
increasingly complex information environments, éach them critical thinking skills
relating to the use of information is a lifelonguieing skill. Stronger information literacy
skills have been linked to increased academic ssog@ry & Braskamp, 1988;
Whitmire, 1998). For discipline-based, tenure-tréaatulty, having unimpeded access to
an array of previous and emerging scholarship enative to developing and
disseminating new scholarship, and ultimately attgj promotion and/or tenure (Gould,
1988; Mills-Wisneski, 2005).

Despite what we know about the importance of haaicgess to fully staffed and
funded libraries (Lance et al., 2005), and acoegsformation technology, many
students still arrive at their universities withegacy of the pervasive “digital divide”
impeding their abilities to thrive in very competé circumstances (Carvin, 2006; Huang
& Russell, 2006; Yu, 2006). For many students cagnfitom underresourced urban and
rural school districts, university libraries presarconfusing and overwhelming array of
resources never experienced before (Mellon, 1988yu@gbuzie et al., 2004).

Linking many positive learning outcomes with a naulttural climate, Hurtado et

al.(1999) wrote, “Research suggests that an itistitis ability to provide a comfortable



environment for learning and socializing is a kagtor in facilitating the intellectual and
social development of all students” (p. 1). Mangddars have linked the active presence
of diverse faculty, students, and staff with cnegiexcellence in learning and providing
that comfortable climate (Duderstadt, 2004; Hurtatlal.,1999; Milem, 2000), but as
Adkins (2004), former Dean of the School of Libraryd Information Sciences at
Rutgers University, writes, “The importance of mitypfaculty members in
predominantly white [sic] institutions cannot beecemphasized, but the lack of faculty
diversity is a problem, crossing disciplines” (p1).

This dissertation research examined the contribataf a range of these diverse
faculty members. Specifically, | examined the rielaghip between social identity (ies) of
academic librarian faculty, and the ways in whiclyt enact their various work roles.
This first chapter of the dissertation introdudss $tudy, provides brief background
information on academic librarianship, outlines pineblem statement, describes social
identity parameters for the study, and articul#tessignificance of the problem and the

relevance of the study.

Background of the Study

Coined “the Age of Information,” (McLuhan, 1964,61), or “the Post-Industrial
Society” (Bell, 1973), today’s information-rich wdrfavors those who are highly
educated and “information literate” (AssociationGiillege & Research Libraries
[ACRL], 2000) over those whose skills and jobs weffl during the industrial age. The
concept of information literacy, developed by theRL in 1989, states that,

“information literacy is a set of abilities requig individuals to ‘recognize when



information is needed and have the ability to lecatvaluate, and use effectively the
needed information” (ACRL, 2000). With the advefithe Internet, information is
available to the masses in ways never imagined&eftowever, with the volume of
information proliferating at a rate of doubling ey¢hree years (Gregorian, 2002), “the
greatest challenge facing us today is how to omgamformation into structured
knowledge...to assimilate it, to find meaning inndaassure its survival” (Gregorian,
2002).

In this changing and challenging information laragse, where information
literacy and information organization is of vitelportance to a thriving and competitive
society as well as to individual success, the oblérarians, particularly academic
librarians, who are charged with developing coltet and services for scholars and
postsecondary students, becomes ever more impéotanademic and societal success.
With this growing importance comes the disturbirglence that a majority of
undergraduates tested at multiple universitiesatgpassess the most basic of
information literacy skills such as understanding difference between using Google on
the open Web, and searching a research librarlogafiar resources (Burkhardt, 2007;
Coupe, 1993; Maughan, 2001). Clearly, the roléneffaculty (including academic
librarians on most campuses) in helping to develapstudents’ potential is vital to their
success (Adkins & Espinal, 2004; Astin, 1993).

At the same time that information literacy attaimiis becoming vital within
ever-more complex information landscapes, an iat¢irsg phenomenon of increasing
multiculturalism is occurring within the studentdaoverall populations of the United

States (National Center for Education StatisticSH$], 2005). Yet a corresponding



increase in faculty diversity on most Carnegie sifesd Research Universities (very high
activity) campuses is not occurring (NCES, 2003)£2®005). More specifically, within
the librarian faculty, those who are responsibtedi@veloping library services and
collections to support the discipline-based andraisciplinary teaching and research on
our campuses, a lack of diversity is a seriouseigélire, 2001; Josey & Abdullahi,

2002; Winston, 1998). Increasing multiculturalignthin the United States, within the
student population, and increasing globalism aithpm the need for a racially diverse
librarian faculty to teach and collect knowledgeifcreasingly diverse campus
communities (Adkins & Hussey, 2005; Alire, 2001jral& Stielow, 1995; Winston,
2001).

Though there are plentiful studies in the higharcadion and library literatures
on both multiculturalism and changing librariane®keparately, there exists very little
literature on the intersection of librarian roleslahe impact that diverse librarians have
on library services, collections, and users. Is #tudy, | examined the intersection of
diversity within academic library faculty, and thvays in which social identities affect
the performance of roles relating to services ailkéctions offered to campus

constituents.
The Roles of Librarians within the Academy

Academic librarians fill many roles on most campusationwide. On many ARL
campuses, they hold tenure-track faculty status vesrk with the same expectations for
promotion as the discipline-based faculty. On otdanpuses, they are considered staff,
and have no expectations for knowledge generasatodhe faculty. Yet on other

campuses, a hybrid of the two systems exist, wbtiatians holding non-tenure track



faculty status, whereby they participate in facgibyernance, teaching and publishing,
but their promotion system is not solely tied tdishing and semester-long courses. No
matter which system is in place, all academic hiares are expected to fulfill multiple
roles (Westbrook, 2000).

Academic librarian faculty have a unique set off@ssional values that
differentiate them from the discipline-based fagulthey place the free or fair exchange
of new knowledge over the prestige of publishingefect journals or publishers.. The
democratization of information is a core value witlbrarianship, and has guided
academic librarians to serve as advocates for rpedrmtellectual property policy, and
the mass digitization of collections. Spiralinggas on journals and many books has also
led academic librarians to venture into the puliglbusiness as many scholarly presses
are being forced out of their original publishinghes. Examples such as the Scholarly
Publishing Office at the University of Michigan,dcathe widespread adoption of
institutional repositories are but a few exampliethe attempts of academic librarians to
make scholarly information accessible to all.

As information literacy becomes increasingly impattto students and faculty
success, and to lifelong learning, the role ofditans as information providers and
educators gains in importance to the academic mnger(ACRL, 2000). As Major
Owens, the only librarian in the House of Represtards stated, "Information literacy is
needed to guarantee the survival of democratidutisins. All men are created equal but
voters with information resources are in a positmmake more intelligent decisions

than citizens who are information illiterates" (ACR003).



Within a context of ever-changing technology, wesgrectations, organizational
structures, and service delivery models, it is ingott to examine these shared roles and
values, and examine how underrepresented académagdns view their contributions
with regard to these responsibilities and theie ialassisting others to develop vital
information literacy skills.

Lynn Westbrook (2000), a professor of Library Sceat University of Texas at
Austin developed a conceptual model of the trad#iooles that academic librarians
have typically fulfilled. In this model, Westbrookerlays how emerging technologies
have altered the everyday work of librarians, kaitthe underlying roles. These nine
roles encompass the following domaiRsoducing, where librarians produce
information products such as pathfinders, biblipbias, catalogs, web resources, and the
like; Selecting, where librarians acquire or gain access to aetudfsavailable materials;
| dentifying, where librarians seek out materials based omtsahecriteria and informed
decision-making to produce a collection on a bn@adje of disciplines for their users;
Retrieving, where librarians set up physical and virtual asc®/stems for library users to
access the library holdingStoring, where librarians develop physical and virtual
methods to house collections of materials of alifats;Organizing, where librarians
provide access to materials of all formats via sahjkeyword, full text, and
classification numbers in order to organize vasbamts of objects and datareserving,
where librarians insure access to knowledge alr@aolyuced for future generations;
Managing, where librarians administer collections and sssiover time to meet
changing scholars’ needs; adding, where librarians assist scholars access and

manipulate information to meet their individual deeEach of these roles will serve as a



guide for my interview protocol as | attempt to erstand the ways in which social

identity(ies) influence the enactment of these wawhnains.

Problem Statement

In a so-called “post affirmative action era,” whaany programs and efforts to
increase the racial and gender diversity of stigjestaff and faculty on campuses across
the nation are threatened, yet the importanceaiitiadiversity has been recognized in
virtually every sector of the academy, it is impge@to have a clearer understanding of
the ways in which social identity has an impactae enactment of academic librarians
to provide services and collections for diverse gasncommunities. In order to gain a
clearer understanding of social identity on roldgenance, much more research is
needed about the ways in which minority and majariembers of the campus
community contribute to institutional and studemntcess.

In this study, | have reviewed and analyzed theviait higher education, library,
sociology and organizational psychology literatwedating the impacts of diverse
faculty, Social Identity Theory, and diversity withracademic libraries in order to lend
insight to these questions, to assist with develppiterview protocol, and to develop a
theoretical model for studying the potential imgaat diverse librarians’ contributions
on their campus communities.

Using Westbrook’s (2000) framework for role domaiktlem’s (2001) model
for diverse faculty impact, | have examined thatiehship between academic librarians’
social identities and their role performance.

| used in-depth interviews to glean data to undehow librarians’ social

identities have had an impact on the services alielations they provide through the



campus library. | examined their use of campusathdr social networks in their work,
and their use of affective as well as cognitivehmds and strategies for working with
their campus constituents. | especially probedHerrelationship between social identity
and the increasing role of information technologyhie provision of services and

collections.
Professional Significance

Why is the relationship between social identity aplé performance important to
the provision of collections and services to digezampus communities? According to
Hurtado et al. (1999), “By 2010, students of caldt make up 24 percent of the
population 18 and under...achieving diversity andcational equity will remain one of
higher education’s primary goals as we move inéortext millennium” (p.1). A legacy
of our society’s digital divide and racial segregat many of these students arrive on our
campuses under-prepared and seeking guidance aridreérom similar others (Lesage,
et al., 2002; Willie & McCord, 1972). In order te besponsive to campus-wide diversity
initiatives, campus demographics, diverse usersieeganding curricular areas, multi-
linguistic and multicultural needs, academic libeas must be culturally competent and
interculturally experienced (Alire, 2001; Hall, ) Winston, 2001).

In spite of years of diverse faculty recruitmerfods, faculty diversity is still
distinctly lacking at most four-year colleges amilversities (Humphreys, 1998; NCES,
2003; 2004). The increasing diversity within th&SUpopulation, the growing need for
college educated adults in an information-basedgiwithl economy, what we already
know about positive outcomes of faculty diversiys€ussed in Chapter 2), along with

racial disparities in college-going and collegedgiaion rates all point to the importance



of maintaining a diverse faculty as part of an allgrositive climate for diversity (Alger
& Carrasco, 1997; Dooley, 2003; Hurtado et al.1999)

Despite what we know, hypothesize, and professtaheumportance of
maintaining a diverse faculty, the academy facesreechallenges in recruiting and
retaining discipline-based and librarian facultycofor (Alger & Carrasco, 1997;
Association of Research Libraries [ARL], 2006; D&gl2003). As Abraham and Jacobs
(21999) bluntly write, “The number of minority fadulmembers in America is appalling”
(p- 2). Faculty of color comprise just over fourtgeercent of the overall faculty;
approximately five percent are Black, three peregatHispanic, six percent are
Asian/Asian American, and one half of one perceatNative American (Antonio, 2003;
NCES, 2003). These statistics however, hide theesdinarily low numbers of faculty
of color at research institutions where the vagonity of students of color now receive
their education (Antonio, 2003; Hu-DeHart, 2000; B&&; 2003). Within the 122 top
ranked Association of Research Libraries (ARL) casgs, the percentage of librarian
faculty of color remains stagnant at 13 percemtigasing just two percentage points
within the last ten years (ARL, 2006).

The recurring discussion of the role of facultyatsity within the academy, and
recent and continuing challenges to affirmativeoscpractices in Texas, California,
Washington, Michigan, and other states, prompt stwnggiestion whether faculty
diversity is still a worthwhile goal. Aguirre (20PBelieves that because modest gains
have been made, and women faculty and faculty lof t@ve a modest presence within

some parts of campuses, many feel the work ofnadfitve action is finished.



Yet despite what some see as a “Retreat from Rdegjaki, 1992), “many
higher education faculty members and administraacgsieeply concerned that
abandonment of race-sensitive admissions and haing time when most minority
groups continue to be underrepresented in highsragn, will severely limit campus
diversity and will undermine the learning envirommor all students” (American
Council on Education [ACE], 2000, p. 2).

It is unfortunate from what we know about the bésedf diverse faculty (to be
discussed at length in Chapter 2), that in the dvoflacademic librarianship, there exists
a critical and growing shortage of professionalfyrted information scientists of color
(ARL, 2006; Hall, 2006a). Librarians of color haatevays been underrepresented in
library and information science (de la Pena McC&i0; Josey & Abdullahi, 2002).
However, due to a confluence of circumstances theetast decade, the profession finds
itself increasingly White at the very time our wati and many of our campuses, are
becoming increasing racially diverse (Hall, 200é@&ja Pena McCook, 2000; Winston,
1999). Academic libraries have struggled over &t thirty years to diversify their
librarian faculty, yet much like the faculty-at-¢g, library faculty remain 87 percent
White (ARL, 2006).

There are several factors at work pushing thisdrercluding an alarming
number of librarians becoming eligible for retiremheAs of 2000, approximately 52,000
of 186,000 academic librarians in the United Statese 55 or older (Kyrillidou &
Young, 2005). Projecting further out, researchengehestimated that “58 percent of
professional librarians will reach the age of 65aeen 2005 and 2019” (American

Library Association [ALA], 2005).
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Another reason for the growing lack of racial daigr can be found in a distinct
lack of career ladders for those who would likativance in the profession. According

to Tracy Hall (2006b), former Diversity Officer fte ALA,

There is growing evidence of higher than averagéiah among ethnic
minorities in the profession due to limited oppaoities for professional
mobility and access to positions of leadershiphBathan tangibly
multiplying the numbers of librarians of color, stihg minority recruitment
programs have simply provided for the replaceménetorees and those
leaving the profession prematurely (p. 16).

But these reasons alone cannot explain the dispiopate percentages of
librarians of color who have left the professiorenthe last decade: while White
librarians retired or otherwise left the professadrthe rate of 4.6 percent, African
American librarians attrition rate was 26.6 perc@dtive Americans, 22 percent, and
Asian Americans 10 percent (Hall, 2006a). Only Hdisp librarians increased (three
percent), a fact that can be attributed in large oaa recruitment program run out of the
University of Arizona called Knowledge River (Berg002).

While the aforementioned retirement projectionseposiny challenges to the
profession, it is important to examine the comirgsmturnover of academic library
leadership as both a wake-up call, and an oppaytéori change. Will the next
generation of academic librarians simply refleet thuirrent demographics of the
profession, or does the profession have the colkeatill and ability to make lasting and
significant change?

In order to change, it is necessary to study whatready known about the
importance of diversity within faculty and professal ranks within the academy, and to
build on that existing knowledge. This examinatzm analysis of the relationship

between social identity and academic librarian pggormance provides a clearer
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understanding of how diversity in ARL settings tefato library robustness (Page, 2007)
and continued relevance (Adkins & Espinal, 2004)aAime when some have
prematurely given up on, or actively fought thempige of affirmative action,
understanding the ways in which diverse identit@g)ibly affect academic library

services and collections constitutes an importantridbution to the literature.
Parameters of this Dissertation

One of the key issues researchers of diversityifabew inclusive to be in their
definition of diversity. For the purposes of thesearch, and because of the sheer volume
of literature related to faculty diversity and fégestudent interaction, | have chosen to
limit this discussion in ways that are meaningéuékisting scholarship (or lack thereof).
Research is an iterative process, and this dissertauilds on previous research on
diverse faculty impacts.

Overwhelmingly, race and gender characteristicarenwo of the most
significant ways in which researchers and schaanseptualize and study diverse
faculty. Perhaps due to the way existing dataaetstructured, and the salience of
race/ethnicity and gender to continuing discrimimaind inequity in academia, these are
the characteristics of a diverse faculty that Hasen studied the most. For these reasons,
race and gender has received the most attentitbisinesearch, but age and generation
was also an important social identity to many ef plarticipants, and thus, was included
in the analysis.

Within this literature, much of the existing schslaip refers to racially diverse
faculty at predominately White, public researchitagons (I will use “PWIs” from this

point forward). There are very few studies on thpact of diverse faculty set within

12



small liberal arts colleges, community collegesewen historically Black colleges and
universities (HBCUs). Therefore, | used existimgmbgraphic data from the ARL (the
top ranked 122 institutions across the countrypfalvhich are located on PWI
campuses. | used this data to determine where okeiverse librarian faculty exist,
and to visit select institutions that allowed mentierview the largest numbers of
participants. Because of the nature of ARL locatjdhe institutions | chose necessarily

involved visiting PWIs.

Dissertation Structure

The dissertation includes seven chapters. Chapter & introductory chapter,
outlines the societal and higher education corfxhe study, as well as outlining the
problem statement and professional significancap@r Two provides an in-depth
literature review of relevant bodies of literatumdibrary science, higher education,
sociology, and organizational psychology. The nenvigcludes topics of social identity
theory and role performance, race, gender and egevgtion in academic librarianship,
and diverse faculty impacts on individuals andiingbns. Chapter Three discusses the
methodology used to accomplish this study, alorth Wimitations of the study. | describe
the in-depth interviews, the population and samguhel, analysis techniques that
comprised the body of the study. Chapters Fourtitd&ix present the findings of the
study including: Chapter Four, age/generation-b&selthgs; Chapter Five, gender
findings, and Chapter Six, race/ethnicity findinGiapter Seven contains a summary of
the study’s findings, a theoretical framework fioteigrating the findings into the existing

literature, and the implications of this reseamhdcholars and practitioners.
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Several appendices are also included in the dagert Appendix | includes the
timeline for the completion of each step of thedgttAppendix Il includes the ways in
which each body of literature contributes to ther&ture review in Chapter Two.
Appendix Il provides the interview guide, with éagection informed by, and linked to
previous literature. And Appendix IV provides thenabgraphic survey given to each of
the participants. Together, the interviews, derapbic data, and follow-up focus session
with academic librarians provided a robust setathdrom which to analyze and find

meaning to answer the study’s guiding questions.
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CHAPTER I
LITERATURE REVIEW

Chapter two provides a review and synthesis ovegletheoretical and empirical
literature from a number of disciplines. Before docting original research on the
relationship between social identity and role perfance of diverse librarian faculty on
collections, services, and library users, it isassary to understand how diversity has
been defined within the higher education settirogy the salience of social identities has
been related to various faculty impacts, and teexewdiversity literature specific to
academic library settings. This involved reviewsayeral broader yet pertinent bodies of
literature, including higher education, library antbrmation science, organizational
psychology, and sociology scholarship. Appendiduktrates how each body of
literature contributes to this review.

This chapter is divided into four sections:

In the first section, | frame the study by usingtiCal Race Theory (CRT) to
understand the history and traditions of acadeimiatries. | also discuss the relevance of
Social Identity Theory (SID) for this study, alongth literature on the salience of social
identity on role performance and work identity. eTienets of SID inform the
assumptions, design, methodology chosen, and yiragdonceptual model for this
study, and also inform several previous conceptalels upon which | am building
(Hurtado et al., 1999; Milem, Chang & Antonio, 20@®&ge, 2007). Finally, | use Role

Theory (RT) to examine typical roles and respoihisigs within ARL libraries.
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In the second section, | review the literature efiration and conceptualization
of “diversity,” from both the broad higher educatiperspective, and more narrowly from
the library literature. | also examine how theseaaptualizations and definitions have
changed over time. The lack of a clearly articdagad universally understood definition
of diversity within higher education (and our largeciety) has made diversity research a
challenge and has led me to be explicit about whathal identity characteristics to
include in the demographic survey given to eacti@pant.

In the third section, | review and analyze therditare on the role performance
and impacts of diverse faculty. This includes salslconceptualizations and theories
when applicable, and | note gaps in the literaturehis increasingly important area of
higher education research. First | review what &ailschave found about individual
and/or student impacts (i.e.: multicultural competg critical thinking skills, role
modeling, and mentoring), and then | review thegeaof institutional impacts (i.e.
pedagogical diversity, expanded curricular offesingpcietal relevance, and
guality/robustness, etc.). Finally, | review immatitat are unique to the academic library
setting (i.e. responsive collections and serviaad, recruitment to the profession) and
have helped inform the interview protocol.

In the fourth section, | provide a literature-basedceptual model that builds on
previous theories, measures, and findings useé@dmsarchers and scholars. It is based on
the Input-Environment-Output model that is usedrany higher education researchers
(Astin, 1970a, 1970b; Nettles & Millett, 2006; Pass#la & Terenzini, 1976, 1977, 1978;
Whitmire, 1998; 1999; 2001; 2003), but is also infed by the ecological models used

more recently, which attempt to explain how induads and their institutional contexts
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influence one another (Dey & Hurtado, 1995; Gubey & Hurtado, 2002). Within the
existing literature, there is a distinct lack of@rerarching framework for this topic.
Therefore | attempt to provide a conceptual andrigtecal frame into which these bodies

of literature can be organized, and related to execl library settings.
Theoretical and Conceptual Underpinnings

Several theories help to frame the organizatiooatext (Association of Research
Libraries [ARL] libraries), individual behaviorsnd typical roles within ARL settings for
my study. Critical Race Theory (CRT), Social Idgnfiheory (SID), and Role Theory
(RT) inform this study by providing a means to mptet a host of phenomena within
academic libraries. CRT, with its commitment toiabjstice and recognition of “the
centrality and intersectionality of race and racig8olorzano & Yosso, 2001, p. 2), is
one way to explain the history and traditions imt@ot to the way academic libraries
organize materials for their campus constituenRT @lso addresses the academic library
cultural and social norms, as well as academiatian demographic legacy (ARL, 2006;
Smith-Maddox & Solorzano, 2002; Solorzano & Yos2002). SID provides a way to
understand and interpret the salience of racej@tyyrand gender among academic
librarians in order to understand the differenass similarities in how they approach
their professional role responsibilities (Alexan&row & Johnson, 1998; Alire, 2001;
Brickson, 2000; Burke & Reitzes, 1981; Randel, 2082 provides a common way to
examine the typical roles and responsibilities withRL libraries in order to structure

interview protocol and solicit input for the anatygBiddle, 2000; Westbook, 2000).
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Critical Race Theory

CRT states that a dominant paradigm or ideologyldrag-defined cultural
institutions, including educational institutionsdathat this paradigm usually places
people of color at the bottom of the social oradrereby their contributions,
epistemologies, heuristics and perspectives arackotowledged or accepted as valid, or
at least not on par with the dominant paradigmd&aino & Yosso, 2001; Thomas,
1993). In academic libraries, CRT can be usedtirpret why collections and services
often lack depth and breadth in areas relatedversity, why collections are classified
and organized in schemas (such as the Library aff&ss Classification Schedules,
which assign call numbers to like-subject books jandnals) that are outdated and
sometimes derogatory toward the experiences, ttks)tand realities of many people of
color (Berman, 1992; Bethel, 1994; Downing, 2005).

The European, middle class, heterosexual normrigaps best illustrated by the
Library of Congress (LOC) classification scheme Q)@ised by most academic libraries
today. The.CC system was originally developed in the lateeteenth century to
organize and arrange the book collections of th€ L®@he LCC “divides all knowledge
into twenty-one basic classes, each identified bingle letter of the alphabet” (LOC,
2007a) or further subdivided by two or more lettddsst academic libraries adopted
LCC in the early twentieth century, a time whenestern Europeanormative
experience was unquestioned. Today, LCC is the miolgtly used classification scheme
internationally (LOC, 2007a). Examples of peopld arperiences outside of the western
European norm were classified in ways that are s@sn as derogatory or demeaning,
but the LCC system remains in place, though changiowly (Berman, 1992; Bethel,

1994, Downing, 2005). For example, materials alitetracial marriage are placed in
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the HQ1031 area that is sandwiched between “Inlimgédnd "Marriage of Degenerates
and Defectives” (LOC, 2007b). The language of sttidpeadings (the vocabulary
attached to books and other resources so thattrepe found when one is searching on
a topic) is also often outdated and is consideszdghtory by many people of color
(Bethel, 1994; Berman, 1992). There are examplésaibrary literature of cataloging
librarians who have worked for decades to rid tReCLof descriptive subject headings
such as “Yellow Peril” to describe materials retate Chinese Americans and “Savages”
to describe materials on Native Americans (Downgf)5).

CRT can also be used to explain the structuraborpositional diversity (or lack
thereof) within most academic libraries (ARL, 206&ll, 2006a). Librarians of color
remain underrepresented within the librarian raplsticularly among academic library
administrators. According to the ARL (2007), betwd®85-86 and 2005-2006, the
percentage of minority librarians increased fronpg€cent to 13 percent and library
directors/deans increased from two percent togemeent. In comparison, the U.S.
Census Bureau reported that minorities comprisedoxgpmately 30 percent of the U.S.
population (Hipps, 2006). This slow growth in mity librarians mirrors the slow
progress in the composition of the faculty at Iqi§EES, 2005).

Extended to gender, CRT can also be used to netettpe continuing under
representation of women in library administratiblistorically, academic libraries,
particularly the largest and most prestigious agaddibrary workforces (ARL libraries)
have been dominated by women, but led by men (Kanfrh993). “In 1991, although 80
percent of the library work force consisted of worm@0 percent of all management

positions were held by men (Kaufman, 1993, p. 10Bg process of becoming a
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librarian (whereby most library schools lack divecsirricula and diverse faculty) along
with the “chilly climate” (Sandler, et al., 1996&) many research libraries, are cited in the
library literature as being challenges to recrgitamd retaining minority librarians (Hall,
1988; Hall, 2006a). Summing up this trend in acaddiioraries, Echavarria (1995)
wrote,

A lack of cultural diversity among librarians haseln an area of concern well

documented in the professional literature. Theeeralatively few

librarians...who are members of underrepresented ntyrgroups. Among

academic librarians it is even lower. Libraries @aglitionally institutions

frequented by the middle and upper middle classendgctor of the American

population and this is reflected in the ethnic cosifon of librarians (p.

266).

Starr (1988) posited “Racism—institutionalized, tietaught and absorbed from

birth, in conscious and unconscious ways—is stilf@lem prevailing among libraries

and librarians” (p. 184).

Social Identity Theory

SID has several important components that are aatew this research. Unlike
CRT, which is most concerned with systems andtirigins, SID provides a lens into
individual cognition and behavior; it is a modeltbé co-influences of individual identity
within social structures (Hogg, Terry & White, 199Bbrams and Hogg (1990) spelled
out several components that are central to therstataling of SID. These include:
social identity as series of overlapping categooifegroup membership (individuals often
have concurrent, multiple salient identities), ab@dentity being most salient when
group representation is integrated into individugbersonal self-concept; some groups
having more “resources, power, status and pres(igefams & Hogg, 1990, p. 4); and
more powerful groups seeking to maintain the stqtussin order to keep their power.

According to Abrams and Hogg, “Social identity theassigns a central role to the
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process of categorization which partitions the wanto comprehensible units” (p. 2).
Further, Ashforth & Mael (1989) link SID to orgaatmnal identity. They distinguish
between aligning ones’ self with a group and “ataege of those values and attitudes”
associated with the group (p. 22). The relationslepoveen SID and organizational
behavior includes “searches for meaning, conneetsgjrempowerment, and
immortality...to the extent the organization, as e&acategory, is seen to embody or
even reify characteristics perceived to be protegipof its members, it may well fulfill
such motives for the individual” (p. 2). The indivial’s social identity may be derived
not only from the organization, but also from hisher work group, department, union,
lunch group, age cohort, fast-track group, andrédashforth and Mael, p., 22). Still
other researchers have investigated the “goodrid&s af identity with environment to
account for the contextual salience of differertigladentities (Burke, 2006; Stryker,
1987).

Within the academic library literature, there isaly of scholarship regarding the
particular salience of librarians’ racial identgit the following areas: working toward
social justice (de la Pena-McCook, 2000; Josey &lahi, 2002; Patterson, 2000; St.
Lifer & Nelson, 1997); academic library leaderstiyiire, 2001; Williams, 1999;
Winston, 1998); delivery of collections and sergi¢adkins & Espinal, 2004;
Balderrama, 2000; Gandhi, 2000; Weissinger, 20&&],recruitment to the profession
(Alire, 2001; Gandhi, 2000; Goss 2003; Holmes, 1992

Sandra Rios Balderrama (2000), the first Diver€ifficer of the American

Library Association, explained how social identign impact librarian behavior,

What makes us distinctive individually is what lgsnour greatest strength to
the forefront and what impacts the design of progacollections and
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systems. Sometimes we cannot teach diversity, eaftiversity, or
“convince” diversity. We can only live it, be itebome it...Heritage, culture,
family, schools, and society all play a role inetatining how we decide to fit
in, to succeed, or not. (p. 209).

Outside of race, however, there is very littlehe tibrary literature about the
salience of social identities to role performarargd very little using SID as a
conceptual framework for empirical investigatiomefefore, it is necessary to turn to
the social science and psychology literature raggrdpplications of SID to the
workplace.

Much of the literature on SID and role performarsc®und in the applied
behavioral sciences. Unfortunately, what is theagnhg has relied on linear models
of identity development (Foote, 1951, Stryker, 198 lls, 1978), has studied one
particular social identity in isolation (Rosenbet§,/9; Stryker, 1968, 1994, 2000), or
does not take into account the difference betwéestorcally
marginalized/underrpresented groups and those whibHuropean American
identity (Burke, 1980; Burke & Reitzes, 1981; Bu&dully, 1977; Stryker, 1980).

In the 1990s, a variety of social scientists beggnlioring the role of
overlapping identities, and differing outcomes lobase historically marginalized
groups (Alexander-Snow & Johnson, 1998; Hardimala&kson, 1997; Steele,
1997). Jackson and Hardiman’s (1997) seminal atgegét social identity framework
not only introduced the ways in which multiple itiéas overlap and intersect one
another, it also provided theoretical explanatimmgliffering outcomes based on
group privilege and power dynamics.

In this study, | have used Jackson and Hardimdr®97) theoretical work to

analyze why some academic librarians experiencedeawd from the salience of their
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various social identities, and others do not indhme setting, performing the same
roles. According to Hardiman and Jackson’s modielhiities fall into one of two
categories: persons who have agent or target toeemtBriefly,agent identitiehave
the social power to define reality and set cultarad organizational “norms.” Those
with agent identities are typically from dominanti&l groups privileged by birth or
acquisition. Knowingly or unknowingly, they expl@nd reap benefits from target
groups and they are sometimes unaware of membearstigominant group due to
existing privilege and cultural/societal normsniically, membership in a dominant
group allows such persons to be seen as individymd from their group
membershipTarget identitieson the other hand, hold membership in currentand
historically oppressed groups, are seen as witinoutidual identities apart from the
group, are often stereotyped because of lack ef-group interaction, and are
frequently labeled as outside societal or orgaiunat “norms.”

Figure 2.1 illustrates Jackson and Hardiman’s fraark for the social
identities that were relevant to this study’s apints. The agent/target framework
explains that within each individual, many socdgntities overlap, and that people
who hold target, or oppressed identities will find salience of those identities more

acutely.

Figure 2.1. Agent/Target Social Identities in ARL Llibraries

Agent Identities Target Identities
Race/Ethnicity White/Caucasian People of Color
Gender Male Female
Age 33-57 <33 and >57
Sexual Orientation Heterosexual LGBT
Socio-Economic Status Upper Middle class Lower/Neddass

Adapted from Hardiman and Jackson (1997)
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Agent identities, on the other hand, are viewedhiwibrganizations, as being
the social “norm.” Because these identities areguestioned or seen as “different,”
they therefore may not be felt to the same degfraeall, as target identities. It is
interesting and important to note that within agnndividual, both target and agent
identities may be held simultaneously, if, for arste, a Hispanic male librarian
experiences his non-White identity as a targettitlerbut experiences his male
identity as an agent.

Another important part of the broader literatureSib is the work on solo
status, or, as Sekaquaptewa, Waldman and Thomp86ii)(have defined it, “being
the only member of one’s social category preseatgnoup” (p. 321). Many of the
librarian participants in this study experienceossthtus in their work settings, and as
many researchers have found, there are differegffiatts of solo status depending on
whether one is a member of a low-status group (woamel people of color), or a
high-status group (White men) (Sekaquaptewa & Theon@®R002; Sekaquaptewa,
Waldman & Thompson, 2007). Researchers have showeifield as well as in
controlled laboratory settings that when one isahly member of a particular social
group, they may feel “overly scrutinized, negatysiereotyped, and judged more
harshly” (Sekaquaptewa, Waldman & Thompson, 20032f) than their peers
(Inzlicht & Ben-Zeev, 2000; Kanter, 1977; PollakNBemann, 1998; Sekaquaptewa

& Thompson, 2002, 2003; Sekaquaptewa, Waldman &igsmn, 2007)

Role Theory
Role Theory is concerned with “the tendency for harbehaviors to form

characteristic patterns that may be predicted éf kimows the social context in which
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those behaviors appear” (Biddle, 2000). Westbr@®Q) wrote about the typical roles
of academic librarians and the nature of howethactmenof those roles have changed
over time with the use of technology, but not theerlying roles themselves. The
difficulty with RT as it is primarily conceptualidan the sociology and organizational
psychology literature is that race and gender amay taken into account with the
exception of a small minority of researchers (ButkReitzes, 1981; Stryker, 1968;
Stryker & Burke, 2000). Therefore, | will use thentbination of CRT, SID, and RT to
provide lenses with which to place institutionahtext (ARL libraries), individual
experiences and actions, and their particular Heridoles and responsibilities within

their institutions.
Definitions of Diversity

Higher education researchers and scholars haveedediiversity in a variety of
ways throughout the past several decades. In r@wgtive literature on educational
diversity, it is readily apparent that “there araltiple perspectives and varying
definitions in this area, which make a single inégd presentation problematic”
(Shapiro, Sewell & DuCette, 2001, p. 1). It is safgeneralize that most scholars use the
term “diversity” to mean “groups who have beendnstlly marginalized in American
education or for whom American schools have nad, e not, functioning very well”
(Shapiro, Sewell & DuCette, p. 2).

A temporal quality can be observed in the way digihas been defined in the
literature. Over the past forty years, diversitg haferred to an expanding list of human
characteristics that have an impact on experieacdgerceptions. Most recently, the

definition of diversity has been expanded to inelmdt only the structural diversity
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previously examined, but also diversity-relatediatives and interactions among groups
on campus (Hurtado et al., 1999; Milem, Chang & #ne, 2005; Milem & Hakuta,
2000).

In the 1960s and early ‘70s, diversity was discdssainly in terms of Black and
White race and socioeconomic status (SES) (AllgpsE: Haniff, 1991; Fleming, 1984;
Josey, 1970; Moore & Wagstaff, 1974). In the 19Tigher education scholars began to
integrate gender (women) into their conceptual neded analyses, along with limited
attention to age (Pascarella, 1979, 1980; Pasaa&e€llerenzini, 1977, 1978, 1979).
During the 1980s and early 1990s, diversity broaddn include sexual orientation and
physical ability (Gough & Greenblatt, 1990; JameM&tson, 1990; Perin, 1990).

In the 1990s to the present, a much more expansigerstanding of diversity
includes the many characteristics that make arwvidhgial unique, including, but not
limited to race/ethnicity, age/generation, physataility, religion, gender, sexual
orientation, veteran status, size, language, damereo{Duderstadt, 1995; Shapiro, Sewell
& DuCette, 2001). Although many scholars have idellilong lists of diverse factors in
their definitions of diversity (Banks & Banks, 2Q@4rant & Sleeter, 1988; Cushner,
1992), in the higher education and library sci€liteeature, the vast majority of
researchers and scholars concentrate on the ghaupateristics of diverse faculty that
carry continued consequences in terms of discritargdehaviors and issues of equity;
namely, race and/or ethnicity and gender.

Why do so many scholars concentrate on genderarat@ge characteristics
within the larger definition of diversity? It is rathy a reflection of the iterative nature of

research. These are the characteristics thataaleetl for federal and state reporting
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purposes, and thus are readily available to reseescAlso, as Adrianna Kezar (2000),
editor of the ASHE-ERIC series for 2000, statedn ‘@amination of the academic
workplace for women and minority faculty becomegéamative if one considers that
demographic predictions suggest that the U.S. wockfwill become increasingly
diverse in the ZLcentury. The two populations most likely to detrendiversity in the
workplace in the Z1century are women and minorities” (p. v).

Echoing this sentiment in the library literaturd.@na Peterson (1999), professor

of Information and Library Studies at SUNY Buffaleho wrote,

Multicultural diversity as a political definitiorooicerns racial groups who
have experienced legal and institutionalized ecaopsacial and political
oppression and are therefore marginalized in thenmhasociety. This
definition abhors statements that blend racial spta} ability, sexual
orientation and other characteristics as all egutde experience of injustice

(p. 24).

While not every researcher agrees with emphasthisgharrow range of
characteristics (Jones, 1999), it is clear thatynsaholars place special emphasis
on race and gender in higher education researth,age/generation increasingly
being examined with the increase in GenX and Gesm¥gatering and impacting our

workplaces.

Previous Conceptualizations of Age and Generatiotivé Workplace
Scholars have conceptualized the meaning of aggameration many various
ways. Age has been conceptualized as an indivmluakterpersonal concept (Irwin,
1998; Martin Conley, 2005), while generation hasrbeonceptualized as a sociological

concept (Manheim, 1970; McLester, 2007; McMullibak, 2007).
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Conceptualizations of Generations

Beginning with Mannheim'’s (1952) classic “The Perhlof Generations,”
generations were once conceptualized to represemigue type of social location based
on the dynamic interplay between being born inriqadar year and the socio-political
events that occur throughout the life course offinga cohort” (McMullin, et al., p. 300).
Using this definition as a basis, many cultural omentators have coined one phrase or
another to describe these various generationalrtoho

“The specific nature of a new generation can benddfby the way cultural
heritage and tradition is adopted, rejected ontegmneted” (Kubicek & Wagner, 2002, p.
294) This, along with the idea of technological gietions (Dobbins, 2005; McMullin, et
al., 2007), may explain some of the generationalfatpted stress we experience in
academic librarianship. Idea of “digital native®€rsus those from earlier generations
who have adapted to technology.

Rather than traditional age-based generations asienX, Baby Boomers,
GenyY, etc., McMullin et al. (2007) and Robat (2006 technological-based generations
to examine cultural exclusion and differences mworkplace. They group generations
around the concept of what was happening technmdfigiduring the coming of age
years of the workers including generations of “RiiéARI Generation,” born before
1955, the “ Console Generation,” born between 18843, the “Internet Generation,”
born after 1978. “Generational identification” (Mcilin, et al., 2007, p.313).
“Immersion in technological innovation offers a ¢ypf generational affinity. In the case
of IT workers, cohesion of generations is bolstdrgdhe further homogeneity of those

exposed to gaming and computing technology dureygdoming of age years”

28



(McMullin, et al., 2007, p.313). “The common viewlth among (IT workers) is that
technological skill and capacity for innovation éirked to youthful exposure to
computing technology. Hence, those who came tatidr lin life and generations who
missed ‘growing up’ with certain technologies, ate disadvantage” (McMullin, et al.,
2007, p.313). “According to Eyerman and Turner @99enerational cohorts
sometimes” keep material resources and culturatatapithin their own generations,
placing others from other generations at a disaidggn “Generational theorizing on age-
based inequities has often focused on labour mdikatlvantage faced by younger
generations. Yet our data show that mechanismpsfiee may be used to exclude older
generational groups...shared views about generataahaintage and disadvantage in
relation to computing have a bearing on work relatiand conceptualizations of ‘older’
and ‘younger’ IT workers that disadvantage olderkeos” (McMullin, et al., 2007,
p.313). “Developments in computer technology, whielre both productive and cultural
components, provide a basis for generational foatrart and identity and whether
generational discourse is invoked to create cudtofaifference in the workplace”
(McMullin, et al., 2007, p.298). “The common viewlth among study participants is that
technological skill and capacity for innovation éirkked to youthful exposure to
computing technology...hence, those who came tot#r ia life and generations who
missed ‘growing up’ with certain technologies, ate disadvantage” (McMullin, et al.,
2007, p. 313).

Figure 2.2 illustrates the many ways that genematltave been grouped in the

literature and/or popular culture.
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Figure 2.2 Terms and Phrases Used in Generation ldgtature

Digital Native/Digital Immigrant (McLester, 2007)
Baby Boomer (Howe & Strauss, 1991)

GenX (Howe & Strauss, 1991)

GenY (Howe & Strauss, 1991)

Pre-ATARI Generation (Robat, 2006)

ATARI Generation (Robat, 2006)

Console Generation (Robat, 2006)

Windows Generation (Robat, 2006)

Internet Generation (Robat, 2006)

Tweeners (Howe & Strauss, 1991)

Millenials (Howe & Strauss, 1991)

Entrenched Workforce/Emerging Workforce (Wieck, 200

Other conceptualizations have built on Manheimmtbude the application of
generational opposition within the workplace setiiGusfield, 1957), concepts of social
capital acquired through the life course (de JagaBnrret, 2008), linking generations
through exposure to popular culture within coh@Reberson, 2003), power and ability
to control access to cultural capital (Eyerman &nln, 1998; Turner, 1998), and
technological developments (Carr & Devries, 199@bi€ek & Wagner, 2002,

McMullin, et. al, 2007; Robat, 2006). Each of thesaceptualizations of generations
build on Mannheim’s base, and each were expresgseddéor more of the participants in

this study.
Conceptualizations of Age

Age, in contrast to generations, is usually cone@lpted as an individual or
interpersonally based phenomenon (Roberson, 20083.in the library workplace has
been examined in relation to demographic trendeerahan in a qualitative manner

(Wilder, 1995, 2003; McLester, 2007).
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According to sociologists and gerontologists wharaie aging in the
workplace, “youth concepts of work formed during thdustrial Revolution fostered the
ideas that work by older adults is either unneagssiaundesirable” (Morris &
Venkathesh, 2000; Roberson, 2003). With the lifehgnandatory retirement ages in
most sectors of the workforce, including higheraation, and thus academic libraries, it
is not uncommon to have librarians that span scades working side by side within a
single library department.

Defining the concept of age is a complex issue ¢hatbe approached from many
lenses including “chronological age, social roleage, functional age, and subjective
age, cosmetic age, biological age, psychological sgcial age, and economic age”
(Roberson, 2003). Each of these lenses may rendiffierent “age” for any one person,
however, the findings of this and other studieggeggthat chronological age and
appearance/perception of age are usually the Idrysesich library users, colleagues
and society-at-large judge one another (Coultedg2Roberson, 2003).

When examining age on the macro level, “age cabadnown or understood
without the symbolic interaction of the issues gé’aof the individual and what it means
to them, and the context of the society, or in taise, the profession. Macro level effects
such as age stratification within librarianshiphed influence and socialization norms
within ARLs, and social power and cultural capdéthose at the reigns of ARL libraries
are all relevant issues that are integral whernudsiag the dynamics of age and
generation in ARL libraries (Roberson, 2003; Wilde995, 2003).

Within popular culture, librarianship has oftendhal stereotype of that of an

older, spinsterish White woman. In the last sevgeals, as the profession has adopted
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and driven changes in technology, including hanngshe power of social networking,
web2.0, NextGen catalogs, etc., and images of yenmgp, urban professionals who are
casting aside the dowdy label and driving the m®ife in a new and exciting direction
have emerged (Jesella, 2007). These professiomHséas®otypes are driven, in part, by
our societal attitude toward aging (Roberson, 2088reotypes such as older persons
being dependent, absent-minded, afraid or unaldeldpt technology, etc. reflect little
understanding of older adults today (McMullin, Bt 2007; Roberson, 2003). Faculty
surveys have shown that given proper support, daberdty adopt new technologies at

similar rates as younger faculty (Carr & Devried99).
Diverse Faculty and Role Performance

Whereas there is an abundance of higher educdtigoatlre on the impacts of
faculty in generalthere is much less empirical literature on thpants ofdiverseand
librarian faculty in particular. Here, | review this bodyempirical and conceptual
literature on role performance and impacts accgrthrthose that are conceptualized as

primarily impacting institutions, and those thaparily impact individuals.
Institutional Impacts

The literature points to benefits accrued by insitihs that have committed to

diversifying their faculty ranks. President Emesitiames Duderstadt (2004) stated,

At [the University of] Michigan we remain convincétht our university’s
capacity to serve our society, our nation, andatbdd successfully...would
depend in large part on our ability to achieve anstain a campus
community recognized for its racial, cultural, attinic diversity. Indeed, our
diversity has been a cornerstone of our effortsctdeve excellence in
teaching, research and service (n.p.).
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Smith and Wolf-Wendel (2005) concur, “the issueli@krsity in the faculty and
staff assumes direct as well as indirect importdaceampus efforts.” (p. 50).

While there is very little library-specific litenate on this topic, K-12 and higher
education scholars have studied and conceptuaheenhstitutional impacts of diverse
faculty to include: the use of expanded pedagogadicularly those that promote active
learning (Milem, 2000, 2001; Darling-Hammond et &096); the broadening of the
curriculum to more fully reflect emerging populatgoboth in area studies (Black Studies,
Latino Studies, etc.) and integrating diverse pectipes into traditional curricular areas
(Antonio, 2002; Hurtado, et al., 1999; Milem, 20Q@001; Willie & McCord, 1972),
improved campus climate (Hurtado et al., 1999; Mil€hang & Antonio, 2005; Willie
& McCord, 1972); wider research, scholarship, anbligation focus (Hurtado et al.,
1999; Milem, 2000, 2001; Milem, Chang & Antonio,(0&) ); improved quality and
robustness of the institution (Duderstadt, 2004n¢H& Page, 2004; Page, 2007); greater
adherence to a democratic mission (Duderstadt,;ZB04n et al., 2002; Hurtado et al.,
1999); and improved societal relevance (Dudersgfii4; Adkins & Espinal, 2004).
Though many of these impacts overlap and co-ocdhimthe literature, two stand out
as the most fully explored, and deserve a moreotlgir treatment in this review:
expanded curricular offerings and the increasedtiséiernative pedagogies.

It is interesting to note that while many of thesbolars have linked a diverse
faculty to these many institutional outcomes, \atlyinone of them examine exactly how
and why the work of diversity of faculty createssh beneficial outcomes. In other
words, the literature does not examine the exachar@sms that diverse faculty use to

affect these valuable contributions.
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Expanded Curricular Offerings

Scholarship about expanded curricula reflects Hanging theories and purposes
of classroom experiences in higher education. farature in this area centers around
two ways diverse faculty have broadened the cuumufirst, by developing whole new
disciplinary areas such as Women'’s Studies, Bldali8s, Latin American Studies,
among others (Sears and Marshall, 2000), and sebgndtegrating multicultural and
critical perspectives into the teachings of thditranal disciplines (Chliwniak, 1997;
Hurtado et al., 1999; Sears & Marshall, 2000).

Sears and Marshall (2000) wrote, “Curricularistshking is evolving from a
focus on curriculum as a phenomenon of schoolinutdculum as a more pervasive
social and cultural phenomenon” (p. 211). Althodlgely do not explicitly attribute this
trend to broad diversification of the faculty, theyecifically link it to the new generation
of “post-millennial” scholars. They argue that alderricularists held a positivist view
that the curriculum should present a unified boflfyrmwledge, whereas the younger
generation of faculty are more interested in cnggtnew niches in curriculum studies”
that center around identity, politics, economics] aulture (p. 211).

In his 2002 comparison study of the scholarshifaofilty of color and White
faculty, Antonio notes that diverse faculty arest@stial for higher education because
they...are supportive of minority-related and otheaa of non-traditional areas of
scholarship” (p. 583). His groundbreaking work ekad the ways in which faculty of
color incorporate culture and advocacy into thelradarship and teaching, and how that
work influences students’ affective and democratitcomes.

Milem (2000, 2001) quantified “the relationship Wween the race and gender of

faculty members and the three missions of the wsitye research, teaching and service.

34



He wrote, “I found that women faculty and faculfycolor differ from their colleagues in
ways that advance their institutions’ missions”q@0p. 28). Explaining the salience of

social identity on their work he wrote,

The scholarly interests of these faculty membemjen faculty and faculty
of color] lead them to incorporate readings intlveiurses that represent the
experiences of women and people of color in socigtg readings expose
some of their students to new perspectives anwaltbers to see aspects of
their own experience included in the curriculumeTimportance of this
practice cannot be understated (2000, p. 28).

Smith and Wolf-Wendel (2005) concur. Their workudsed on the “capacity of
institutions to educate and involve increasinglyedse student populations” (p. ix).
Basing their work on a model that examines accedsaccess, climate and intergroup

relations, and education and scholarship, theyladed,

Diversification of the faculty and staff is liketg contribute to what is taught,
how it is taught, and what is important to leamntcibutions that are vital to
the institution. Faculty trained in traditional @gabgy and in traditional
methodologies often find it difficult to fundamehyachange courses and
curricula. Diversification of the faculty and stafiake it easier, because the
likelihood is greater for the introduction of diféat perspectives (p. 50-52).

In their book,Making a Difference: University Students of Colpe8k OutLesage
et al. (2002) use in-depth narratives of twelveaniy students regarding their college
experiences. Their reactions to the curriculum, thieddiversity of professors who taught
them are reflective of an earlier study by WillredavicCord (1972). One Chicana
student stated, “All the other classes I've takesspnt only a Euro American point of
view. Classes like Chicano literature or ChicamoBliS. society offer our point of view”
(p- 65). An Asian American student added, “The icutum merely reflects a specific
cultural perspective, so multiple perspectives &hbe integrated into the curriculum

even at the university level” (p. 66). An Africamm&rican student wrote, “It's an
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incredible feeling to have an African American teactelling the class about things you
know about and teaching you things you didn’t krimefore but understand because you
both live the same spectrum” (Lesage et al., 2p022).

While Willie and McCord (1972) and Lesage et a(2) provide valuable
insight into the students’ perspective on ethniclis, they are less clear about the
effects of including multiple perspectives intoditeonal areas of the curriculum. Their
interpretations, and the student voices in thegestwdies, echo one another even though
they occurred 30 years apart. They are clear: siviculty teaching multicultural
content matters.

Finally, it is important to note that many scholaeve acknowledged the
importance of not essentializing social identitighin minority faculty (Edwards &
Fisher, 2003; Kanter, 1993; Lesage et al., 200BkiMy assumptions about what faculty
want to teach based on race, ethnicity, or geredetd to tokenism and undue demands
for service (Allen, 1998; Edwards & Fisher, 200B)us, while women or faculty of
color may be more likely to introduce new areastatly, new perspectives, or even
challenge canonical assumptions, it is not appatg@tio assume that all women or

minority faculty will do so.

Use of Non-Traditional Pedagogical Methods
Traditional classroom-based pedagogies that dgetging and little student
participation within a classroom setting are chearlining in popularity as research
illuminates the benefits of cooperative and aclibaning strategies (Love & Love,
1995). Alternative pedagogies are now employeddrge faculty to help a wider range

of students to get the most from their learningesigmces (Chliwniak, 1997; Milem,
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2000). Boomers, Gen-Xers, and millennial studeagsyell as returning students who
juggle jobs and family with their schooling, arendending more active learning on
campus, and via the Internet (Cornell, 1999; Braeins 2000; Murray, 1997; Oblinger,
2003). As we learn more about the benefits of irstiégg the cognitive, social, cultural,
and emotional aspects of learning, more nontrathtipedagogical methods emerge,
including collaborative rather than competitive hwets of learning and teaching,
incorporating a multiplicity of viewpoints in readjs and discussions, and techniques
and philosophies that acknowledge and encouragetaf as well as cognitive growth
(Hurtado et al., 1999; TuSmith & Reddy, 2002). Tehaen-traditional pedagogies
promote “holistic learning” (Love & Love, 1995) aficulturally relevant” methods
(Darling-Hammond et al., 1996) to reach increagimiverse students.

Past scholarship on the intersection of pedagodydarersity often centers on the
race, gender and agesitidentsbut rarely on the diverse characteristics offéuailty.
Important exceptions include the mulitple reseastecidies by Jeffrey Milem and his
collaborators (Milem, 2000; Milem, 2001; Milem & Kata, 2000; Milem & Astin,

1993), who disaggregate their studies on facultivities related to diversity by race and
gender. Milem (2001) found that Black, HispanictiMa American, and White women
faculty, when compared with White and Asian facutypre often employ critical and
nontraditional teaching methods to “most or all'tleé courses they teach. For example,
while overall only 14 percent of faculty includeshdings on race or ethnicity in all or
most of their classes, 28.5 percent of African Ainegar faculty, 30.7 percent of Latino
faculty, and 26.3 percent of Native American fagudlid so. Milem & Wakai (1996) and

Milem & Astin (1993) also showed that faculty framderrepresented groups “are more
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likely to report using student-centered approa¢besaching and ‘active learning’
techniques such as class discussion” ( 1993, p. ZB&se alternative pedagogies have
been linked with improved student learning outcof@egonio, 2002; Milem, 2001,
Milem & Hakuta, 2000; Sotello Viernes Turner, 200é0d “will promote relations and
interactions across racial and ethnic groups” (&tlotat al., 1999, p. 23).

Much of this work is based on case studies of sig{iss experiences or self-
narratives written by the instructors themselved,(B002; Leong, 2002; Padilla, 1997,
Pimentel & Pimentel, 2002; TuSmith, 2002). Pimeatad Pimentel (2002) and Padilla
are illustrative of this type of scholarship. Thegch write about their experiences co-
teaching semester-long courses on race and ethimdhe U.S. They describe the role of
critical theory in the underpinnings of their medlotogies, and describe the co-
construction of the class syllabus with their studeThey also describe the negotiations
with students about assignments and the way evafugtdone. Pimental and Pimental

(2002) wrote,

We believe not only that coalition pedagogy encgesastudents of color to
be open and truthful about their beliefs and exguees but also that
privileged white students are pushed to become wrireal in the process. In
our own freshman writing classes, we have impleetenbalition pedagogy
and have found positive results for all studentsived (p. 123).

A major theme running throughout much of this htere is faculty of color and
female faculty experiences with using collaborapeelagogies. “A sentiment existing
among some scholars in higher education suggestsdimpetition, which is among one
of the fundamental values of our society and oghér education system is detrimental
to many of our students, but particularly to studesf color and women” (Hurtado et al.,

1999, p. 22). Methods such as “grading on a cangeinsisting on individual projects
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rather than group efforts runs counter to the caltiwaditions of many students of color
and emphasizes the elite nature of higher educdtiturtado et al., 1999, p. 22).

Many scholars delve into specific pedagogical m@sha order to include active
and critical learning along with those methods firaitnote and validate “communities of
learning” (Hill, 2002), cooperation, collaboratiand interdependence. Having the class
co-construct the syllabus and assignments (Ledd@R;2adilla, 1997) and having
students engage in self and peer evaluations rdtaergrading solely by the instructor
(Pimental & Pimental, 2002) are just two examplethe alternative pedagogies
described in these works.

In a conceptual piece using critical race theomgling-Hammond et al.(1996)
emphasizes the importance for teachers to be “caunsy responsive to students’
cultural backgrounds and learning styles” (p. 6)ispedagogy, she maintains, “is
considered crucial by many scholars and educafarslor...understanding the culture
precipitates a greater level of learning than heehtdeveloped under culturally
insensitive conditions” (Darling-Hammond et al.96%. 6). Darling-Hammond relates
how teachers who build “learning communities” enege relationships between
students and teachers. Those teachers’ “classra@mesmarked by social equality,
egalitarianism, and mutuality stemming from a graapher than an individual ethos.
[The teachers used] interaction modes such asndHresponse and the use of familiar
language patterns, and fostering a climate in wharperation, acceptance,
participation, and learning were stressed abovepedition” (p. 8).

Closely related to notions of community buildinglazooperative learning

methods is the idea of “kinship or family as a rpéta for the classroom work of
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African American teachers” (p. 8). Nieto (1994) é&ftuhmann (1992) both noted this
familial theme in the classrooms of Hispanic teaslieey observed. Darling-Hammond
et al. (1996) wrote, “the teacher is perceived parant, mentor, or godmother. They
understand the benefits of creating a sense ohady and trust with their students that
translates to a comfortable learning environmept'9). The theme of teacher as learner
in such situations is common in these narrativeaets of using non-traditional

pedagogies.
Individual Impacts

A variety of individual benefits have also emerdeun the empirical and
conceptual literature. These include: improvednibda and graduate rates (Bennett,
2004; Smith & Wolf-Wendel, 2005); greater satisi@ctwith the college/graduate school
experience (Nettles & Millett, 2006); improved s@and academic integration,
including stronger mentoring, role modeling andf@ssional/anticipatory socialization
(Addis, 1996; Alire, 2001; Antonio, 2003; IrvineQ@3; Scisney-Matlock & Matlock,
2001; Weiher, 2000); increased likelihood of gradwschool aspirations (Lesage, et al.,
2002); improved multicultural competency (Doole@03; Duderstadt, 2004; Gurin et al.,
2002; Hurtado et al., 1999; Ladson-Billings 19%)d improved academic performance
(Antonio, 2002; Dee, 2001; Hesch, 1999;Milem & Hek®2000; Sotello Vienes Turner,
2000). Some of these impacts are viewed as derdinegtly from the active presence of
minority faculty (multicultural competence and mamg/role modeling), and some are
secondary gains derived from the direct impactsigdacademic integration,

career/graduate school aspirations).
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Much has been written about the alienation of mip@tudents, faculty, and
librarians on primarily White campuses (Edwardsi&iér, 2003; Fleming, 1984; Hall,
1988; Hummel & Steele, 1996; Moore & Wagstaff, 19Néttles, 1991). For minority
students, faculty of color may provide some amaidfmomfort and safety, along with
role models and possible mentors (Gibbons, 1998ad¢e et al., 2002; Nettles, 1991). For
White students, male and female, faculty of colud @omen faculty provide counters to
a lifetime of often-negative media images, andediffg cultural perspectives (Irvine,
2003). For other female faculty and faculty ofaplwomen and minority colleagues
provide a sense of community; and lessen the chafneelation. Solo status and
tokenism (Edwards & Fisher, 2003; Kanter, 1993;d8elaptewa & Thompson, 2003),

and undue demands for service (Allen, 1998; EdwarBgsher, 2003).

Enhanced Multicultural Competence

The impact of a diverse faculty on enhancing multical competence in
students and faculty/staff is an emerging aredgifdr education literature, but one that
has been written about for decades in the psyclaad K-12 literature (Banks, 1988,
Bowers & Flinders, 1990; Erikson, 1986; Graff, 198Btchell, 1985). Researchers in
this area use a variety of names for the conceptuticultural competence, including
“cultural intelligence” (Earley & Mosakowski, 20Q4ultural competency” (Perloff et
al., 2006), “CQ,” or “cultural quotient” (Earley &osakowski, 2004), among others.
Multicultural competence has also been conceivadabfiding a variety of different sub-
skills, including critical and complex thinking, miple perspective taking, reducing

prejudice, and the ability to understand and bridifferences of race, ethnicity, culture,
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and other group characteristics in order to wovkai@l a common purpose (Gurin et al.,
2002; Hurtado, 2001; Tropp & Pettigrew, 2005a).

Building multicultural competence is one of the fameas of the literature that
consistently addresses the impact of a diversdtfagn non-minority individuals (Gurin
et al., 2002; Hurtado, et al., 1999; Hurtado, et20102a; 2002b; Milem, 2000; Milem &
Hakuta, 2000). Much of this literature is basedlmntheoretical underpinnings of
intergroup contact theory put forth by Gordon Altpim the 1950s, and empirically tested
by researchers such as Pettigrew and Tropp (2Q@&act theory centers on the
phenomenon that with certain types of supportiviegnaup exposure, prejudice is
reduced, and unity among diverse-others is inctedd®e trouble with models that center
on contact theory is that they tend not to, intloeds of Tanaka (2002) “examine the
underlying cultures of an institution.” The excepis to this criticism are Astin’s (1993)
work examining the “diversity emphasis” of the itgion, and work by Hurtado et al.
(1999) and Milem, Chang and Antonio (2005) thatosgrtualizes campus diversity from
an encompassing view of institutional climate (uttthg historical legacy, structural
diversity, psychological climate, behaviors, angamizational structures within the
environment).

Many authors look beyond the college years fortamithl reasons to develop
multicultural competency. This benefit is the stuidenpact most often cited in the
literature, but is mostly conceptual in nature. tiddo et al. (1999) state, “attaining a
diverse student body and hiring diverse facultyltda significantly more opportunities
for all students to learn how to deal with othesf different cultural backgrounds after

college” (p. 10). According to Earley and Mosakoi@004), “in a world where

42



crossing boundaries is routine, CQ [“cultural gentj” or, multicultural competence]
becomes a vitally important aptitude and skill, aod just for [business persons]” (p.
139). In our global and multicultural society, digility to view a situation from many
perspectives is becoming increasingly importamnployers, governments, and civil
societies (Alger & Carrasco, 1997; Campus ComZ8£6; Gurin et al., 2002; Hurtado,

2001). To this point, Hurtado (2001) writes,

We are facing a U.S. society that is increasinggige. In such a society, it
is ever more important to provide all college andsarsity students with the
skills necessary for success in an increasinglyptexnworld...This
demographic shift suggests that the role of higiteication will remain
essential in training a work force that can botbreenically sustain
communities and forge relationships across thergé/populations that make
up American society (p. 187).

Linking multicultural competency to leadership &kjlHurtado et al. (2002)
state, “for students to become leaders in an isangly heterogeneous and complex
society, they need to learn how to accept diversiegotiate conflicts, and form
coalitions with diverse individuals and groups” {{64). Within academic librarianship,
Alire (2001) wrote, “relying on one’s cultural coetencies provides leaders with extra
resources, enriched insights, and lessons in catirigochallenges” (p. 101).

Still another post-graduation application of multtaral competency can be
found in its linkage to citizenship and democrgitwerning. After conducting a series of
guantitative analyses using Cooperative Instit@idtesearch Program (CIRP) data from
the University of Michigan as well as a nationaR€lIsample, Gurin et al. (2002)
conclude that “to foster citizenship for a divedggnocracy, educators must intentionally
structure opportunities for students to leave thrafort of their homogenous peer group

and build relationships across racially/ethnicdilyerse student communities on
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campus” (p. 363). Bowen and Bok (1998) quantifieohs of these post-graduation
democratic outcomes (leadership, civic engageneempJoyment choices, etc.) for
diverse students, but did not specifically linkittenalyses to the impact of diverse
faculty.

Astin’s (1993) empirical study links diverse fagylinulticultural competency,
and post graduation outcomes. His longitudinalstuskd approximately 25,000 students
at 217 four-year colleges and universities in the tm late 1980s found that “the extent
in which an institution emphasized and supportethland multicultural diversity
among faculty and students had a positive impaetromdividual student’'s commitment
to promoting racial understanding. Similarly, thember of ethnic studies and women’s
studies courses taken by an undergraduate studdrg positive impact on his or her
cultural awareness and commitment to promotingataciderstanding” (p. 176).

An important distinction between multicultural coet@nce building and many
other impacts can be found in how this literatugaegally supports its benefits falt
students, rather than just female or minority stsi¢Milem, Chang, & Antonio, 1995;
Milem, 2000; Dooley, 2003; Ewing, 1995; Gurin et &002). Most scholars’ arguments
center around the idea that multiple points of véae essential for building critical
thinking skills and functioning in a diverse wo(lduderstadt, 2004; Hurtado, 2001;
Milem, 2001). On this point, virtually every higheducation professional association has
issued supportive statements. One such statememgscioom the AACU, “Today’s
students must learn, in every part of their edocaii experience, to live creatively with
the multiplicity, ambiguity, and irreducible diffences that are the defining conditions of

the contemporary world” (AACU, 1985, p. xxii).
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Dooley (2003) wrote specifically about the benebitsliverse faculty on

multicultural competency for all students,

All students can benefit from having a diverse b@&ag pool. The recruitment

of ethnically and culturally diverse teachers is madertaken solely for the

benefit of ethnically and culturally diverse stutierbut rather for the benefit

of all students who must learn to function effeelyin the pluralistic society

in which we live (p. 268).

Diverse Faculty as Role Models and Mentors
Unlike other impacts, faculty role modeling and toeimg, and its impact on
students’ social integration are conceived as lgpgansequences primarily for racially
diverse students. Often the terms are used integeladbly, but sometimes they are used
to mean very different activities with very diffeteoutcomes. Both mentoring and role
modeling have been linked in the literature to eaespirations (Addis, 1996; Astin,
1993); the “politics of recognition” (Addis, 199Byine, 2003; Weiher, 2000); and
reduced social and academic isolation (Astin, 1988tles, 1991, 2006; Verdugo, 1995;
Wolf-Devine, 1997).
In the library literature, the role of mentoringuisually conceptualized as a means

to recruit underrepresented students into the psada (Adkins & Espinal, 2004;
Echavarria, 1995; Gollop, 1999), or to advanceqguacademic librarians into leadership
ranks (Alire, 2001; Winston, 1998). Echavarria (Bp@rote about the important
mentoring role that minority librarians play foudents on their campuses, “Mentoring is
a proactive method that can succeed in reachimgsts” (p. 67). Like many authors, she
talks about the mentoring efforts for minority urgladuates and in relation to

recruitment to the library profession. The libréitgrature on mentoring/role modeling

includes studies that have found how many librariaincolor had librarian role models to
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help them consider librarianship as a professiaik{s & Hussey, 2005; Moen, 1988;
Rodriguez, 1997). Just as in the higher educatierature however, there is a paucity of
empirical studies that link the work of diverseréibans to measurable student outcomes.

Scholars agree that it is largely minority facutlyfo mentor students of color
(Alger & Carrasco, 1997; Alire, 2001; Ferber & Wor2§02; Irvine, 2003, Verdugo,
1995). While the literature generally supports ffomt, some authors theorize that it is
not because students benefit only from same-racgarse but because faculty are prone
to offering mentoring relationships to those studevho remind them of their younger
selves (Alger & Carrasco, 1997). Therefore, at BWlsere faculty of color are
underrepresented, students of color are less likelgceive critical mentoring (Alger &
Carrasco, 1997; Lesage et al, 2002; Nettles & MjIRO06), or faculty of color are likely
to have heavy service obligations mentoring thasgesits (Edwards & Fisher, 2003;
Patterson, 2000).

Other scholars theorize that rather than suffefriogn a void of White mentors,
minority faculty simply make better matches for rtagimg students of color (Farrell &
Jones, 1988; Irvine, 2003). Irvine (2003) wrotewthtbe cultural differences between
racial groups, and how similar-others are ableottextualize these differences more
easily than diverse others.

The result of alienation on the part of studentear on PWI campuses can be
seen in the attrition rates of African Americand&nts who have “five to eight times
higher than the attrition rates of Whites studemshe same campuses” (Bennett, 2004,
p. 861). Thus, there is the perception “that ursdewice based on race justifies a racial

solution” (Flores & Slocum, 1997, p. 91). In otlveords, the fact that students of color
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and female students often have difficulty findingntors at PWIs justifies diversifying
the faculty to provide a greater range of sociahity-based “similar-others” with which
to receive mentoring.

Within the literature, a “similar-others” hypothess prominent (Echavarria, 2002;
Farrell & Jones, 1988; Ferber & Wong, 2002; Verduifif5). Verdugo (1995) writes

about the special impact that Hispanic faculty hiaveHispanic students,

In terms of Hispanic faculty, there is the sense they can be used as role
models not only because they are educators butibethey are Hispanic
educators. They are a group who have overcome mus@bstacles in
acquiring an education and thus are not only exaraf the benefits of an
education but also transmitters of this highly ested cultural value...for
Hispanic students, Hispanic role models can be wepprtant (p. 678).

According to the conceptual literature, other intant components of mentoring,
involve career and academic guidance. To this pbertber and Wong (2002) conceived

that mentoring/role modeling,

Offers support by openly sharing information andisidg others about one’s
job and responsibilities.... The establishment of meng networks
specifically for people of color can help buildwpportive environment for
them, so that they wish to stay and participatghiaping the institution over
the long term. This is important because a multical faculty and staff must
be present to accommodate a multicultural studedy b.faculty of color
especially take on the role of mentoring studehtsotor (p. 178).

And Addis (1996) noted that not only do role modeisl mentors help
socialize role aspirants into a new institutiorg)timelp role aspirants to see “the
possibility of one of their members attaining atjgatar role [or job/career]” (p.
1409). He added, “given the dearth of minoritied emmen in certain professions,
it might be necessary for aspiring minority and &#role occupants to see
minorities and women in those roles to reassunasieé/es that they can indeed

occupy those roles” (p. 1410).
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Lesage et al. (2002) used narrative diaries kephéy students over the course
of a semester, and Willie and McCord (1972), usecthmethods, including large-scale
in-depth interviews of hundreds of Black studentsialtiple institutions to examine the
impact of diverse faculty as role models. Lesagal.€2002) and Willie and McCord
(1972), although their studies occurred thirty gesgpart, both agree that faculty of color
are instrumental in providing improved mentoring $tudents, but Lesage also shows the
importance of role modeling in affecting graduatkaol aspirations among students of
color.

Lesage et al. (2002) firmly root their work withantical race theory, and how
social identity and lack of equity inform the cgjéeexperiences of many students of
color. The authors’ use of “contextual analysesthefir students’ experiences illustrate
points relating to Critical Race Theory and Sotdantity Theory. One Native American

student participant in Lesage’s study wrote,

I’'m taking a class from the only Native Americamf@ssor on this campus.

It's a lot easier because | don’t have to explayseff....When | talk to

someone from my own background, | can get on witleiothings instead of

having to step back and explain everything steptby form the beginning (p.

71).

Willie and McCord (1972) conducted in-depth, setnirstured interviews of over
200 African American students at four institutionghe state of New York. Black
faculty were perceived as “someone you can talk‘éosource of information,”
“someone really concerned” for their welfare, asdrhieone with whom you can

identify” (p. 59). They found, “Not only do blackuslents express an overwhelming need

for black advisors, they also press for more bfackilty” (p. 60).
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Adkins and Hussey (2005) interviewed nineteen ugrdeluate and graduate
students to determine their motivations for goimgjlirary school. “When we asked
Latino librarians what influenced their entry iritee field, several indicated that they had
role models, mentors, and friends who advised tttepursue the degree” (p. 230).
While Adkins and Hussey confirm earlier researdt thaving a role model is
instrumental in recruiting to the library professir students of color, they did not
analyze the race/ethnicity or gender of the rolele®mentors, although they argue the
importance of having diverse librarians availablsérve in these roles.

Two large-scale experimental studies were condumteithe effects of matching
students to teacher races (Dee, 2001; Weiher, 280 found that minority student

achievement does improve when minority studente mawority teachers. Dee wrote,

The prior literature offers at least two genergllarations for why racial
pairing of students and teachers might exert arortapt influence on student
achievement...One class of explanations involves wbald be called
“passive” teacher effects. These effects are sirtiggered by a teacher’s
racial presence and not by explicit teacher behavistudents may feel more
comfortable and focused in the presence of an @ea-teacher regardless of
the teacher’s actual behavior. An alternative axgii@n...points to “active”
teacher effects: race-specific patterns of behanoong teachers. In
particular, it may be that in allocating class tinmeinteracting with students
and in designing class materials, teachers are or@sted towards students
who share their racial or ethnic background. (21, p. 8).

It is important to note that Dee tracked only Blacid White students in her
work, while Weiher (2000) also included Hispaniadieers and students.

Finally, Nettles and Millett’s (2006) study examihihe influence of
mentoring on doctoral students in five disciplinargas: education, engineering,
humanities, sciences and math, and social sciefbey.undertook a massive

survey at 20 of the largest doctoral-granting tnsitns, all ARL institutions. They
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examined a series of outcomes based on studeratateastics including age, race,
SES, marital status, parenthood status, and mang.Math regard to mentoring,
the researchers used several independent meascigding “has a mentor,”
“student-faculty social interaction,” “adviser agmtor,” and “academic
interactions with faculty” to regress against ouateovariables of satisfaction,
productivity, and degree completion. They found #i@ican American students
are significantly less likely to receive researshistantships (which may lead to
mentoring), and they were significantly less likedyeport faculty mentoring
relationships.

It is important to include those scholars who hdifterent views of the
importance of race in faculty-student mentorin@tiehships. Irvine (2003) criticizes
those scholars who emphasize a racially diversdtiabased strictly on demographic
imperatives and the positive symbols teachers loir gwovide. For them, “the
justification for increasing the number of teachafrsolor is based on the belief that their
value to the profession is simply their race arhieity” (Irvine, 2003, p. 52). Rather,
she sees teachers of color as “essential becagiseetaiching beliefs and instructional
practices are related to the school achievemestiudients, primarily African American
and Latino students, whose performance continueEgtbehind that of their White and
Asian counterparts” (Irvine, 2003, p. 53).

Still others believe that it will be a long timefbee there are enough faculty of
color to mentor all the minority students who wembe mentored, therefore, White
faculty, must take on the role of mentoring studagitcolor (Gibbons; 1993; Scisney-

Matlock & Matlock, 2001).
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While the literature on faculty impacts is very rhuooted in the education
literature rather than the library literature, #hare parallels between the roles of the
discipline-based faculty and library faculty thatke this literature transferable.
Librarians are teachers through reference worksulbation, and web and classroom-
based instruction. They are also knowledge creaiartheir own research and collection
building. Despite these parallels, the fact rem#uas there is a distinct gap in the library

literature about the ways in which librarian divrénfluences role performance.

An Integrated Conceptual Framework for Role Perforoe and Impacts of Diverse

Faculty

| now turn to the task of integrating these litaras with the purpose of
suggesting a new and more robust conceptual mod#ié individual and institutional
impacts of a diverse faculty. Bringing these litaras together within one conceptual
frame is a complex but interesting challenge. laaded in this task by key recurring and
overlapping variables and themes within the facditgrsity literature.

As an overarching lens, social identity theory addes the commitment to, and
salience of, the various identities with which aentifies. (Good et al; 2000; Sidaneous,
teal., 1999; Stryker, 1987; Twomey, 1995). An intpot reason for having diverse
faculty throughout the disciplines is to forge bsiidrough diverse identity-related
experiences and the relationship between thosesdivdentities and role performance. In
their study using U.S. Census data, sociologistie¥and Allen (1989) found “race
exerts profound influence over the lives of peaplthis society” (p. 3). Yamane (2001)
writes, “not a single sphere of life is unaffectgdracism and racial inequality, and the

experience of racism transcends class boundapes).(Sharing culturally-based
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experiences promotes safety and comfort for siraithers in environments where they
find themselves in the minority (Irvine, 2003). Spibovides an underlying logic that help
to explain why all students can excel with the pneg and guidance of a range of diverse

faculty.
The New Conceptual Model

A new conceptual model must incorporate an ecosdgierspective of the
impacts of diverse faculty (Dey and Hurtado, 19%9%).ecological perspective illustrates
the mutual influence of diverse faculty on insiatl missions of teaching, research and
service, on student outcomes and conversely, cersside impact of students and
institutional factors on diverse faculty (Antonkf03). Just as diversifying the faculty
has implications for institutional and student aumes, diverse students have an impact
on the institution with their level of satisfactiaetention rates, and demands for
curricular offerings and activities (Antonio, 20Q3sage et al., 2001).

Figure 2.3 illustrates the characteristics and ictgaf students, faculty and
institutions, along with the multi-directional imgteof diverse faculty. Further, it builds
on the still relevant work of Pascarella (1980}, infuses that model with diverse
characteristics of students, faculty, and instiogi common today (Milem, Chang &
Antonio, 2005). My model includes a broader underding of institutional factors that
impactandare impacted by diverse faculty and students. Ehahacteristic and impact
included in the model is based on works from Ch@@§1b, 2005), Hurtado et al.
(1999), Milem (2000), Milem and Hakuta (2000), andny others that have studied and

theorized about faculty diversity.
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The student characteristics are gathered from tir&snof Tinto (1993), who
hypothesized, and others have empirically testedd&ella & Terenzini, 1977, 1978)
that family background (SES, community structuegs,), personal attributes (sex and
race), skills and abilities (social and acadenany prior school experiences can shape
the college experience. To those | have addedAssien( 1993; Chlinwniak, 1997;
Pascarella & Terenzini, 1978), marital status asatlamic major (Nettles & Millett,
2006).

The faculty characteristics included in the modwhe from Milem (2000),
Lesage et al. (2002), Darling-Hammond et al. (199&prs and Marshall (2000), Astin
(1993), and Antonio (2002), who stress the imparaof race, sex, generation,
willingness to use non-traditional pedagogies, sadaesearch and teaching interest,
motivation for being a faculty member, and affesvard student contact.

The institutional characteristics come from Padta(@980). | have added many
other contextual factors including size (Chang,220(Hurtado et al., 1999), religious
affiliation and co-ed status (Chang, 2001b), whibeemajority of students live and work
(Chang, Astin & Kim, 2004), faculty research versemsching orientation (Astin, 1993;
Milem, 2000), and institutional climate and/or cué (Astin, 1993; Hurtado et al.,1999;
Milem, Chang & Antonio, 2005).

Finally, the multidirectional arrows describe redaships and impacts between
these three groups of variables on student andutishal outcomes. It is important to
note that multiple scholars have taken an ecolbgesspective of relationships and
impacts (Antonio, 2002, 2003; Astin, 1993; Char@)h; Hurtado, 2001; Hurtado et al,

1999; Milem, Chang & Antonio, 2005). Ultimatelyjshmodel reflects the importance of
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CRT to the chosen institutional factors, and SiEh®individual factors, and helped

inform my interview protocol for the study.
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FIGURE 2.3. Conceptual Framework for Impact of Divese Faculty Model (Based on Higher Education and larary

Literature)
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CHAPTER 1lI
METHODOLOGY

Purpose of the Study

My conceptual framework for this study includesngsCritical Race Theory
(CRT) in order to situate the historical legaciésdalections and services within
Association of Research Libraries (ARL) settingsleRTheory (RT) to examine the
typical roles that librarians are asked to perfomrarge research-oriented campuses, and
Social Identity Theory (SID) to interpret individuexperiences and actions within ARL
libraries. This study examines the relationshipvMeein racial, gender, and other
participant-driven salient identities among acadelibrarians and their role
responsibilities and role performance on primaWlizite campuses (PWIs). | investigated
how male and female academic librarians of differanes, ethnicities and ages envision
and fulfill their roles related to academic libramgllections, services and user
constituents.

According to Hurtado et al. (1999), “Central to ttenceptualization of a campus
climate for diversity is the notion that students educated in distinct racial contexts
where learning and socializing occur” (p. 4). listis true for students, might it also be
true for faculty? In this study, | examined whethee, ethnicity and gender are salient
in the ways that librarians approach their positiesponsibilities, working with the

public, and managing their collections.
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By analyzing how social identity relates to acadehbrarians’ role
responsibilities and performance, | gained a beftelerstanding of how librarians view
their work contributions, navigate their complexddracially distinct contexts” within
academe, and better understand the importance@fsei perspectives in serving and

collaborating with a diverse campus constituency.

Research Design

For this study, | collected, analyzed and repoaedhterview data that | gathered
from 24 academic librarians from three AssociatbResearch Libraries (ARL)
institutions. Librarians of color remain underreggpted in academe (ARL, 2006),
therefore, a multi-institutional sample was necgssaorder to create a participant
sample large enough to do provide robust data.le/here are 99 ARL institutions
located in the United States, no single institugomploys enough underrepresented
librarians to produce sufficient data for analy3ise data gathered includes 12 in-depth,
in-person interviews with underrepresented acadébrarians of color (including the
three of the four racial categories most commontpleyed in higher education research:
African American, Asian American and Hispanic—besmthere are less than two dozen
Native American academic librarians in the entwardry, | was unable to include Native
American participants), and ten interviews with WgHibrarians. | conducted the
interviews on three ARL campuses with critical nrsbof librarians of color, as
reported by the ARL. On each campus, | intervietineee to five librarians of color, and
three to four White librarians.

This study is guided by the following guiding antbsjuestions:
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What is the relationship between social identig)i@nd how academic librarians
perform their various professional roles and resgbilities?

* Isrole enactment influenced by racial and/or geedlexperiences?
* Are some identities more salient than others, awl imight salience affect the

way academic librarians perform their multiple s¥le

» Are there differences and/or similarities in ro&fprmance between individuals

of similar identities?
» Do librarians’ awareness and perceptions of thecgiral/curricular/research
diversity within the institution, and within theébhary affect their responses to

their provision of collection and services?

* How do librarians perceive their roles with regtydibrary or campus diversity

initiatives?
Methods

Due to the nature of my questions, qualitative ro@shwere the most appropriate
to employ for this desigrQualitative methods lend themselves to the cotlaabf
sufficient data to explore and suggest why a palerqohenomenon occurs. According to
academic librarian researchers Adkins and Huss95(2 qualitative methods may “be
more appropriate for working with underrepresemtegulations because they have a
story to tell about their choices that may nothmedame as that of the dominant

population, and that may not be revealed in suresgonses” (p. 229).

Data Sources and Data Collection: Interviews
The use of multi-institutional, in-depth, in-persoaterviews allowed me to
investigate role performance across an array avVidals within similar types of
institutional settings. It also helped me to untierd the ways in which social

identity(ies) of some academic librarians may iefioe their approach to, and
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perspective of their academic work responsibilitlassed purposive sampling from the
contacts that | have made throughout my sixteen-ga@er within the American Library
Association (ALA), the Association of College anddearch Libraries (ACRL) and

ARL. The ARL minority librarian community is smdKryillidou, Young & Barber,

2008), therefore | started with my contacts anaccdgkem to suggest names of other
librarians in order to develop a large enough dgarticipants for sufficient data. | sent
an email invitation to 25 librarians of color anfieen White librarians, asking them for
their help in recruiting participants, and askihgrh to participate. Of those, 14 librarians
of color, and ten White librarians responded. itetsthe three ARL campuses between
October and December of 2007.

Specifically, the interviews helped me to underdtaaow, according to these
participants, they envision their ability to cobtrte to, and impact their libraries’
services, collections and users. | was able tachete whether differences and
similarities exist among and between librarianghegse ARL settings, and am able to add
to the professional literature on how and why ditgramong academic librarians is vital
to the robustness of the mission of the acadefmiarly. Adkins and Hussey (2005)

wrote,

Through interviews, participants are able to previistorical information
from their personal and social points of view. tatews provide an
opportunity for open discussion where both theasdeer and the interviewee
can construct meanings together. This is an impbsi@p when trying to
understand why an individual or a group has madaicedecisions or taken
specific actions. It illustrates history from uneypoints of view and provides
rich data to help understand it (p. 230).
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The interviews provided a robust amount of datéithaninates how a diverse
range of academic librarians contribute to acaddilmiaries’ missions of service to

diverse campus constituents.
Interview Content

Each interview provided three types of data forfthal analysis. Context was
important to understanding role enactment, theeef@asked each participant for his or
her curriculum vitae before the interview. Duriing interview, | asked each participant
to fill out a short background survey about hisiemographic status (age, length of
service, race/ethnicity, etc. (See Appendix IVraore details). In this survey, | asked
each participant to rank the salience of each iyeat work on a scale of one to four.
These questions are important for several reagorss, the goal of ethnographic
interviewing is to study the subject “in situ on place’™ (Stage & Manning, 2003). Stage
and Manning (2003) state, “the complexity of bebaand meaning making are closely
intertwined within the social systems where indbats interact” (p. 36). Second, | used
the demographic survey as a guide to ask probith@ifeup questions of each participant
about how identity salience presented in the wadgl

The bulk of each interview consisted of a seriesaphi-structured questions
regarding participants’ daily work lives. (See Appi Il for details.) These questions
revolved around the performance of various rolesviaich academic librarians are
typically responsible. Each question had seveiamobes | used if time and the
direction of the conversation allowed.

Each interview took approximately 90-150 minutelse protocol was designed to

guide the discussion and keep the interview orktvéathin the given time limits,
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however, each interview was guided by the sperilie mix of the participant, and
whether (or how many) social identities were salearerall, or within specific roles.

There were multiple participants at each institutitherefore, |1 was able to
conduct all the interviews in person, and to sttieeg anonymity within a given ARL
setting. In-person interviews allowed me to es&bé richer rapport with the
participants, and allowed for direct observatiomoi-verbal communication (Cresswell,
1994). After each interview | immediately refletten how each interview went, non-
verbal aspects of the interview, and my own reastio the content and process through
written field notes. These notes helped me to guidatte the participant data with my own
perceptions and interpretations during the anabtsige of the study.

Typically, academic librarians have a variety affpssional responsibilities. In
each case, there are one or more areas withinoddlcbse responsibilities for which |
probed for information on sense-making, role pen@nce behaviors, and whether there
were linkages between the participants’ socialtities and their role performance.
According to Westbrook (2000), the roles | thouginght likely be represented include:

. Teaching activities— in-depth work at the reference desk, instrucitioa
classroom setting, and individual or small groupstdtations in their subject
area. | was interested to know whether particifibrarians used pedagogical
methods that incorporate diverse learning styleb s1$ cooperative learning,
applying critical theory to material, co-constroctiof curricula with learners,
etc. (Milem, 2001; Padilla, 1997)

. Collection Development activities- the work performed to build and

maintain the library’s collection in one or moréofact areas/disciplines
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includes contacting publishers, establishing autethplans that assist with
materials purchasing by particular publishers ardartain narrowly defined
subject areas, assessing the collection for gapstdated materials,
collection weeding, use studies, preparation difpaders or subject
bibliographies to assist users with accessing dleation. | listened for
whether librarians actively seek out diversity witktheir collections
regardless of whether their subject areas area@ttyplielated to diversity
(Adkins & Espinal, 2004; Keough, 2002).

Liaison activities — This includes outreach to specific campus oeioth
constituents. This may include marketing the lipaservices and collections
to departments and schools, ongoing electronidtesmror verbal
communication, visiting departments and individupbsticipating in
collaborative research or teaching, and other aabrectivities. | paid special
attention to the social networks the participaotsied, and whether (or how)
those networks enable them to perform their rotesrasponsibilities more
efficiently or effectively (Downing et al., 1993).
Organizing/Cataloging/Access Provision activities- those librarians who
do not have direct public service responsibilitigscally work in the
technical services realm of the library. Theyr@asponsible for cataloging
and classifying library materials to make them asd#e to library users
within the library catalog. They may produce or lgppetadata such as
subject descriptors and call numbers to individigshs or whole collections,

or they may produce digital content for the Intérmavas especially
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interested to learn how they view their roles witthe library with respect to
access to materials for the public (Berman, 19%2hé&l, 1994).

. Supervisory/Leadership activities— librarians at all levels of the library
organization typically have some supervisory resgulity, whether it is
leading students, full-time support staff, or othierarians. | paid special
attention to how underrepresented librarians vieswtroles with regard to
mentoring, leading and following others, plannimyisioning futures,
collaborating within and outside the library comntyiAlire, 2001; Winston,
2001).

During review of the curriculum vitae, and duritnge tcourse of the interviews,
it became apparent that the roles outlined above wat sufficient to describe the
range of work of the librarians in my sample. Te toles above, | would add:

» Library2.0 (delivery of services via the Internet)— several of the participants
had position responsibilities that centered on deelopment and systems
design for their campus libraries. This work in@ddcollaborating with
individuals and groups of librarians from acrossipas to provide library users
with online services and functionality to enhang®imation retrieval and
knowledge acquisition. | was most interested inviking if these participants
experienced their social identities in these enmgrgind growing areas within
the academic library setting.

« Administrative functions — several participants had significant responsigsl
for human resource type functions including nevif ssaentations, promotion

and tenure processes, and organizational develdpmeas interested in
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knowing if these participants perceived whetheirtbecial identities influenced
work that touched virtually every other personha tibrary system.

In addition to the functional role-related partdlod interview, | also asked about
their professional philosophies, including thegws on service to others, their approach
to working effectively in sometimes-hostile climstand the importance of social
networks to role performance. With these area®ofant, | was able to better understand
how some academic librarians approach their resipiitiss, and what, if any impact

their social identity has on their daily work livasd their longer term professional goals.
Population and Sample

According to the ARL (2008), there are 1,140 acaddiirarians of color within
ARL libraries located in the United StateDue to the limited size of the overall
population, it was essential to conduct interviatveultiple sites, as there is no one
institution that employs enough minority librariaiesprovide sufficient participants for
this study.

ARL libraries were my first choice for data collect due to the availability of
collection and service data, statistics about tiares by race within those libraries, and
my familiarity with the workings of these typeslafge research libraries. Even more
importantly, ARL libraries (which closely overlapttv Carnegie classified “Research
Universities [very high research activity]”) areclded on campuses where the greatest
numbers of students of color are educated todayofim, 2003; Hu-DeHart, 2000;
NCES, 2003). Because the provision of serviceshsisaeference, instruction, and

creating inclusive collections), particularly seeiprovision to students of color was one
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important sub-area of interest within this studygess to a diverse sample of ARL
librarians was very important to this study.

The sample was purposive, in order to include #grspectives of
underrepresented African American, Asian Ameri¢dispanic/Latina/o, and also White
librarians. In addition to race/ethnicity identiggnder and age/generation identities were
found to be salient in the existing literature agdlyand all these social groups needed to
be represented in this sample in order to recnotigh racial diversity within the study’s
participants (Abram & Luther, 2004; Gordon, 200B)e value to having this variation of
identities is to examine a “broad spectrum of eigueres” within similar settings (Stage
& Manning, 2003, p. 38). Purposive sampling, acoaydo Patton (2002), “requires that
the researcher identifies the method and raticioalselecting individuals prior to the
interviews” (quoted in Stage & Manning, 2003, p).38

Because of my own social identity, and its saligiaceny librarian role
performance, | have developed an extensive lisatibnal colleagues throughout the
ALA, ACRL and ARL. | was therefore able to receastatistical record of the numbers
of White librarians and librarians of color withéach ARL library in order to know
which campuses would have the greatest diversiyaaoess to underrepresented
librarians. Because of my contacts throughout tleeganizations, including the five
ethnic caucuses of the ALA (Black Caucus of the Aoaa Library Association
[BCALA], Reforma (an ethnic caucus for those whoseeSpanish-speaking library
users), the Chinese Librarians’ Association [CAL# Asian Pacific American Library
Association [APALA], and the American Indian LibyafAssociation [AILA]), | was able

to initiate contact on each campus with a trustelividual who then helped me recruit
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librarians to my sample pool. | then used the srabchnique to build new
relationships through existing ones (Gubrium & Hiails, 2002).

Finally, because academic librarians of color aré&esy in number, it was likely
that | might be acquainted with some of the litaas in my sample. It was therefore
extremely important for me to practice reflexivityoughout the data collection and
analysis processes in order to address any preassisnptions about the participants’
role performance, or the salience of their sociahtities. Keeping extensive field notes
was very important in order to be disciplined, egile, and explicit about any
assumptions | may have had. It was also very inapoto conduct member checks after
the initial analysis of the data whenever | hadstjoas about the meaning of a quote, or
extracting pieces of quoted material. The focusisesconducted at the annual ALA
conference in 2008 also provided additional feeHmarcthe initial analysis, and the
theory building within this study. Specifically,glseven participants of the focus session,
all from non-sample ARL libraries, listened andp@sded to the themes | pulled out of
the data. Their feedback on the themes’ resonartbeheir experiences in their settings

helped triangulate and validate the initial themesrging from the transcripts.

Participant Profiles
The twenty-four librarians included in the studgkeagreed to participate under
the condition of anonymity. Therefore, | have ceglgpseudonyms for each librarian, and
profiles for each campus. In order to give voic#gir stories, and to assist the reader
with the narrative in chapters four, five and $ikave created profiles of each participant

as follows:
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Table 3. 1. Participant Profiles and Salient Identies

Male/Female | Age/Generation Salient/Very Salient
Identity(ies) at Work
African American
Librarians
Andy Male Late forties Race/ethnicity, gendeESS
(class)
Jackie Female Late thirties Race/ethnicity dgen
Lewis Male Middle thirties | Age, Race/ethnicigender
Nancy Female Early fifties Race/ethnicity, age
Ralph Male Late fifties Race/ethnicity, age
Rowena Female Early thirties Race/ethnicity, agader,
SES (class)
Sally Female Late thirties Race/ethnicity, gen&&S
(class)
Shevonda Female Mid forties Race/ethnicity, $&#&5s)
Hispanic/Latino/a
Rosario Female Mid forties Race/ethnicity, gende
Diego Male Late forties Race/ethnicity, gendexual
Orientation
Rachel Female Mid thirties Race/ethnicity, gen&&S
(class)
Polly Female Late fifties Race/ethnicity, langaa
nationality, gender
Asian American
Leslie Female Middle thirties | Race, gender, age
White/Caucasian
Susan Female Mid sixties Race/ethnicity, gender
Michael Male Early sixties Age, gender, racefétity
Malory Female Early sixties Age, gender
Edwina Female Early forties Race/ethnicity, SEI8ss),
communication/learning styleg
Lucy Female Mid sixties Age
Pamela Female Mid sixties Age, race/ethnicity
Yvonne Female Late fifties Age, Discipline
Charlene Female Early thirties Gender, age
Thomas Male Early fifties Age
Harriet Male Early thirties Gender, age
Francesca Female Mid fifties Gender, age
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Sample Campus Profiles

Each of the three ARL campuses have many siméar{fiaculty composition,
broad array of curricular offerings, student pofiolas, size), and several unique
differences (composition of racial minority popueais, curricular specialties, and library
collections). In each case, these three campusescliesen for their relative strength of
numbers of underrepresented librarians, and thexegfo some ways, they are atypical of
ARLs as a whole. They each have made concertedstieer many years to diversify
their librarian faculty.

Campus One is a large research-intensive univarsttye southwestern United
States. It is a Hispanic Serving Institution (HShere Native Americans and Latino/as
comprise the largest minority groups among theestugdopulation. Faculty are still
largely White (77 percent) (NCES, 2006) and theilfgo(including full time and part
time tenure and non-tenure track) are still largeble (66 percent) (NCES, 2006). The
campus has four minority cultural centers servirsggA American, African American,
Hispanic and Native American students, who com@iseercent of the overall student
population (NCES, 2006). The library on this campas been actively engaged in
diversity efforts including outreach to the culiucanters, organizational development
training, and actively recruiting librarians of oofor over a decade. The library has also
made strides in diversifying their collections, raring the campus’ curricular offerings
in the interdisciplinary area of Latino/a Studies.

Campus Two is a large research-intensive univensitych is located in the
Midwestern United States. It is the flagship unsigrin the state, and has been actively
pursuing a diverse faculty and student body foessvdecades, using affirmative action

in hiring and admissions. Despite these many eff@ampus Two is still largely a White
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institution; it's faculty is 60 percent White, an@ student body hovers at 60 percent
White (NCES, 2006). Its largest success has besrcmiting Asian American students
and faculty, who now comprise 12 percent of theitgcand 12 percent of the student
body (NCES, 2006). The library on this campus reenkengaged with diversity efforts
since the mid-1980s when it began a minority studeention program for
undergraduate students, and began recruiting idmsiof color in earnest. The library
has several librarians dedicated to newer aretdtgeafurriculum including African
Studies and American Culture.

Campus Three is a large research-intensive untydeosiated in the northeastern
United States. It offers a comprehensive mix oftthed and applied sciences,
humanities, and social sciences, as well as agtigricultural program. Campus Three
has been quietly involved in diversity efforts foany years, but the library leads the way
on campus in many respects with an active recruitrpegram, as well as many
digitization efforts involving diverse materials pgrtnering with minority-serving
institutions. Campus Three’s faculty is 69 peraaate, 79 percent White, and it's
student body is 27 percent non-White (NCES, 2006).

Table 3.2 illustrates the racial and gender breaikdof the three sample
campuses using statistics from the National Cdotdeéducation Statistics’ Integrated

Postsecondary Education Data System (IPEDS)
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Table 3.2. Sample Campus Demographic Data

White Students White Faculty Male Faculty
(all student (all including (all including
including full/part | full/part time tenure| full/part time tenure
time, and non-tenure and non-tenure
undergraduate and  track faculty) track faculty)
graduate)
Campus One 73 % 77 % 66 %
Campus Two 60 % 60 % 66 %
Campus Three 73 % 79 % 69 %

Source: NCES, 2006

The campuses’ male to female faculty ratio is résalally similar, and with the

exception of Campus Two, which has been activetjagimg in diversity recruitment for

twice as long as Campus One and Three, the faaottystudent racial diversity is very

similar as well.

As is the case with any qualitative or quantitatesearch, | have approached this

Validity

Researcher Perspective and Reflexivity

study with a personal perspective that is inheyerdlue-laden. Hammersley (2000), a

professor of education and social research wrote,

In the past it was generally taken for granted thatgoal of social research

was the production of objective knowledge, and thiitrequired a

commitment to value neutrality. In more recent smghese ideals have

come to be challenged, and it is often arguedahatsearch is inevitably

political in its assumptions and effects (n.p. froratter).

While it is true that all research is neither valner perspective-free, it is

important to situate oneself within their reseacohtext. Therefore, | wanted to be

explicit about my perspectives on this particulajgct, and about the steps | took to
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recognize and minimize my biases during the rebedesign, data collection, and data
analysis.

As an insider within the academic library professibam privy to the cultures,
subcultures, and explicit and implicit nature ofatsity issues within academic libraries.
Holding insider status is both a blessing and aetw researchers. While it allows you
entrée to participants, research sites, and profess/ocabularies and cultures, it can
also lead to unrecognized assumptions based oagsiohal status, or group membership
(Gallagher, 2004). Therefore, it has always beenntgntion to approach this research
with a strong critical and constructivist approdaaldesigning instrumentation, and
collecting and analyzing data. This means, theuns¢ntation, interviews, and resulting
analyses reflect the belief that human beings cocisknowledge and meaning from their
vastly diverse experiences (Phillips, 1995; von@&isield, 1995). This is one reason why
the interviews were semi-structured, in order tovalfor follow-up questions, probing of
areas that are unique to each participant, antiow &r clarification if and when | was
unsure of participant meaning.

The critical and constructivist design revealsribed to be transparent about my
belief that cultural diversity is important to hgheducation in general, and academic
libraries in particular. Nonetheless, | took maitgps to recognize and minimize my own
inherent biases and assumptions so that alternagwgoints and disconfirming
evidence were recognized, understood, and giveal egusideration and voice in the

analysis and reporting of the results.
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Qualitative Validity

There are several techniques for improving theditglof qualitative studies, and
| employed a variety of crosschecks to improvevédaity of this study. First, | had
several groups of researchers who served as métlgydoonsultants/grounders as |
designed the research project. These groups iedlod/ three doctoral student
colleagues, with whom | met monthly to discuss eswkive/provide feedback on design
and implementation of this research. As outsidetté¢ academic library world, they
were instrumental to my thinking about issues aagmterpretation of the data, and
professional role performance. The second groups#archers who assisted me with
differing perspectives is my dissertation committ@dey provided importance guidance
on the methodologies chosen, instrumentation, #ylidethods, and analytical
techniques. Most of these faculty members are fvatside the library world as well, and
therefore had no insider knowledge about the wayghich socialization and processes
occur within academic libraries. The committee rhenwho is from within the
academic library world assisted me in thinking abssues of fixing roles when
academic libraries are changing at rapid ratesyanysd to consider different perspectives
within the profession. The third group includesthfibrarian colleagues who
participated in the pilot interviews, and a focusup after the interviews were complete.
They provided feedback on the interview protoautieiviewing techniques, possible
avenues of analysis, as well as providing a sousudbior the initial analysis all lent
valuable insights into both the data collection andlysis processes.

Another technique | used for improving validity inded being very diligent in

uncovering and giving voice to disconfirming eviderencountered during the data
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collection and analysis process. It was necessgral times to develop on-the-fly
probes during the interviews to explore any sualspgectives, and develop flags during
the coding process to insure such evidence wasdadlin my results and analysis.
Because of the nature of my research questionso Ineeded to be reflexive in my
examination and naming of my own perspectives ascademic librarian of color,
especially one who is often misperceived by otlasrbeing White.

Additionally, | often triangulated my analysis afadings through the use of
participant member checks. | shared the interviewscripts with each participant to
insure that transcription errors did not occur, eamdee if each participant had anything
they wished to add to the data for analysis. | @cietd several participants when
something was not clear on the recording, or wh&ad unclear of meaning.

Finally, I only concluded the data collection wHdrad achieved saturation
and/or sufficiency (Strauss & Corbin, 1998) of r@sges. When | repeatedly heard
similar issues raised repetitively, despite vaoiasiin demographics or settings, and
when | had sufficient data to provide comparisamd @ontrasts between variations, then
| knew | was finished with data collection. Foistheason, | did not know at the outset of
the interviews, exactly how many | would conduawever based on other studies, |
suspected with would be between 18-25 intervieves@Be, 2007; Sule, 2008; Willie &

McCord, 1972).
Human Subjects Review

In early September of 2007, | obtained permisstoretruit human subjects from
the University of Michigan’s Institutional ReviewoBrd (IRB). According to the

University of Michigan’s IRB, it was unnecessaryolatain permission from any other
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campus’ institutional review boards. As requiredihy IRB, the data was kept
completely confidential, and all responses wereeratbnymous. The research sites
have not, and will not be identified in any pubtioa that is subsequently written from
this data. No individual or combination of charaistics that may identify participants
have been reported. In any written analysis, inolgithis dissertation, pseudonyms have
and will be used to differentiate participants.

Each participant was asked to sign an informedaunf®rm, with an additional
clause granting consent for audio-recording eatdrview. The participants were
reminded that his or her participation is entirebjuntary. (See the informed consent

form in Appendix V.)

Treatment of Data and Analyses

The interviews were audio taped and transcribedatan. | conducted each
interview myself, but had some of the audio filescribed by a professional
transciptionist. | listened to each audiotape, @napared the transcribed files with the
audio files for accuracy.

In order to analyze the transcripts, the Micro¥gtird transcripts were converted
into Rich Text Format, and then imported into Allefr analysis. AtlasTi, a qualitative
analysis software tool, assisted me with the exatian of content within cases, and for
themes among cases. Before | completed the coamahgses, | sent each participant a
copy of their transcript to reduce transcriptioroerThere were two cases where the
participant wished to make minor changes and amditto the data.

The process for analyzing the data included sewegks. First | conducted a

thematic analysis by employing axial coding to eatérview transcript (Strauss &
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Corbin, 1998). During this stage, | began grougiagcepts, and comparing occurrences
of codes between cases. This is an importantdiest toward theory building because it
enables the researcher to identify patterns andtiars in patterns found in the data
(Strauss & Corbin, 1998).

Second, to reduce the data, | noted emergent theroess of interest, and points
of divergence to illuminate the guiding questiadsre | examined meaning making
within cases, and similarities/differences and alidicming evidence between and among
cases (Denzin, 2004). | was looking for whethew/Isocial identity has an impact on
specific roles and behaviors from the participastsriies, perspectives and perceptions of

their work lives.
Pilot Testing

Before conducting the interviews, | piloted theeiview protocol with three
librarian colleagues locally. They are librariaviso have had both public and technical
services responsibilities; therefore, | acquirethlepth and breadth of feedback. In
particular, | received valuable feedback on theranahing concepts behind the
guestions, wording of particular questions, proligxhniques, the length and complexity
of the interview, and the project as a whole. baésted the coding and preliminary
interpretation processes within this pilot dataJuding doing member checks with my

colleagues to insure my interpretations were valid.
Limitations

As with any research design, this study has variougations. First and
foremost, the study employed deliberate designoglsainat give voice to a depth of

information rather than a broad cross-sectiond¢hatreliably be generalized to the entire
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population. This study examined role performandiwa particular sample of
academic librarians, within a specific type of ingtonal setting (ARL/Carnegie
classified Research Universities), and is not reardy generalizable to the librarian
populations at large. While the results are noegalizable, they are very much in
keeping with the existing literature on social itignand role performance in the
workplace (Alexander-Snow & Johnson, 1998; Ber@d2Moffman & Oreopoulos,
2007; van Knippenberg, 2000; Tyler, et al., 2008)e value of qualitative methodology
is found in the depth of information pertaininge guiding question, and its ability to
generate similar examinations on other campusessthe country.

Relating to the sample campuses, it is importanbte that the three libraries in
the study sample were chosen for their geographersty, and their relatively larger
numbers of librarians of color. They are not typmaARL libraries overall, in that they
have each made a concerted effort to work on diyassues in their settings for at least
a decade, and have made considerable gains itrtlceusal diversity of their librarian
ranks.

Second, as a biracial woman who is usually misiledtby strangers as being
White, there are inherent power differentials ety over from our society that may
have made it less comfortable for librarians obcab reveal fully their thoughts on
issues related to race. | did my very best to setmafortable interview experience with
the participants (ask for introductions through malicolleagues, reveal my own
identity/experiences when helpful, etc.), but malihat some participants may have

withheld relevant information during the data colien process.
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Finally, this study did not measure student andlfgdearning within the library
context. Rather, it reveals the multiple perspestion the contributions to the campus
missions of research and learning from the perspescof those librarians responsible for
the development and delivery of critical educasenvices (Kuhlthau, 1999). It will,
however, help practitioners and researchers torstaded and further explore the role of
faculty diversity in providing robust library secés and collections to increasingly

diverse campus communities.
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CHAPTER IV
AGE/GENERATION SALIENCE AND ROLE PERFORMANCE

“There is a problem in the workplace...it is a prablef values, ambitions,
views, mind-sets, demographics, and generatiogsmfiict.” (Zemke, Raines
& Filpczak, 2000, p. 9)

The findings of this study are reported and disedss the following three
chapters. Chapter IV reveals the findings relateaige/generation identity, Chapter V
discusses the findings related to gender, and @€haptreports the findings related to
race/ethnicity. Each chapter begins with a sud¢ciMsiting of relevant literature on
social identity in the workplace, in higher educatiand in libraries, followed by several
themes relating to the original research question.

While the findings chapters are separated by the 6f social identity (gender,
race/ethnicity, and age/generation), it is impdrtamote that most of the participants
referenced their overlapping social identities, #relinterplay of those intertwining
identities to their perceptions of experiencesirtwork roles. For example, several of
the women experienced their gender identity in eanwith their age identity when
relating experiences within particular roles. Sarhthe librarians of color told of the
overlap between their race and age, and how difficwas to separate the two. In these
cases, | have included this phenomenon in the sisalgnd discussed the overlap in an
integrated manner. It was very difficult to choegach chapter to put some of these
examples, but nonetheless, to avoid cumbersomdarsapmade decisions based on the

transcripts and in some cases, follow-up with theigipants.
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Each chapter uses Hardiman and Jackson’s (199i&) stentity framework to
separate identities into “agent” and “target” ide@s$ in order to explain why some
participants felt a particular identity salient,ilglothers did not. Hardiman and Jackson
assert that target identities are those who lagkep@and social capital within an
organization or society, and are seen mainly aslmeesrof their lower status group
rather than as individuals. Agents, on the othedh&aave power and privilege (even if
they do not consciously own or use it), and theeetoe seen as individuals rather than
merely group members. This helps to explain whytrobthe White librarians did not
find their racial or ethnic identities salient lretr work roles, while each of the

underrepresented librarians did.
Age/generation Identity Salience

Although age/generation was not a characteristiiechded to concentrate at the
outset of the study, it was important for the gapants to define salient social identities
for themselves. In doing so, it very quickly becactear that age/generation was salient
for almost everyone in the study (22 of the 24ipg&nts in the sample). The findings
related to age and generation salience were anmenignost compelling and surprising
results.

Foreshadowing the results of this study relategig® and generation salience,
Christian, Porter and Moffitt's (2000) literatureview on diversity in the workplace
pointed to similar findings across multiple studiekated to the salience of age and
length of tenure, as well as race/ethnicity anddgemmong adult workers in a variety of
industries, including education. Perhaps thehou$d not have been a surprise that

age/generation/tenure length was indeed saliergtlfivost all of this study’s participants.
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It is important to note that in the psychology &ngher education literature, age
and generation are treated as two very differensitacts. Age is treated primarily as an
individual trait that has social constructions ettied to it (Roberson, 1998), while
generation is treated more as a sociological cocisthat involves peer groups based on
birth cohorts (Manheim, 1970; McMullin, Duerden Geem & Jovic, 2007). Unless
otherwise noted, | have combined these constroatsyianalysis, however, because each

of the participants talked about age and generattenchangeably.
The ARL Context for Age and Generation ldentityiSate

“Librarians are unusually old and aging rapidly.’"Wilder, 2003)

There are multiple ways in which age and generatidifferences present
themselves in Association of Research Librariesl()Afieday. These differences are
related to the general demographics of the workfarecluding an alarming number of
librarians becoming eligible for retirement, and tielative lack of young librarians, and
generational differences in the adaptation andbfisgcreasingly ubiquitous technology
within these most elite of academic library ingtdns

In 2000, approximately 52,000 of 186,000 acaderbratians in the United
States were 55 or older (Kyrilladou & Young, 200Bjojecting into the future,
researchers have estimated that “58 percent pfafiessional librarians will reach the
age of 65 between 2005 and 2019 (IMLS, 2000). Caah in a relatively recent study,
only four percent of all academic librarians wengler 30 years of age (Steffen, et al.,
2004), while an older study of just ARL librariarevealed that librarians under age 35
accounted for ten percent of all ARL librarians [fér, 1995). The under-representation

of younger people in the ARL distribution is expled in part by the low rates of hiring
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in the last decade (due to constrained resourtescerbated by the relative lack of
mobility of experienced ARL librarians that redu¢les number of vacancies available
for young people” (Wilder, 2003, p. 26).

Because of the unusual demographics in the fiektatlemic librarianship, it is
especially unfortunate that there is no empirichliyged library literature on topics
relating to age and generation in libraries argliitipact on the profession. Rather, there
is a body of non-empirical articles dealing withns¢ library users and Gen-X librarians
(Dempsey, 2007; Essinger, 2006; Mathews, 2006;e8i@grdon, 2005, 2006a, 2006b),
and demographic research reporting on the agingforme (Wilder, 1995a, 1995b,
2003). Missing from the literature entirely are engal examinations of generational
issues and conflicts, or analyses of whether ageganeration influence approaches to
services and collections.

The issues of skewed demographics and the ramdration of technology into
the services, collections and processes of acaddracianship were very much present
and on ARL librarians’ minds as | spoke with thelboat age and identity salience. One
of the most striking things about the findings tethto age and generation is that
generational differences are very real and sal@roth older librarians (60s and older)
and younger librarians (20s and 30s) alike, butasatalient for mid-career librarians
(40s and 50s). How and why age salience revesdf ih the workplace is very different

for both the youngest and the oldest age groups.
Results: Age/Generation ldentity Salience

Dealing with an array of complexities related togetional differences in the

workplace is one of the most pressing issues fuddes of diverse organizations
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(McMullin, Duerden Comeau & Jovic, 2007; Robers2d03; Zemke, Raines, Filpczak,
2000). Issues such as succession planning, retiteoabbles, aging workforces,
generational conflict among workers, technologymidm, and identifying and dealing
with social and societal constructions of youth #relaged are all salient issues in the
academy today (McMullin, Duerden Comeau & Jovid)20Vilder, 2003; Zemke,
Raines, Filpczak, 2000), and were reflected instbeies told by the participants.

Several themes emerged among the participantsregtrd to age/generation
identity salience and role performance. First,ghdicipants most often discussed the
specific roles of reference and instruction, withreader position responsibilities. All of
the older librarians, and some of the mid-cardeatians talked about the need to remain
relevant and connect with undergraduate studentsegen some graduate students and
younger faculty, especially when engaging in rafeecand instruction activities.

Second, the oldest and youngest librarians espetedtl the pain of generational
conflict in their libraries and even within theiegartments or units. All the younger
librarians felt they were disrespected, and theieetise was discounted. They also felt
that their older library colleagues and libraryrpas did not take them seriously.

Third, both older and younger librarians noted teahnology sometimes
functioned as a wedge between the different agepgrof the library staff. Older
librarians felt they were passed up for opportesitbecause they were labeled
“Luddites,” and younger librarians sometimes felttthe bureaucracy hindered the
action they wished to take with regard to technplog

Fourth, several of the older librarians were thigkabout age very seriously due

to the closeness of their own retirements. Manghem expressed genuine bewilderment
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at the fact that they were so close to the enteaf tareers. Two of the four retirement-
aged librarians talked about how impending retinenadtered their priorities in their
work roles.

With Hardiman and Jackson’s (1997) Agent/Targentidg framework in mind,
the findings of this study suggest that in thegfhlyi competitive ARL libraries, the
extremes of the possible age ranges are the tdegsities (the twenties to thirties, and
the 60s and older). The years in between theséanget ranges, the forties through the
fifties, represents the agent identity range wlogngortunities are plentiful, even for non-
administrative librarians. Librarians in this migiage are perceived to have social capital
and power or potential power, and colleagues dmdrly users take them seriously and

acknowledge their expertise and authority. Figulieifuistrates these target/agent ranges.

Figure 4.1. ARL Target/Agent Age Groupings

Target Identity Agent Identity Target Identity
Ages 20s-30s Ages 40s-50s Ages 60s-older

As stated above, 22 of the 24 librarian participdalt the salience of their age
“strongly” or “very strongly” in at least one ofelr work roles, and in their relationships
with their colleagues at the library. Andy, ondlod two participants who did not raise
age salience at all in the interview or the follap-and did not mark age identity as
being salient on the demographic survey, was witignagent age range (thirties to

forties), but felt the salience of his target race agent gender identities. Leslie, the
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other participant who did not find age a saliemtniity, also fell in the agent age range,
and like Andy, felt the salience of race and gemdere so than age. This corroborates
the general assertion of Hardiman and Jacksonalgst identities are more salient than

agent identities.

Finding 1: Age/Generation Salience within PartiauRoles

“Sometimes because I'm finally—particularly havimgon in college—I'm
finally kind of feeling a greater awareness of lgeotd enough to be the
parent of these people that [sic] I'm teaching. Amuile that's been true for a
while, I'm perhaps more aware of the age difference—that there’s a
definite generation between us and so there’s atapl have to bridge.”

(Quote from Nancy on feeling age identity saliemdyle teaching.)

“It's probably typical of anyone my age, but thedergraduates all just look
impossibly young to me. | can't, | used to be abje could say, ‘well, that’s
probably a freshman. That's probably a senior’ dArow they all look like
middle school kids to me(Quote from Malory on the salience of age at the
reference desk.)

Of the 22 librarians who found age/generation idgsalient in their work, 18
found it most salient when engaging in particutdes—reference and instruction—
within their broader responsibilities. It was irgsting to find that those with an agent
identity found their age to be salient only wherrkuag across generations with library
users, but not internally with their library colipges, whereas those in the target identity
range found their age identity to be salient actbhedoard.

Harriet, a librarian in one of the specializeddibes on her campus is in her early
30s. Her youthful appearance and demeanor causg peaple to mistake her for

someone in her twenties. When asked about howxgiexiences the salience of her
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(relatively) young age at the reference desk, sfieated on the divide she sometimes
feels when working with much older and much yourldpary users, and how that

surprised her. She responded,

Well it's interesting, because they say in the riiet to ten years, something
like 80% of the faculty will be retiring. So itlseen interesting to me that
most of the people that come in here are older &\gentlemen. And they
have a very different idea of who | should be aod h should act. | feel that
with the younger people that come in, too. Becati'sesomething—it's
unspoken—it’s felt. And so both with age and vgénder, it's something
that's palpable. And that has taken me by surg@isg. Because | take pride
in being able to relate to some aspect of sharpdreences with most people.
And it's not always been the case [when workindgwaiider faculty and
younger undergraduate students]. And sometinraskes the situation
easier, and sometimes it makes it a lot more diffiecause of different
perceptions and attitudes [between people my agkyaunger students and
retirement-age faculty].

When asked whether being a younger librarian iadsantage at the reference

desk, she responded,

It makes it easier, | would say, when it's the ygeinfaculty that are coming
in [to the library]. And their past experiencesgdheir recent education, their
social context has been very different. Theirdibave been very different
than say, the older faculty. Which, | mean, it kedid surprise me. And |
never really have thought of myself—when | relat@éople—I usually don’t
think about age, or gender. 1 just think I'm withs person, and I'm
contributing whatever | can, or relating to theWvhereas here [in this
library], | have felt much more of a line in thensiakind of a thing.

Harriett’s area of the library is one that expeciesvery little turnover, and jobs
are very hard to come by. She is the only younigeadiian in her area, and thus, she
experiences a lack of peer support within her uRltompson and Sekaquaptew (2002)
have examined the special detrimental effectsdblat status has on women and racial
minorities, but no one has examined solo statusdas age or generational affinity.
Nonetheless, the lack of racial and gender peamgran a work setting is well
documented, and | posit, may be applied to ageedis w
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Nancy, a middle-aged African American librarian,onras been in the profession
since her late 20s, reflected that there are peaticoles when she especially feels the

salience of the age and generation divide withestts]

So | can't say there’s a pattern that's conneatealtime flow or rhythm of
the seasons, but going into a classroom, almostyahrings it on[brings the
salience of age to the forefront in her mind]. rigeat the desk and working
with a young person too. Occasionally | might saynyself, “Wow, we’re so
far apart in age, and we don’t have some key pahtsference in common.”

Nancy refers to the salience of age through thentomphenomenon of social
comparison (Suls, 1986). Social comparison occinavwone’s own social identity
becomes salient in comparison to that of another iwlirom a different social identity
group (Sidaneous, et.al., 1999; Stryker, 1987Ndncy’s case, the lack of cultural
reference points in common with younger studentsstroften triggered in the course of
assisting a younger library user with a referemteraction or illustrating a point in a
library class pushes the salience of the dividega to the forefront of her consciousness.
Social comparison is a process that is involuntamng, often subconscious (Suls, 1986). It
helps to explain why humans form peer groups wittilar others (Keefer,
1993;Twomey, 1995), and why we experience stregnwre experience solo status
(Thompson & Sekaquaptewa, 2002).

Similar to Nancy, Francesca is an experienced ksciances librarian. She
reflected on which of her social identities she febst strongly, and almost immediately
expressed that age held the most salience. Shéettlege salience most strongly when

working with younger library users at the referedesk. She said,

Definitelythe age factor, and that's because | get askeudt éiogs that |

don’t know about! [Cultural referenceglaughs) | feel kind of ignorant, and
yet it’s interesting because | can have the samerence in other subjects,
and feel like it's okay that | don’t know it. Buth&n it comes to age-related
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kinds of things, | feel like there’s almost likeseagma, that, “oh, you don’t
know about these particular TV shows, or you déntiw about these
particular musicians.” So there it is. | think thtéd—well—I'm sure a lot of
that is in my head, but there’s the feeling of,céase you don’t know these
things, therefore you might not be able to help’Be.that concerns me
because then | feel like the person might not lygngaas much attention to
what I'm trying to tell them. And so that's whyegan be a big concern.

Francesca also talked about how she feels thensal@ age acutely when she
engages in instructional activities, especially wkhe is teaching undergraduates who
make references to music, television shows, aner @bpular culture references with one

another in her classes. She recounted,

For instance, if I'm teaching a bunch of undergestds, and perhaps the
person who'’s teaching that class, is a youngeopetien | probably feel my
age more. And I'd become more aware of that [age/igeion differences]. |
guess what I'm trying to say is, it's not so mu@téause of who those people
are, as because some of what goes on in the blasisrings that [age] to the
forefront. So that if I'm teaching a group of unglexduates and they’re acting
like undergraduates—texting, doing email—then | feg age more.

Both Nancy and Francesca commented on the lac&rfmon cultural references
with younger library users, and how they fear thath a lack of social knowledge creates
a divide between themselves and their library pestre&/nderlying both their comments is
a fear of becoming irrelevant or disregarded byr tstedent users—a fear that is often
reflected in the library literature and blogsphgkiéen, 2007; Colley, 2007; Romaine,
2004). It is a sentiment that is echoed in Thomasiarks.

Thomas, who falls within the agent age range (rbughddle-age or mid-career),
is one of the few male librarians in his librarye kalked about how it is difficult to be
effective with younger library users in the classmand at the reference desk if you
don’t pay close attention to the differences in@ay preferences and cultural references

across generations mentioned by Nancy and Franddetike them, however, he was
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very confident in his ability to bridge the age agaheration gap with sound pedagogical

methods. He commented,

Age makes a big difference on the service sidel@dtwdo. | mean it makes
a big difference in how effective | am with workimgth my clients
[undergraduate students]... If | can’t deliver seeviic a meaningful way that
makes some sense to my customers, then | canvald gervice. So, I've
done a lot of teaching for [older adults] too, dnelre’s definitely a
difference, you know? You certainly pitch thingfeliently to grown ups
than to kids, right? You need to be able to weain bats, though, if you're
going to serve both constituencies. But it's wiiatwere talking about
before—it’s instruction and pedagogy and how ygudrreach them
[undergraduate students]. ...That’s the kind of tHingthinking of when |
think about my age.

Speaking to this concept of generational affiniygéd on cultural references,
Nancy reflected, “I have to be conscious of—thetieésreferences that | make, things
that I'm aware of, things that | know, and thingattl’'ve experienced, are going to be
very, very different from them. So | have to, ¢liéke | do have to be aware of that in
teaching.” Thomas referred to the same phenomeshen he said, “I've got to be very
deliberate in my choice of examples and how | tehttvant to be successful in
reaching them [undergraduate students].”

Both Nancy and Thomas talked about the struggkeép abreast of current
popular culture to be effective teachers and talide to help undergraduates at the
reference desk, but that they did not want to lee se part of the undergraduate
students’ world. Thomas said, “It would be ridicusato try to talk like them or ape their
language. It's more like | try to keep up with Flagek, and things that are relevant to me
as a service provider, but I'm not going to listertheir music or dress like them.”

When trying to understand the difference in Thontasifidence, and Nancy and

Francesca’s fear of failing to bridge the age/gati@n gap, perhaps the overlay of
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Francesca’s target gender identity, and Nancytgetaace identity may provide some
insight. Thomas falls into the agent group alonghake of the social identities analyzed
in this study. He is a White, mid-career male, anpbys a great deal of privilege by
belonging to those groups (Hardiman & Jackson, L9adth Nancy and Francesca
belong to two of the three target identity growdbeit different groups (both are female,
but Francesca is White and in her late 50s, wheMeasy is African American, but in
her late 40s).

Malory, a White librarian who is close to retiremespoke very passionately
about the importance of having a variety of agd#bodrians working at the reference

desk. She said,

I've noticed that [age] makes a difference at tieéefence] desk—sometimes
undergraduates want to go to somebody with gray basometimes not.
And | think that different students are attractedlifferent things. Some
people may want their grandmother, so they’re hdppssk me for help]. It's
real interesting to me, because we have studemntsmgoat the desk as well.
And the whole idea was that students would waiassto[reference questions
of] other students who were more their age. Inftlceis groups, one of the
things we were hearing is that students were tellisis, if they don’t get
good help there one time, then they won't go b&tk.over and over they
said, “It's just staffed by students.” And so...welnaybe...there are times
when they want a friendly face; someone that Idbks age, but maybe
there’s times where they want a face that lookerodohd like they know more
what they’re doing. | thought that wesal interesting..So | strongly believe
that even today’s wired, connected, electronicggagdstudent body still
wants human connections—they still like peopléihk that they like that
human touch. I think they like working with eaclmet in collaboration, and, |
think they still like all ages of people too.

It is interesting to note that Malory was not disgiing the need for peer
interaction at the reference desk, but rather,shatwas advocating for a variety of ages

and experience levels so that library users casechath whom they wish to interact.
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She and Edwina were the only participants who ifledtthe value and pleasure in
working across generations in their narratives.

When asked about identity salience in particulésoYvonne, whose age places
her in the older target age range (60s and oldsft@cted that age/generation identity
was most salient for her in the classroom. In paldr, she felt the salience of
age/generation when her students seemed to be tortabte with the age gap. She

explained,

In the classroom, | think that age/generationfector. | think it's present, at
least for some of the kids. And then | do think @tho...yes, | do. For other
kids it seems not to matter. They take me as Namah. | think for some of
them it was a factor initially, and maybe for soai¢hem it probably still is.
They seem a bit awkward with me sometimes. Wheyfib it, | feel it too.
But there are things | try to do to put them akeealke make jokes about it
[age], and some respond, but for some of thenti]litssa factor [a gap]. | try
to not let it bother me, but | do notice it.

Yvonne echoed the earlier words of Thomas, as tedéred to the
undergraduates they teach as “kids,” even thougy dne legally considered adults.
While Yvonne is in her 60s, and therefore much iotdan Thomas, they both appear to
be using social comparisons to differentiate betwbemselves and their much younger
students. While Yvonne talked about how the stuglipatsonally react to her age in the
classroom, Thomas talked about generational atesoas they apply to learning styles,
rather than personal connection with his learners.

When asking about whether there were any advantaghsir age, both
Charlene, a young librarian, and Francesca, a matare librarian both felt there were.
Charlene remarked that while working at the refeeethesk, she felt her young age and

appearance actually makes her appear more apptatchaome students,
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| do think that those things [age identity] are orant, in relation to
reference work. | almost think that looking likeduld be the same age or
status [student status] is a positive thing. | démhk | look the same age as
an undergrad. | really don’t. The wrinkles are cogniThey’re starting!
[laughs] But when | was a grad student [one yeat,agorking with

reference a lot, | felt like it was actually bemél to look more...maybe more
approachable. Like I'm not this stodgy librarianaiggoing to make you feel
bad because you don’t know how to search the cat8lo | feel like maybe
[my young age] helps me be a little more approalehab

Francesca, too, clearly believed there were adgastto her age with respect to her

role at the reference desk. She remarked,

| feel like in a lot of ways having the long-terrarppective—having been
here through many academic calendar years—is \&ughle. It certainly
provides a different perspective when you're se@@gple who are caught up
in their work—the immediacy of where they are irittcollege careers, and
how it feels to them. You can see they think theyery unique in where they
are, and that they will never get pdaughg the point that they're at...you
know? You see these poor people doing their fiaglep, and they're going
nuts, and it’s like the whole world depends on what/’re going to do on this
one paper—I do a lot of soothing and reassuririgeateference desk. So
having that kind of perspective is good.

In summary, each of these librarians talked about their age and generational
perspective was salient in particular roles—engagirreference and instruction work,
both of which require extensive contact with thélpu Many of the librarians felt
particular salience when library users used cultefarences that they were unfamiliar

with, and they felt salience when working with urgtaduate students.

Finding 2: Evidence of Generational Conflict wittbtary Colleagues
Unlike the generational discourse relating to dpemles, where the salience of
age and generation were felt in relation to libnasgrs, participants’ conversations
regarding age and generations in conflict revolenlind internal work relationships
between and among library colleagues. Much has eigten about the uneasy
integration of GenXers into the aging faculty ompaises nationwide (Gappa, Ausin &
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Trice, 2005; Mosley, 2002; Tapscott, 1998). Invakgenerational discourse, Mosley
(2002) writes about “a new type of librarian” wh@aymeed “retraining in traditional
reference sources or cataloging procedures butoffecs in return a high technology
literacy level, individual flexibility, and multiatsking expertise” (p.170). Wieck (2003),
who conducted research about differences betwesgraggons in the academic
environment, wrote, “Perhaps the biggest mismaétivéen the entrenched and the
emerging workforces are in their approaches toraptishing things. The emerging
workforce learns by doing and hates becoming mirdbe process” (p. 153).

Edwina, a White librarian in her late thirties, ahdrefore on the edge of the
agent age range, precisely reflected these thoulgidsmportant to note that although
she marked age as being salient on the demographiey, she attributed her loathing of
“endless talk” to her ethnic background rather thanage affiliation when she

emphatically stated,

| feel like my identities are salient the way inialhl operationalize things. |
think that once again, this speaks to my [ethnjditya way. | never thought
of before—but it's my race and my socio-economassl..And so there
wasn’t a lot of intellectual debate around actiomiy family. There was just
action. And my father made his own living, and lbetter or worse my dad is
a big [ethnicity] and he doesn’t put up with addbullshit. He doesn’t want
to hear it. He doesn’t want to hear a lot of detdile’s a need to know person.
I'll give you an example. One year | came home fraotlege and | really
wanted to study art in France. And it was a bid flest to let me study art!
And | had this whole big song or dance [argumesddly. And he was just
like, “How much is it going to cost?” | was 20 amsething. | felt all

offended that he didn’t want to hear me out. And/noealize that he didn’t
care if  went to France. | mean, he thought it w@al that | was going. He
just wanted to know what it would take [cost]. Az&ll get older, | think that |
have become more and more like him in the wayltdah’t want endless
talk—I think that excitement and momentum and aberiice and the things
that we need the most of in librarianship happeemeople work together
and through action. And | see that as somethinigcitbraes out of my
father...I think that’s really different than beingan academic background. |
never thought about it in this way before, andd people respond to my
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ideas, so | don't think I’'m going down the wron@b | just think it's real
different than most people [in the academy].

Edwina’s narrative touches on the need for actrgsing from the combination of
her relatively young age, her socioeconomic baakggpand her ethnicity, and how the
intersectionality of these identities makes hel $eparate from many of her library
colleagues, who she views as being much more imadity “academic” than herself. She

continued,

And | think when we have diversity workshops | thioh, | think it's

bullshit. Because | don’t want to have a worksHopant to work with
someone [who is different]. Does that make sengEalse my consciousness
doesn’t get raised by sitting in a room with sonedwly consciousness is
raised by interacting with someone, and going adtactually doing it.

Edwina doesn’t want to sit in a room and passiledyn about diversity, she
wants to actively engage with diverse others. Tieisd for hands-on action is exactly
what Wieck (2003) found in his research of yourfgeulty with a variety of disciplinary
backgrounds. Their preference for serendipitousigbaand lack of concern about
slower paced, process-oriented action can put titesdds with the older faculty. This
disconnect, in connection with the lack of youngeers within ARL libraries, can lead to
solo status effects, and disengagement of yourtgraribns in their libraries (Hall,
2006a, 2006b; Sekaquaptewa & Thompson, 2003)wbish noting that Edwina has
already left her ARL library for a smaller, butsgsrocess-oriented academic setting.

The idea that “generational wars” (Roberson, 2@08)occurring in the
workplace has been written about extensively inbili@ness and higher education
literature, but little is known about this phenomerin academic libraries. Generational
conflict appears to be a salient issue in the maidsany of the participants in this study.

Some of the patrticipants felt stereotyped as thager generation not wanting to “pay
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their dues,” or as older “Luddites” not wantingadopt newer technologies; both of
which were contrary to their own self-perceptidfgt younger librarians, breaking into
the power structure of ARL libraries is not ea8geing taken seriously by older library
patrons and colleagues can be a source of stress.

Andy, a young African American librarian, noted th#ficulty fitting in and
figuring out how things work when he first camehie campus. He remembered being
thrown into the job as director of a campus libratthout any orientation or mentoring.

He recalled,

| know when | came in, there was no, “okay, thikaesv you do it.” Or “this

is what the previous person did,” or “you shoulih jthese committees.” It's
like they're kind of operating on an assumptiort §@u already know what
you’re doing. That's a pet peeve | have. It’s likes assumption that you'll
get it [how to do your job] without any real guider—that you'll just pick up
on it. And | think a lot of that is the nature bkt[academy]. | mean, | get it—
that there’s stuff that you have to learn on youno That | get. But there’s
still...it's interesting to me. You go to some of skeeselector’s [collection
development] meetings, and then people start t@glkand all of a sudden
its—what you'll see is really two people having@nversation with each
other, because these are the two people that tearethere the longest. They
dominate the proceedings. And so it’s like everybelde is kind of outside,
just like, “errrr...huh?” (laughs) You know, those who are new are kind of
looking around all confused.

Charlene, a young librarian who is just one yedroblibrary school, also felt a
lack of understanding about the cultural normdeflibrary. She remembered her first

group meeting, where she was the only young lianain the room,

| didn’t know if | should say anything right awaydidn’t even know who all
those people were! Or why we were at those meetlhtggok me at least a
half a year to learn when to jump in. | know | wased to do my job, but it
was a little intimidating with all the experiendeety had compared to me.

Andy and Charlene’s comments are in keeping wighrésearch of Black and

Leysen (2002), who examined issues of socializdtoyoung librarians. They found
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that “negative attitudes of other librarians” arfieelings of isolation within the library”
were two of the most prominent problems experiermegoung librarians (p.8). They
also found that “many younger individuals felt @iscaged, their input belittled because
of their lack of experience” (p. 8). Finally, theaund “respondents felt there was a bias
against new librarians” (p. 8) on the part of Itmas with longer tenures.

For some of the older participants, too, there wereatives of feeling
disrespected by their colleagues. Their experiereféexcted a sense of being pushed out
of the way by younger librarians, experiences afgpéabeled “old school” by library
administrators when it comes to technology andisemprovision, and a distinct lack of
opportunities to be involved in new service initias.

Yvonne, a White librarian in her early 60s, mag®sgicularly poignant comment
on the age/generation divide. She talked aboutvthdow of opportunity that exists in

academic libraries; one that mirrors the agentéiaage ranges when she stated,

As | said, the age/generation thing has become prorainent at
work...yeah. People say it's normal that after daterage, you're going to
be viewed as the older, if not necessarily, theosgreople. But you observe
who'’s being tapped for what [opportunities]. Anduysee a decided
preference for what I think is a fairly small agmdow. | mean, they’re given
committee assignments, even positions. It's nattpthat there aren’t people
outside that bracketed age group, but | thinkgtestty clear. And it’'s not to
say that everybody in that age group is selectetthe people who are
selected over and over are usually in that agepgboacket.

When asked what age range she referred to, shedgepl

| would say it's from the late 20’s to the late ¢0°'Or you could even say 30
to 50. That's not to say that others aren’t setkdBait given the age of our

new librarians, which is usually the late 20’s,uril the late 40’'s—they’re

going to be called on over and over and over. youlcan watch it. | mean,
people begin to fall off the radar and it's nathink because they don’t have
anything more to contribute, or they don’t haveehergy, or the interest. It's
that there’s something else at work. It's a nevs b@r maybe it's an old bias
that’s playing itself out because I'm older nowtBdon’t remember it being
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so prominent before... It's just—I watch—reading thlerary’s) newsletter,
or hearing announcements, or seeing yet anothemat®e, or another person
given new responsibilities.

The idea that there are administrative or orgaiunat forces at work separating
people into conscious or unconscious generationadje-related groups was echoed by
Malory, another older librarian who is retiring tirh the year. While she added gender to

the mix, she very much emphasized age in her simalaarks. She said,

| was going to say | don’t feel any sort of ageismthat being a woman has
handicapped me at all. But actually, | think timaséome ways, this library has
been set up with the new librarians and the olitheadians [pitted against one
another]. And it isn’t so much older age as [itysu were here longer, and
the [administration] meets with the new librariamal invites them to
socialize, and they talk about important stuff, evhus older librarians are
excluded from. And | think that sometimes [adnmiir@Bon] almost tried to
bait and put us at odds with each other. Theylsags like, “Well, you guys
can do this because the older librarians wouldmrtkt about doing it.” |

mean, s/he sometimes makes these sorts of off¢@mnchents about it. And |
do think that there are times when, if somethingragosed by the library
and, for example, they want to take librariansté reference desk, and if we
don’t agree [it's the right action to take], itiké well, “You're old school.”
“You're not with the new thing.” Or, “We should dbis all [reference work]
as Podcasts.” It's like they [administration] thifie don’t need you,” or
something. And you're saying, “Well, | think studemeally still like that
human interaction.” And they respond, “Oh, no, Yiou're old school.” So |
think that it's not me, so much, and it’s reallyt even my age, but it's sort of
like [administration thinks], “You've been arounarfa while and maybe
you’re not looking at things in this new world.” Anthat’s used, actually, a
lot in this library, | think, to quiet people. Tors of make your voice not as
[heard], so | don’t think we're venerated—the olderarians...”

Both Yvonne and Malory expressed a distinct lackespect for their individual
experience and knowledge, but also a larger coleclisrespect for librarians of their
age and generation. While there are Black and lre2@02) and Mosley’s (2002)
studies that examine younger librarians’ issugB@ARL setting, there is nothing in the

library literature (popular or scholarly) on thepexiences of older librarians. It is
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difficult to know if Yvonne and Malory’s experiens@re more universal, but it is
interesting to note that they are from two sepafd®é campuses.

Pamela, another older librarian who is close twaetent and works in library
administration, commented on her perception ofygr@erational divide in her library,

and how the great age difference may create lapsggporate memory,

| do the new-employee orientations, so I'm very @athat I'm introducing a

another whole generation to what we're doing heteat-t was here before

we even did things this way. And so I'm more awageause I'm working

with people who are fairly young, which | love dintt quite challenging.

But I'm aware of that [passing on the corporate o

Pamela also talked about the perspective of bditigedibrary for so many years

that one sees ideas recycled. She ruminated fusthdre fact she is one of the few
librarians today who knows the history of her IlgraShe reflected on the newer

librarians lack of institutional memory,

[With] most of my work, it's not that I'm 65, bubat I've been here so long,

and | know the history of this place. So I'll sittlvthe [library’s

administrative committee], and somebody will saystijiike doing this

[recent] restructuring—and somebody will say, “Wele ought to do this.”

And I'll sit there and think, “oh, yeah, that's wthae did in 1991 and we

realized it was not the best way to do it, so weidanother way.” But these

people don’t even know that. So that's where teething comes in, | think.

Mosley (2002) wrote about how image and roles lednaged among

generations of librarians. She wrote, “Generafdibrarians are likely to have behavior
patterns, personality quirks, and expectationsdahatmisunderstood by senior staff and
could be badly mishandled in the traditional hielngzal library setting” (p. 172). This
idea was echoed in the words of Charlene, a yabnayian who became quite emotional
when talking about how her older colleagues miststdad and discount the depth and

breadth of her experience,
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| wonder—when | started this job—I guess | wadtéelconcerned if they
[older librarians] were going to take me seriouslgd sometimes, I've had a
couple meetings where | was sort of new to the e/dadtating the flow of a
project—and I've kind of felt like people were atkang me a little? | got a
little emotional. And | was very self-conscioustibat. Just talking about it,
my eyes are watering up, even though I'm not upbetit it [jokingly]. It's
just—the thought of people not taking me seriokshyl of upset me during
the meeting. And | don’t know if that's a genderaorage thing. The age
thing is kind of interesting because I'm 31, artbh’t consider that young.
I’'m not fresh out of undergrad and grad. | have $eahi-careers before this
[jokingly]. And being new, or newish, to the libyad wonder if those things
effect how seriously people take me.

Reflecting this same age/generation divide wereottier librarians who

expressed some hesitation in regard to their yaurmgkeagues. Malory said,

I’'m possibly equally or more aware of the age thumg in interacting with
colleagues, because | have colleagues now, tlatld e the parent of. And
that’s just weird to me. And | feel like, for otteng, | have to be sensitive
not to make them feel like I'm putting them down referring to their age. In
some ways, people can be very sensitive aboutybath. And you feel like
if | make a comment about it, you're saying somaghabout their confidence
level, or skills or whatever...l never had that awass when | was young
librarian—of my older colleagues being older, arthly old enough to be my
mom or whatever. But there had been less [pacelwdihge, | think? So |
didn’t come in thinking | was the young whipper-gpar who knew stuff.
Whereas there are a number of people that | wottk wio have that
attitude—that they’re a young whipper-snapper.ribw things that you don’t
know,” because | work with this technology all timae. | grew up with it—
whatever. And so there’s just a kind of differdghamic | think, than there
was when | was coming up.

Both Pamela and Malory talked about interactinghwiunger librarians, and
their desire to see them succeed. While Malory seasful and aware of not criticizing a
younger librarian’s lack of experience, Pamelavatyi worried about their lack of
experience and corporate knowledge because ofumeam resource and organizational
development roles.

Unlike most of the other discussions that weredilvith angst about aging, or

trepidation about working with much younger clieatsl colleagaues, Edwina, who is on
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the edge of the agent age range, expressed joyadistaction when working across

generations. She said,

| always kind of had that layer of enjoying oldedayounger folks—I think
this really comes from being Italian. | have adbtespect for my elders, so
as you saw with, [name of a retired librarian] geday, | immediately, love
this whole, what | call, the “grand dames of thedry.” —I became very
close with them. And I think that definitely hasdo with the fact that I'm
Italian. That's ingrained in me as an Italian Aman: you respect your
elders. | mean, it takes a lot to talk back to ldere..On campus, | always
tend to become like, really, really chummy with oigler and younger
faculty, because | really love talking to them, &naljust really curious about
what they do. Sometimes they’re my age or youngaways tend to become
very fond of them, and they become fond of me. ltileewhole younger
generations coming up. So | like that. | enjoy tiiat very into
multigenerational stuff.

Again Edwina attributes her fascination and enjoytme working with and
socializing with faculty of all ages to her ethmjgbringing, rather than her age and the
privilege she enjoys from being in the middle years

Michael was the single retirement-aged librarianexpress only the pleasure and
satisfaction that age brings when one can pasg akitis and knowledge to the next

generation of librarians. He remarked,

| have the opportunity, now in my current posititmhelp librarians get

appointed to faculty committees if they're willibg do that. More and more

of them are, so | can sort of pass it on, so talspeat least give younger

librarians an opportunity to get involved in faguifovernance and see if they

like it well enough to pursue it.

Michael was quite reflective about the security pndilege he enjoys from being

a White male administrative librarian on a Whitelerdominated campus. There were
several instances where he referred to the obdigdte felt to pass along his cultural
capital—the knowledge and connections he has magledecades of working on his

campus—to younger and minority librarians speciljca
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The generational conflict experienced by both yaurand older librarians within
the three ARL settings in this study pointed torleed for library unit heads and senior
administrators to be more deliberate in how thedresk issues of respect, equitable
opportunities, and age differences in the workpldte need for contextual job training,
stronger orientation programs, and ongoing mengdion the newer (and often younger)

librarians was evident as well.

Finding 3: Generational Affinities Toward Technojognd the Pace of Change

For academic libraries, which are complex orgamnatin their own right,
layered on to age and generational issues is tiga#tmend toward technological-based
service delivery and the ever-increasing pace ahgk that comes with the adaptation of
new technologies. The realities of becoming higahnology-based organizations raise
issues related to “digital natives” and “digitalmmgrants” (McLester, 2007), which is
framed as generational in nature (those who arageuare natives, while those who are
older are immigrants) in the literature (Abram &ther, 2004; Lancaster, 2003; Sheets,
2007).

McMullin, Duerden Comeau and Jovic (2007) conducesgtarch on generational
issues that are endemic in workplaces with higkijesl information technology workers
and on the special challenges around age and gemerathose work settings.
Traditionally, sociologists such as Manheim (197&ye defined generations in terms of
birth cohorts “sharing societal upheavals such @sax decolonization to explain issues
of generational solidarity and identity affiliatio(p. 381). McMullin, Duerden Comeau
and Jovic, however, base their concept of genersaibm technological developments to

explain affiliations and “discourses of differendsy these technology-defined
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generations. Because libraries, especially largeemic libraries, are fast becoming
highly technological organizations, McMullin, DuerdComeau and Jovic's research
holds special significance for examining the issafesge and generational identity
salience in ARL libraries. They found that “IT [brination Technology] workers invoke
generational discourse when discussing perceptibdgferences in skill, innovation and
adaptability in their work” (p. 313). The commorewi held among their study’s
participants was that “technological skill and capafor innovation are linked to
youthful exposure to computing technology. Henkbesé who came to IT later in life,
and generations who missed ‘growing up’ with certaichnologies, are at a
disadvantage” (p. 313).

Shevonda, a librarian in her early 30s commentethemace of change, and the
toll it takes as she gets older. During our intevi she even talked about the possibility

of leaving the profession. She said,

| think one reason | think about age is, | feetltkis has really become a
young person’s game. The technology alone is ovelming—and | like that
stuffl And | don’t want to become one of those dibans people talk about
[badly]. There are a couple of my colleagues wlsb jacently retired at 65,
but I don’t think | can keep that pace up. | thihkstayed around that long,
people will be saying, “Can you believe she’s aditan?” (laughs) | think |
will have become that stereotype [of an older litarawho won't use
technology].

Shevonda reflects an important point raised ifliteeature about technology and
age. She voices the very real and negative assotiag¢tween older adults and Luddites
who hate technology (which Malory referred to imding 2 of this chapter) (McLester,
2007; McMullin, Duerden Comeau & Jovic, 2007). Evleaugh research on age and
technology adoption has quantitatively debunkesl tinyth (Carr & Devries,1999), the

connection between technology and youth remairtiag association in our culture;
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strong enough to push Shevonda to consider ledlimgrofession (McLester, 2007;
McMullin, Duerden Comeau & Jovic, 2007).

Charlene, also a young librarian who works in tfeaaf library technology,
talked about her frustration with the huge gap éxadts between herself and her
colleagues in relation to new technologies. Sheweag careful not to blame older
librarians for her frustration, and she did not ianstereotype them as being
technophobic. Nonetheless, her irritation was obwi&he talked about consulting with
cross-functional teams, often the only young peradhe room, and trying to explain
possible new technical options for services, artdoeg sure if her colleagues were

understanding what she was telling them.

It's just really hard to know if I'm being undersid, unless they give you
signals that they're understanding. I'll ask, “Dalbat make sense?” And |
still get the sort of...blank looks. Ugh! | hate thlenk looks! Every once in a
while, there’ll be a [colleague] who’s nodding, “¥.8When | get the nod, |
guess they get it. | have also gotten mixed regmfrem people. Some
people are like, “That was really helpful. Tharduy And then others, I'll
ask, “So how was that?” “Oh, it was ‘okay.” “OkPdon’t know if I'm
effective in this role—am | helping them? Not? W\krows?

Charlene’s frustrations come from the combinatibfeeling solo status in her
role within the library, and from being the onlywwag person in her technical unit. She
has no immediate network of peers that she camsisesounding board. She also lacks
the mentoring from an older individual who can hiegp negotiate the cultural and
historical politics of the large library organizati such as Edwina or Rosario have.
According to the literature, this lack of suppastutd put Charlene at risk for
disengagement from her work setting (Hall, 2006pmpson & Sekaquaptewa, 2002).

Malory talked about the dual tensions between yeuagd older librarians. It is

important for older professionals to respect andtaé down to younger librarians
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because of their lack of traditional referencetrungion, and collection development
experience, however, resentment exists when thex gieheration feels disrespected by

younger librarians when it comes to technology,

| try so hard not to draw attention to it [theinyghb]. | know some are really
sensitive to it. On the other hand, some of theoufger librarians] think that
because they're younger, they’re smarter. They'oeenaware of technology,
they know stuff that us ‘old fogies’ don’t know'dtthat tension | feel with
colleagues who are of a different generation.

Malory reflected on both the age and generatioatine of the way librarians of
different cohorts view core librarian roles. Whelee sees the face-to-face interaction
with library users at the reference desk as ceturlibrarianship, her library is moving in
the direction of pulling librarians off the traditial desk, and just using chat (Internet-
based) reference modes. As she pointed out e@ri€nding 2 of this chapter), when
older librarians share their perspective on theinamg need for face-to-face interaction
with library users, even undergraduates, they mmidsed as Luddites, rather than
engaging in productive research to better undeddibrary user needs. In this way, older
librarians are silenced by the dismissal of thepegtise and, because of the lack of
numbers, younger voices are also silenced, creatiag greater agency for the mid-
career librarians (Roberson, et al., 2002; Sekaeuwap& Thompson, 2002; Thompson
& Sekaquaptewa, 2002). This type of mutual disrespan lead to disengagement
behaviors between groups in the work setting, amdreaffirm the negative stereotypes
each group’s members have of one another (Robegsah, 2002).

Sally, a young African American librarian who alsorks in a library technology
unit, talks about the uneasy relationship she htsalder librarians, who sometimes

treat her like “hired help.” Although she felt cart that social identity played a role in
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this often repeated phenomenon (much like Charlehese age and gender identities
were co-salient), Sally was uncertain whether Bitionships could be explained by
race or age, or whether it was the intersectiah@de two social identities that led to this

treatment from her older colleagues. She recounted,

The particular times where it [age and race idesfitreally does stick out,
and it's particularly salient to me is, first of,ah the group setting. Another
big one related to technology is that there aré&ysegnificant groups of
librarians in this library who, [have difficultiaegith] technology. They came
into librarianship earlier, and so technology imsthing they’re learning to
adopt. And there’s this kind of automatic assummptlmat they can use me to
learn. And often, | see a big difference in theywreey’ll approach me [as
opposed to her fellow older, male technologistsg Mbunger librarians]
have a different kind of familiarity with technolpgust because they didn’t
go through school with it...It's more—with other [tdry technologists]
they'll say, “let me go befriend this person. be¢ go make that connection,
make a relationship, and then I'll learn from thefhBut with me, it's more
of a demand. “You owe me.” You know? | had onespercome to me for
help. She wanted me to explain something, and shedy “No! Explain it to
me in a way that | can understand!” Which, usyaflyou’re asking
somebody for help, where you don’t know what yodoeng, and they do
know, that’s probably not the way you want to perasBut clearly someone
thought that that was okay.

The intersectionality of race and age, layeredopnof the highly charged role
that technology plays in libraries today, placetlySa the position of having solo status
across all three identities of race, age and ger8her was operating in an all-White, all
male, and all mid-career unit with little guidarared less support. Roberson, et al. (2002)
explain disengagement not as a full-on withdrawaifthe workplace, but as more
subtle behaviors, such as the cessation of seé@uipack on performance, and openly
discounting feedback from superiors. In Sally’se;ahe had already begun to disengage
from her work environment. She had plans to aveidlibrary’s annual performance
merit evaluation, as well as the campus tenurepamchotion process by actively

pursuing other employment options.
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From the comments both younger and older libramaade about technology and
its adoption in the library, it is clear there regter need to appreciate and understand the
experiences librarians of all ages bring to théetabhe frustration and promise that
technology, and along with it the pace of changegao library services must be
deliberately addressed with vigorous learning opputies delivered in the manner that
best suit the learners’ needs. Opportunities tkvaoross age and generation should be
encouraged in order to provide equitable opporesin growth areas of the library, and
in order to take full advantage of the talent andrgy that librarians of all ages bring to

their work roles.

Finding 4: Length of Service and Retirement Issues
The issue of length of service or tenure, whileaactly the same as age and
generation, is a related construct. Because the lfbiRarian population as a whole has
traditionally had limited mobility, many older liaians have also had long tenures at
single institutions (Wilder, 2003). With such lehgttenure, come thoughts of retirement.
Pamela addressed aging in the workplace in termstiofment as well as length of

service markers, and how others view her,

It's interesting that this notion of being 65 makes more aware of being
‘old.” (laughs) | don’t think | felt old until sudkenly | realized | was 65 and
thought, “wow, that’s one of those milestone bieisl” you know? 1 still feel
30 inside, but I'm 65! Or the more that societysagku to get a senior
discount, you think, “oh, I'm a senior now. | getliscount?” So in the
library, it's kind of not my actual age. It's moiéve been employed here
longer than anyone else in this library, now thabaple people have retired
or passed on. So I’'m more aware of how the peloptark with don’t know
the history that | know. Don’t know what happetiégen or thirty years
ago.

Malory addressed both age and generation in hemzonts,
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I’'m thinking about age because I'm thinking abaatiring pretty soon, and so
that’s sort of another issue. | also think abo(age] because most of the
librarians | work with are, in some cases, young@d in some cases,lat
younger. And sometimes | forget about it, but thenreminded...Or I'll say
something, like that was from when | grew up, dmelytdon’t know any of the
TV shows | watched, and so, and it’s like, oh, Waitould be your mother!
That’s so weird.”

In both Pamela and Malory’s cases, their awareoig®ir growing solo status,
and the process of social comparison between theassand their younger colleagues
force age identity into greater salience in thegrgday interactions.

The whole idea of succession planning in acadeimiaries, and the retirement
bubble within the profession, were weighing heawiyMichael’s mind. From his

perspective as a retirement-aged administratoshhesd,

| just turned sixty, so I'm thinking about age & [Bhe university is, in
general, looking at baby boomers who will stanveve goodbye and ride off
into the sunset very soon. You're looking at alyamnassive potential
turnover in the next decade. We have a cohortiby baby boomers and
even one or two people that are beyond that by titat,can be expected to
retire in the next three to five years. And we lméivdone anything about it.
But we've talked about what that means in termsgtitutional memory and
all that kind of thing. We had a period of time bat the ‘90’s when we
would—I am not aware whether this was a delibesatgegy or it just
happened—Dbut we had a lot of searches where we imigé-career people. So
even our new hires weren’t feeding into a youngéroct. So, you don’t want
to discriminate against people by saying we’re @ding to hire somebody if
they’re under thirty or something like that. So thenedy is complicated. At
any rate, the whole notion of the graying of owuléy—particularly library
faculty—has occurred to many people in the librdityere is a need to sort of
figure out what they know, that we need to knowplethey leave, so that
they don’t take it with them. And it's not, | meguast how do | move this
widget from here to there sort of thing. Part a§itvho they know, and how
do they know them? The relationships they have.blilere are some
difficulties there. For instance, | know the presitdand the provost but they
aren’t going to replace me with someone who willdhthat automatic
connection. Somebody is going to have to staratde/the bottom of that
process and work their way up, and they may ndidsociate Dean. They
may just be a regular librarian like | was two \geago.
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The comments of these three retirement-aged ldmanieflect the worry
expressed in the library literature, including gegiodic demographic studies conducted
by Stanley Wilder (1995, 2003), and the sociololgstady of Mosely and Kasper (2008).
Mosley and Kasper wrote, “The current core of thefgssion is an aging one that will
see many retirements through the next decade. dimder of librarians in the Generation
X age group, born approximately in 1961-1981, ageiicantly lower than that found in
comparable professions” (p. 93). Pamela, Malory, ldichael each expressed the
challenges that an aging workforce brings to thensgnally and organizationally to
academic librarianship.

The particular issue of the retirement bubble waxry yauch on the minds of the
older and longer-tenured library faculty. Both adisiirative librarians (Pamela and
Michael) and front-line librarians (Malory and Yvae) feared that a lack of institutional
memory and knowledge could hinder the library’digbio acquire needed resources,
and understand the history and actions that tharithad already experienced. The
perceived need to pass on the institutional higboigts to a greater need for

intergenerational cooperation within and acrosskwimits.

Summary of Findings
The interviews in this study revealed the relevasicgome of the ways in which
individual librarians approach aging within thearious roles in the ARL workplace, and
how they perceive library administrators’, colleagy and library users’ reactions to
their aging and youth within their various profesell roles and settings. From the
interviews | conducted, and the literature | reveelwl found that individual,

organizational, and societal ideas about aginggemerational differences in approaches
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to learning, technology, and society/culture, haanaifications for how academic
librarians perform their work roles including ingttion, reference, and outreach
(McLester, 2007; Mosley, 2002; Roberson, 2003).

That librarians of all ages felt their age and/engration identity most salient
when engaging in two specific work roles: refereand instruction was the first of
several themes that emerged with regard to aggemeration identity salience. Younger
librarians sometimes felt disrespected by oldenp users when engaging in reference
and consultation roles, while older librarians tekir age/generation salience when
engaging with younger students and faculty whenglboth reference work and
classroom teaching. Younger librarians felt thegie avas a benefit at the reference desk
when working with undergraduate and younger gradsttdents. Older librarians felt
their age was a benefit when dealing with studeshis were seeking in-depth
knowledge, who were fraught with anxiety over spe@ssignments, and who might be
looking for comfort in a parent figure. All the @dlibrarians, and some of the mid-
career librarians talked about the need to rene@vant and connected with younger
undergraduate students, and younger graduate $sualaoh faculty, especially when
engaging in reference and instruction roles. Soseel thumor, and some used ubiquitous
technologies such as Facebook, podcasting, andefuat bridge the age gaps.
Interestingly, age salience was not raised inigxab collection development roles, but
rather only in those specific roles where librasiameracted with library users when
providing reference and instruction services.

The distinct but seldom openly recognized genematidivide that exists between

ARL librarian colleagues is the second theme torgmeAll the young librarians in the
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target age range (early twenties to mid-thirtietf) the salience of their age identities
when interacting with older librarians and librarsers; and several felt disrespected and
not taken seriously on a regular basis, refledtiregfindings of the literature in other
fields (Christian, Porter & Moffitt, 2000; McMullirDuerden Comeau & Jovic, 2007;
Roberson, 2003; Wieck, 2003). Many of the olderailans (mid-fifties and older) felt as
though middle and upper library administratorseasittid nothing to alleviate the
generational conflict, or actively made it worsédé librarians felt that few work
opportunities in new and emerging areas of libsmmvice were afforded to them because
of their age. Unlike the generational divide betwe®any librarians and library users, the
generational divide between library colleaguesldam discussed openly within
academic libraries. Several of the study partidipavere clearly uncomfortable
discussing the age divides between themselvesthedspand commented on how they
had not discussed it openly before the interview.

In addition, technology sometimes serves as a lievitre generational conflict
within these sample ARL libraries. Older librariaaxqressed a lack of opportunities
afforded to them related to emerging areas ofibrarly, and younger librarians
expressed some impatience with the slow-changitigreuwithin their libraries.

Finally, several of the older librarians were thimkabout age very seriously due
to the closeness of their own retirements. Manghem expressed genuine bewilderment
at the fact that they were so close to the entlaf tareers, and they were worried about
succession planning within their own and other ARLaries. They were aware that they
possessed the corporate memory of their instituiod the lack of middle managers, or

librarians with substantial length of service tpleee them was a point of concern.
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CHAPTER V
GENDER IDENTITY SALIENCE

“Librarianship is a feminized profession in whichaut 85 percent of the
practitioners are women. Yet positions of power-ditscpositions and
directorships of large libraries—have traditionally been

disproportionately male.” (Pawley, 2005)

In this chapter, | review and discuss the findiafthis study related to gender
identity salience and role performance. Althoughdge is a social identity that has been
written about extensively in the literature on dsrgy in higher education, there is very
little written in the library literature. Gender waalient for all 17 of the female
participants, and four of the seven male partidipan

In a professional context that is overwhelmingiméde, one might expect that a
salient female gender identity would be, in Hardinaad Jackson’s (1998) framework,
an agent identity. Despite the fact that women awsepnore than 80 percent of the
overall librarian demographics, their ranks totalpg@rcent of the academic librarian
population, as this area of librarianship is typichetter paid, holds more prestige, and
greater male presence (Pawley, 2005).

ARL campuses represent the largest and most piestiof all academic
institutions in North America, and these institasacontinue to be very much male
dominated in terms of leadership, tenured facalbg culture (Humphreys, 1998;
Kryillidou, Young & Barber, 2008; NCES, 2006, 200Qverall, women outnumber men
in the ARL context, but the gender dynamics aréedght in two important and powerful

areas of library work —formal authority and expseti
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Power based on formal authority comes from posstguch as deans and
directorships of ARL libraries and mid-level adnsination over clusters of libraries,
single libraries, or growing technology-related @i®ns within the campus library
system. Within these positions, men are signifigamterrepresented (Kryillidou, Young
& Barber, 2008; Pawley, 2005). They comprise athalft of ARL deanships and 60
percent of director of technology-related regiohthe library (heads of systems offices,
digital production units, etc.).

Power based on expertise is associated with tlognéoon of being
knowledgeable about an aspect of an organizatianghconsider crucial to operations or
prestige. In libraries, this growth area is tecbggl(system design, digital assets
production and management, and digital servicegdgsPower based on expertise is also
rewarded through publication and tenure. In thesasa men typically fare better than
women. Although women comprise 65 percent of acadébmarians, they are less than
half of authors published in academic library jalsn(Carle & Anthes, 1999; Hollis,
1999; Pawley, 2005; Voelck, 2003). While overaditistics for promotion and tenure are
not kept for ARL libraries, at least one of the gdarlibraries kept their own statistics
and found a pattern of women lagging behind mdenare and promotion outcomes.

While there is little chance of experiencing sdimtiss based on female social
identity (unless a female librarian is a technadbgr a senior administrator), equity of
opportunity, pay, and influence between men and @oim the ARL setting has yet to be
reached (Kryillidou, Young & Barber, 2008; Pawl@p05).

The gender inequity is most troublesome when censalwithin the context of

the variety and omnipresence of technology in tsARRL libraries. Several authors

111



have written anecdotally about the overrepresemtaif men in areas of the library that
are technology oriented (Fialkoff, 2008; Riciglia2®03; Schneider, 2006; Tennant,
2006). Ricigliano (2003), however, has studiedskewved demographics from a
sociological perspective, including how growing raers of male librarians are changing
the culture of academic libraries, as they becoigle technology institutions.

Constrained resources within the academic librasgidvhas meant a growth of
systems design and management jobs as the modéitinal” librarian positions are
declining. Publicly funded academic libraries tygllg receive the greatest portion of
their revenues from their institution’s generalduwhich is, in turn, dependent on ever-
shrinking state appropriations. Over the ten-yeairod from 1991 to 2001, technology-
related positions increased 12 percent whereas atgh as serials management were cut
by 35 percent in the same time period (Riciglia2@)3). In addition to the gender-
related number and percentage imbalance, salarteshnology areas are inequitable as
well. Between 2001 and 2002, male systems/techpasition salaries rose on average
10 percent, while women'’s salaries in the samecgibgory rose only 6.8 percent
(Terrell, 2002, p. 31).

Overall salaries are also discrepant between nmaldeanale academic librarians
(Kryillidou, Young & Barber, 2008; Ricigliano, 20p3Female academic librarians
earned 90 cents for every dollar males earned 91.19ome improvement was seen in
2001, yet women still only earned 93 cents on thladin relation to male librarians
(Ricigliano, 2003). As recently as 2001, “Men haghler average salaries in school,

academic, and special libraries by 7.9 percentirélle 2002, p.31). It is troubling that

112



the persistent remaining gap of five to eight pet¢ms not budged in the past 15 years
(Kryillidou, Young & Barber, 2008; Pawley, 2006).

These continuing inequities were very much on tiredsiof many of the study’s
female participants and some of the male parti¢gpas they described past and present
gender imbalances in their areas of the librarys Was especially true when discussing
their perceptions of gender-based differences podpnities in particular roles such as
administration, technology-related roles, and @biten development, as well as different

opportunities for service, promotion, and tenure.
Findings: Gender Identity Salience

While librarianship is a female dominated professibie academies where ARL
libraries are located are still very much male-duaied institutions. At each campus in
the sample, the overall faculty, including tenund aon-tenure-track faculty, are close to
70 percent male, however, when one examines tlhegdrack faculty, the numbers of
women drop from approximately 30 percent to 17 @er¢NCES, 2007). This
phenomenon is known as “the higher, the fewer” (&/& White, 1973) because the
higher up the academic ladder one travels, therfewwenen are found. Thus women are
dealing with “the higher, the fewer” in the micrortext of the library, and the macro
context of the whole university. Therefore, eveouidh the libraries are female-
dominated in terms of sheer numbers, women paatitfpstill experience their gender as
a disadvantage, or a target identity because ofahgus context, and the institutional
legacies of gender inequality (Hardiman & Jackd®98; Pawley, 2006).

Of the many themes to emerge, the first is that badle and female participants

felt the salience of their gender in specific rolasluding library administration,

113



technology-related roles, collection developmend mstruction. Women who work in
areas of technology within the libraries (i.e. sys$ offices, Web service development,
etc.) are very much in the numerical minority, simerefore felt their target identity
status. They described how library colleagues dattieir home units questioned their
expertise, and how they were regularly passed fovepportunities in favor of their
male colleagues within their units.

Gender salience was also particularly acute foerdlemale librarians, even those
who have reached the very top administrative pmssti Individually, they had all
experienced openly expressed sexism in their earlyers and over the course of many
decades. Their past (and present) experiences @elgtavily on their minds, even as
they acknowledged the great progress that hasthade in gender equality in recent
years.

Third, most of the male participants in these ARltdries felt no reverse sexism,
with the important exception of one participam.fact, several men acknowledged that
their gender status actually gave them advantagelambing the administrative ladder.

Finally, most of the female participants (16 of 161} there were gender-based
differences between their access to opportuniékeded to professional service,
promotion, tenure, and salaries and that of thalernolleagues. Figure 5.1 therefore,
represents Hardiman and Jackson’s (1998) framesapked to gender identity in ARL

libraries.
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Figure 5.1. ARL Target/Agent Gender Groupings

Agent Identity: Target Identity:
Male (7) Female (17)

Finding 1: Gender Salience and Specific Roles

There were several roles in particular where migltipmale participants felt their
gender salience, and one role where both men antewdelt the salience of their
gender. For the women, their gender salience wamstest prominently in administrative
and technical roles, both being areas where satastind the pressures to be a “model
women” were common (Sekaquaptewa & Thompson, 20B@mpson & Sekaquaptewa,
2002). Two of the three men with administrativeesdfelt the salience of their gender in
that they thought their gender gave them a “legay®r female librarians in first having
received their positions, and in their subsequatetractions with their female
supervisees. For them, the salience of their geideetities was related to the benefits
they received in their libraries. Other particigatglked about the salience of gender
when engaging in teaching, collection developmamd, outreach/liaison work.

The role of the library-wide administrator, known many campuses as library
dean or director and assistant or associate deecifli is one role where several
participants felt the salience of their gender.SEhsenior administrative roles often
include responsibility for library budgets, fundsiaig, organizational development,
recruitment, resource allocation, and working wittiversity administration. Both of the
two female librarians in these senior administetwles felt the salience of their gender
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identity acutely. They were very aware of recert historical demographics imbalances
in the dean/directorships of ARL libraries, and Inaa@hy stories about being “the first
woman” to reach library leadership roles on thampuses. Both of these female
librarians were also acutely aware of the male-daeid demographics of their campus
administrations and faculty governance bodies, bbtihich they dealt with on a regular
basis.

Susan, the senior library administrator on her asnpecounted in vivid detail
the history of each and every campus presidentiaad/director for as long as she had
been there, telling of often being the only womamaetings of the campus deans. She

recalled,

| mean, the Provost would raise the gender issueplcourse, everyone
would look at me. He did some charts and some shiaigd cohort groups,
and looked at the retention issues and so andrgg fmut there wasn’t any
real concerted plan. And they then did this gerstiedy, after MIT did the
big study with women. They put together a grougehikat did the same
thing. They met over a year and half. And they eamt with kind of the
standard recommendations. One of them was thhtesdlege have a gender
committee. And we’d already had one for yearsyaats and years. And
then they asked the deans to do a survey of tbeodd's climate and | think
after that for most colleges, everything stoppédfbfeand progress on gender
equity issues]. It didn’t stop here in the libraloyt everything pretty much
stopped in the colleges. And I think, they sag,years ago, when we were
being accredited, | was on the group that did afobhumbers and stuff. And
25% were women. | think the numbers are a litiignér now, but there’s, it's
not tremendous. And in terms of climate...| thinkrthare major climate
issues.

Susan’s narratives of being the only female dedheatable echo the narratives
on solo status found in previous studies (Robersbal., 2002; Sekaquaptewa &
Thompson, 2002). One result of solo status, acagri Sekaquaptewa and Thompson
(2002), is a heightened awareness of the sociatitaes of those in positions of power

around you. Susan, the Dean of Libraries on hepcaitalked extensively about the
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various university presidents and provosts whoeskwith her over the years. She noted
that they were all men, and expressed both fristraind sadness that they demonstrated
varying degrees of commitment (or lack thereofddth racial and gender diversity.

About the current provost and her fellow deans,lahented the lack of accountability

in diversifying faculty ranks,

And there were some people, | mean like [name], svti acting Provost
right now, who was the Dean of the College of [nprHe put together some
groups and really seemed to make a real effortghvixou wouldn’t have
expected, because he’s a good old boy from thénsduit | think [he has]
actually has tried. And the Dean of the Collegénaime] | think he has
served on various programs and task forces and,sand he has tried. But
that’s it. And there’s not a whole lot of resultsshow for all this work. |
mean, the Provost would raise this, and he did sdmags and some things,
and cohort groups, and looked at the retentioresaind so and so forth—
looking at numbers and raising awareness, but thasa’t any real concerted
plan. | never saw any real teeth to it.

Pamela, an assistant university librarian, talkeauathe pressure for women
administrators to conform to dress and behaviomsasf men in the ARL setting. She

talked about her own resistance to this pressure,

| also have always sort of embraced the part taat B woman in an
administrative group of people that are largely ma&nd | don't try to be a
part of their world. | want to be a part of my \ebin this profession, and
have that be ok. What | find remarkable is thdom’t think, in the library
world, | suffer any exclusion because of thatthi@ academic [campus]
world, | believe | do. Among the campus adminisirs, | feel that exclusion.
When | was Acting Director of the library, and wdgo to dean’s meetings,
in my Birkenstocks and slacks, which was less aetdp for a woman, | felt
very much like | was not accepted in that groupit Blecided to not dress up
like the “power suit women.” | understand thathillenges [social
standards], and it's different for them [deans pral/osts], and they don’t
know what it is that I'm trying to say [by wanting be comfortable], and they
have their own views of it. So, | just decided thathat | have to do to be
comfortable and confident in my own shell.

Both women had narratives describing various foofiresistance to the pressure
to conform to a male world (Sule, 2008). In Susaa'se, she refused to be co-opted by
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her male peers who were not held accountable @r ldick of progress in hiring and
retaining greater numbers of female faculty. In Br's case, she chose to dress and
conduct herself in a manner counter to the malehdat®d norms of administrators on
her campus. In both cases, the women knew theydymay a price for their resistance,
but they were able to negotiate a middle ground/éen being pressured into behaviors
they opposed, and still retained some ability totigeir jobs done. Sule (2008) found that
women faculty often have to tread this middle patbrder to remain successful in the
academy, and to continue to have access to resoanckopportunities.

It is notable that all three male librarians whal la@ministrative responsibilities
also felt their gender salience in their leadersblps. Andy, a young African American
branch library director described how after gettimg position, which he acknowledged
he hadn’t even applied for, there was some tertsgtween him and the women who
report to him. He attributed the tension to undadygender, race and age issues. He

remembered,

It's funny, when | first came here, [name]—greatso®. When we first came
together, we were butting heads. And the reasor?w8lge’s a woman, and
I’'m a young, Black man. “He’s coming and telling mvbat to do.” But |

think a bigger part of it with her was, she wasised to being on her own.
Because there was not librarian here for almosha@Bths before | came, and
her and the other woman, they were running theepland even from what
I've heard, [previous librarian] wasn’t around, evee last year of so when
he was here. He was sick a lot, so he let themltaver they wanted to do.
So here | am, coming in, and “no—t his is how wejoéeng to do stuff.” So,
we joke about it all the time now. We have a lotavle and respect for each
other. It never came to the point where “she geodgo,” (laughs)but it

could have gone that way.

Andy openly acknowledged the role his gender plagdds getting his job, and
how this may have had an impact on his all-fem&#.d4He was very introspective about

how his network of male colleagues first made hima@ of the position opening, hired
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him, and then were available to help him throughdiificulties with is female staff

members. He said,

Actually, | had the benefit of knowing [previoubrarian], and picking up the
phone before | even applied for the position and, $&®kay, [name]. Why

did you leave? Talk to me.” And one of the thingssaid was, “You have
really good staff there.” And I took that to he&b when | got the position,
his words were always in the back of my mind—totéryinderstand the
dynamics that | was getting myself int@&sotmyself into!

Andy’s network of support included having a presgixig relationship with the
librarian who previously held his position, and tmog his department chair and many
of the teaching faculty from his graduate schoqesiences at his university. Contrasting
Andy’s experience with those of Susan and Pamielsclear that the lack of a peer
network on campus hampered the women in their gadys, and resulting effects of
solo status added a layer of complexity to theisjthat persists today. Otherwise simple
decisions, like what to wear in order to be acagpigh authority, cannot be taken for
granted, and must be thought through on a dailisi{Bgluchette, Karl & Rust, 2006;
Rafaeli & Dutton, 1997).

Besides administration, another prominent role wlgamder is especially salient
is in that of library technologist. As stated pasly, females in the area of library
technology are severely underrepresented. Of themwmen in the sample whose entire
roles centered around the innovative use of netlni@ogy, both conveyed narratives
touched by solo status and pressures to be “mooi@en” in a largely male world.

Regarding the issue of gender and technology rariiés, Roy Tennant (2006), the
User Services Architect for the California Digitabrary, wrote, “Recently I've had
reason to reflect on a disturbing situation in @iglibrary development. Looking around,

| see mostly men...in a profession dominated by waqrties disparity is even more
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striking” (p. 28). He goes on to note that “we #a@e reflected in conference speakers,
the authors of technical papers, and attendeessittechnical conferences in our
profession. We have a serious gender gap in teghlibcarianship, and it's time to
acknowledge and work on it” (p. 28).

According to University of Puget Sound's Lori Ri@go, Associate Director for
Information and Access Services, the link betweasaulinity and technology has
created “subtle, yet significant changes in liari Ricigliano, 2003). She wrote,
“There is a disproportionate number of men in tetbgy-related jobs...This is the
highest concentration of men across all job caiegd(p. 6.)

Karen G. Schneider, a library consultant and alegdper on library technology
issues, raised the question of why the AmericamaribAssociation, the oldest and
largest of all library professional organizatiolagks women in technology-related areas.
Within 24 hours, she had over three dozen comnmmogted by female librarians of all
ages, all commenting on this same phenomenon hendunease with entering the

profession because of it. Jami, a library schaadent wrote,

| was at 2 out of 3 of these programs [at confezgand noticed the lack of
female presence as well. This was my first ALA evahce (I'm currently a
student 'til December!), and | am definitely firag to participate as soon as
possible. Another program where | noticed thisessas at “Where They are
and What are they Doing? Supporting the Independsat” — 2 men, 0
women...The programs are all about technology andissaftware and
reaching and connecting with our users and the fotig talking about it are
White men! | thought the presenters were exceblenltextremely
knowledgeable (I learned a ton!), but there waret that | found myself
wanting to jump in with suggestions and opiniomsrfra female perspective
(Schneider, 2006).

Graceann, an older librarian, also wrote aboutdblk of women in technology,

| truly believe that it really isn’t that peopleedbeing sexist or stupid. They
don’t think about it. They don’t think about getficolumnists or speakers or
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article writers that reflect the profession (s8ill percent female last |
checked). If we make feminism a practice, like prajike meditation, we
practice by choosing women. We practice by usimggle examples. We
practice by making that decision.

On the topic of organizational culture and gend@ennant (2006) wrote,

Groups of men interacting in the absence of wonagnbe rude and even
misogynistic. Add one woman to the mix and, oftétie will change. It's
only when the balance shifts more substantially biedaviors are likely to
change significantly. Old habits are hard to bre&Ke need to create
welcoming, fostering, and supportive environmentsour female colleagues

(p. 28).

Charlene, a young White librarian was quite awditeeo minority status in the
male- dominated area of web development in acadiémnézies. She echoed Graceann’s
sentiments that there isn’t outright sexist behawidier department, but that no one (but
her) seems to be thinking or talking about the fiaat she is the only woman in the entire
unit. She talked about her gender identity addtes to her position within the library’s

technology area,

| was actually talking to another female co-wor&bout this, and how she has
felt about the gender issue, because she’s adat than me. | don’t have any
examples of somebody being overtly sexist, but.is®@mething I'm self
conscious of, right?. So females are about alicafrthe population of like,
any kind of techy department in the library asdan can figure. So
definitely, a minority compared to the rest of titeeary. | guess it’s just
something | pay attention to and | wonder, becaillisaf the upper level
managers in the techy department, they’re all maleere aren’'t any women.
And we only have one female, like, real programntgine’s a part time
student, so she’s not really even a full staff membd guess | was a little
concerned if they were going to take me seriousl$o sometimes I'm very
self-conscious about being a woman in this departme

Charlene’s words alone do not reveal the hesitatrmhemotion she felt in talking
about this issue—it was obvious that being the ardynan in her unit was quite stressful
for her, even though she is a confident and compgt®fessional. She grew very
animated when talking about particular projectswhas working on, but very hesitant
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and unsure when talking about her solo statusuHeertainty about how seriously she
would be taken by her male colleagues is a commmmywor women in primarily male
domains such as engineering, information techngltagy, and police work (Eccles,
1994; Sekaquaptewa & Thompson, 2003).

Sally, a young African American librarian, talkeoloait her struggles working
alongside an Asian man in a technical unit withie library. This is an internal-focused
department that helps public service units integnaw technology into their work
processes and work roles. Sally described her dailggles with trying to get her
colleagues throughout the library to recognize atiitze her substantial technology

skills. Our conversation follows,

Sally: Because | chose to go into an area thasstemtie male dominated and
white dominated, | knew it would be a bit of a gigle, but | had no idea
when | started...l would describe what | do as a Bess Analyst role. So my
job is more to do with people who are doing col@tdevelopment and
reference and all those roles you described. Agréhevorking with those
roles, I then try to help them incorporate techgglmto their jobs. | help
them to understand how technology works and haantfit in to their
workflow. | then help them map their business psses to our systems.

Karen: Interesting. So do people come to youddyou go to them? How
does that work?

Sally: That’s one of the things that’s difficulthere’s always that
negotiation: who comes to whom? And because ofwork] structure here,
there often aren’t very clear roles, so there'staf room for people [to avoid
coming to me], and I think this is definitely a gien and race issue. There’s
lot of room for people to kind of choose who thegnivto come to? And | see
a definite pattern of who they choose to come tghRiow, there’s only two
of us librarians in this kind of role; myself, aad Asian gentleman. And
there’s a definite tendency to go to him first.véyy strong tendency.

Sekaquaptewa and Thompson (2003), who have comtinaay studies on the
effects of solo status on the performance of woarehmen have found repeatedly that

women who experience solo status within a grougkwetting consistently under-
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perform compared to a control group. And women wkjerience solo status in
primarily male areas, such as information techngledhere there are cultural biases,
stereotypes or expectations of women performinggydace the double pressure of solo
status and stereotype threat (Steele & Aronsorg;198kaquaptewa & Thompson,
2003). In this case, Sally not only faced the geiathel age solo status factors that
Charlene faced, but she had race and the stereoaggeciated with African Americans
layered on top of those factors. In Sally’s mintliteese factors together worked against
her in her role of technologist.

Sally went on to elaborate more on the subtle wlagsshe is excluded from the

all-male network within her technical services unit

Sally: And | also see the [difference in treatmaintny male colleague] very
much come out in the language that people use..altyreubtle ways which
are hard to address and deal with. [For example&manoccasion, we were
having a meeting—talking about a big managemerneptroAnd a couple
people in the room who were both on the techne&aint, kept saying things
like, “Well, let’s talk about what work needs to éene. What is the
Technical Team doing?” And then would ask sepgraté/ell, what is Sally
doing?” And | think they didn’t even, I'm not sutteey got that that was the
message they were sending—as if | were not pdheofeam! And on other
occasions, the same people would constantly saggHike, “Well technical
people like ‘so-and-so’, or non-technical peopbmd refer tane And like,
well, I'm on the Technical Team! So how did | get to be teminical, but
everybody else on the team is technical? But samestl think people don’t
even hear that they're saying that, or what messaggclusion they're
sending. Even down to things like the use of prorso@he same people
constantly say “we”, “us”, referring to the growgmd then “you” when they
refer to me. And so it’s likeye’re a group angou’re “the other.”

Here Sally refers to the ongoing, but subtle usamjuage and other forms of
omission (such as not including her in on sharelrtelogy tips and fixes), that over
time, send a message of exclusion. These oftemgnms messages are labeled in the

psychology literature as “micro-aggressions,” arel@mmon in workplaces where
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women and minorities hold solo status (Solorzarega@ Yosso, 2000; Sue, et al.,
2007).

For Harriet, teaching was a role where gender wpe@ally salient, particularly
when she had the opportunity to show some of tirarly’s special collections relating to
women'’s history. She became very animated whemtatkbout these collections and the
opportunities she has had to share them with femmadergraduate students, faculty, and
community members. In fact, she hoped she couttidudevelop the collections in areas

of women'’s history at some point in her career. Steed,

If it's a literary group, or a history class, oethwant to use a specific
collection in the library, like the collections abolition, or women'’s

suffrage, | get to tailor it to the group. There abme amazing treasures here,
and | love the reactions we get [to seeing thestress]! Especially the

women, because it's a part of our history, and ve@’ataught it very often.

While Harriet loved to show the many wonderful seaes found within the
library’s collections generally to all her libramgers, she specifically mentioned the
fulfillment she experienced in working with the maals relating to women, and sharing
them with younger female students.

Polly, a Latina middle manager felt gender saliemost acutely when engaging
in her collection management role within her ARbréiry, and when engaging with other
collection managers nationally at conferences.t8lked about the gender imbalance in
areas of collection administration, and the seeliognstant resistance to put women in

charge of large collection budgets within ARL libes. She described the situation,

| try to remain active in my initial specialty, atftht was collection
development. When | joined the professional asditi through [the
Association of College and Research Libraries]artipular, | realized that it
was not a female-friendly place. And | was notlsealelcome—I got a cold
shoulder. | noticed a very strong preference faiigamales on the
committees. It was an area where | saw the pergertwomen [in academic

124



libraries], female to males, reversed. It was maming the committees, and
men as heads of collections. To me, it was becenitertion developers
usually also handle money—a lot of money in ARLs tl&en | realized that
that was the reason why. And | didn’t know thatytheemselves feel like it's
more...I don’t know...important work They think collection management
work is more important than reference or catalogifmu know? And | never
was aware of that before becoming a collection admator. | realize that,
of course now. It was like they [the men] were sgyigo back to your
service job. That’'s where you belong.”

Polly described the same sorts of exclusionary Wiereathat bothered Sally and
Charlene such as conversations stopped when sereéihe room. To her, it was
obvious that the men in the group had communicatedious to the committee
meetings, but no one had notified her about agéadws or other points of order, and her
input was routinely ignored unless she insistetd@ng heard. These are same sorts of
micro-aggressions that Sally described. In PolXperience, she was stereotyped as a
good fit for public service, but was not seen akawity on matters involving large sums
of money for collection purposes.

Diego, a librarian who has several targeted sad@tities intersecting with his
agent gender identity, is the head of one of tladin libraries within his ARL setting.

He felt the salience of being male in a female-d@atad library system in almost every
role he performed, but most acutely in the inteisamf his administrative role, which
requires him to be in the library during part o€leaay, and his heavy outreach activities,
which necessitate a flexible work schedule solleatan meet with students, faculty, and
the public in the evenings. He talked about hovisheeld to a different standard than his

female colleagues,

There’s two women in particular that are in [lirawxame] that are just, oh,
they’re horrible to work with. And then [name] whdead of [a group of
librarians]—she works four days a week. She comesgaes as she pleases,
but I was coming in late for a while, because | @amg a ton of outreach [in
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the evenings] and | got called on the carpet. NMbave to post my schedule
and | have to let people know where the hell | Bwe. got those kinds of
message that | have to put up with. Because thesgle over here are
jealous that | have flexibility. | work my butt offoing that [very time-
consuming weekly outreach effort], but | have teeromy ass. | mean, my
female colleagues say, “Oh, Diego’s not here. Wiehe? He must be
slacking off somewhere.” But she [female colleagtae] come and go and
take two hour-long lunches and still leave aftdy@@ven hours. It pisses me
off, because there’s this hierarchy of privilegatttsome people have access
to. Way more privilege than | have. That's foresutt really gets to me
sometimes.

It is important to note that Diego is the only mafed only Mexican American
librarian in his library as well as his adminisivatcluster of libraries, and that he felt
targeted for differential treatment because ofdhial solo status. He perceived that his
White female colleagues stereotyping him as a “Meyican,” because of their concern
that he was “slacking off” whenever he was outhef office, while at the same time, his
female colleagues seemed to come and go as thaseple

Diego also suspected that, in addition to his geadd race/ethnicity, his
physical presence (large size) was threateningrteesof his female colleagues. He
sensed that some of his female colleagues seenvednimrtable being in close
proximity to him. This led to many uncomfortabléusitions within their small divisional
library. American culture is replete with threatemimages and media stereotypes
regarding men of color, beginning with D.W. Grifffis Birth of a Nation, continuing
with the Willy Horton ads in the 1980s, to the emtrimages of prisons bursting with
young Hispanic and African American men (Entman &jggki, 2001; Entman &
Rojecki 2001).

In addition, Diego is one of only three librarigi@hevonda and Edwina were the
other two) in the sample who spoke of the saliefdes socioeconomic background

(Shevonda and Edwina were the other two). Sometimaeidn’t understand the
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entrenched academic culture with which his collesgdentified instinctively. He said,

“If I have a problem with someone, I let them kntoatheir face—I'm not rude, but these
people around here will go behind your back andestoiyour face.” This type of hidden
or assumed cultural knowledge was referenced dy Bdtvina and Shevonda as well.
Shevonda referred to herself as being “a littleerafrthe rainbow than people bargained
for,” because she, like Diego, was occasionally aaseing angry or emotional when
she was simply disagreeing with her co-workers. 18#ted that she could disagree with
her “please pass the bread and butter” voice,thubuld still get back to her that she had
raised her voice and swung her head to and fres@ dferences in communication
styles are closely intertwined with cultural norrasd can be related to socio-economics,
race, nationality, and any number of cultural idesg (Kochman, 1981; Monaghan, et
al., 2007).

Diego felt strongly that the intersection of hiemtities works in concert against
him, in the eyes of his female colleagues, andhbas held to a very different standard
than his White, female colleagues by their Whitedée boss. It is likely that Diego’s
solo status, something that none of the other nienlor in this sample had to deal with,
was a strong influence for him. The instances Iserilged of being bullied by groups of
women, being excluded from the power structureegision making and resource
sharing, and being held to a higher standard thaeral of his female colleagues, are all
hallmarks of the intersection of solo status andra@ggressions in the workplace

(Sekaquaptewa & Thompson, 2003; Sue, et al., 2007).

Finding 2: Long Shadows of the Past: InfluenceSefism in ARL Libraries

“Male librarians, who are a minority in the profdss, often occupy the

highest level of decision-making, administrativeipons in larger public
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libraries and in large, academic libraries, wheraaries are often higher and
the opportunities for visibility and prestige arfem greater...” (Voelck,
2003)

Several of the women participants experienced @exism in their early careers.

The legacy of those experiences was still very mndhe forefront of their minds

making them alert to inequitable treatment in tlogkplace today. In response, they tried

to use their negative experiences to remind therasehat it takes effort to create

welcoming and respectful work environments.

Yvonne reminisced about how she originally had wdrnb obtain a Ph.D. (in the

1970s) before she decided on a master in libraense. She matter-of-factly related her

experiences with open sexist treatment in the angde

| really wanted to teach at the college level bat required a Ph.D., and |
really didn’t have the money. Scholarships werg/Verd to come by,
especially if you were a woman. | was taking a seurere for my master’s
degree, and the professor was very candid. Tiss tlad a lot of women in it,
and somebody started to ask him about career clingns&Vhat about

getting a Ph.D.?” He was very candid and he shahn tell you that it's

very difficult for a woman to get a professionattdity appointment.” He
said, “If you're married, they look at, well, ‘wheme you going to have kids’,
and where is your attention going to be? And if'y® not married, the
question is, what's wrong with you?” So that wateaiding point for me.
And so, at that point, | decided, no, | couldr’just couldn’t. In [that] day
and age, | mean, it wasal [gender inequity and sexism]. Now you would
never hear anybody saying that...but who knows? Maybe stillthinkit. |
had been encouraged all along by professors tied the talent. But you
could watch the evidence because at that poing, inehe Department, |
don’t think there was a single female faculty membkthink where the
difference [gender discrimination] came was in, whigey made their
selection—whether it was for scholarships or TAsfaculty appointments,
or promotions.

The differences in access to resources back wheewahk younger make Yvonne

very sensitive to assisting the female graduatgestis in the sciences now. She
persuades them to meet with specific faculty mesbrethe department who offer
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encouragement, and have access to resources saiciior women in the sciences. She
utilizes her professional and personal campus nméttecassist these younger women,
partly because they remind her of herself thoseynyaars ago. This form of identity-
based mentoring is well-documented in the litegtand is linked to the need for a
diverse faculty (Milem & Astin, 1993; Milem & Hakat 2000; Nettles, 2006; Scisney-
Matlock & Matlock, 2001). Without a diverse facyliyomen and minority students have
fewer chances to receive this type of mentoringsouialization (Scisney-Matlock &
Matlock, 2001; Nettles, 2006).

Turning her attention to how sexism was manifegtatie academic library at the

time, Yvonne said,

| think that attitude certainly applied in the Bboies. Back then, if you looked
at who were the worker bees and who were the adtramors, you would

have found, early on, quite an imbalance for agssibn whose numerical
count was what? Seventy-five percent women? Iflgoked at who the
administrators were, you would see a reversalvdlt] just assumed [that men
would be library deans and directorSf. coursethat’'s how it would be. So
that has changed, somewhat. | mean, watching beeydars, you could see
that the men didn’t have to be as talented as thraem. They just didn't. If
they were ambitious—and ambition was something wiias a positive for a
male, and it was not necessarily a positive faradle.

Because of these experiences within the librarygne is also very sensitive to
younger librarians just starting their careers. &heourages them to be active
professionally, and connects them with opportusiteebe involved in committee work
within the library and nationally at conferencesthAugh Yvonne is a front-line librarian
with no supervisory responsibilities, she seesrtiegtoring role as integral to her work.

Susan provided other examples of how past expersewdh gender
discrimination can shape current practice. Shenwadoubt that she wanted to become a

librarian early on in her adult life. After a dtioverseas doing volunteer work with the
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government, she began looking for librarian jobghatcampus where her husband was
pursuing his Ph.D. She was offered a position tweitelephone, but the librarian

reneged after finding out she was pregnant. Shemdrared,

So imagine my surprise a month later when a [mad#¢ague of mine said
that he’d just been over to interview and he’d betered my job! So | called
[the library] and the head of the library had found that | was pregnant and
decided that it wouldn’t be “appropriate” for medome to work there. And
we needed the money so badly. | had also applifehioe] University and,
like, that very day | went into labor, they calle@ and said that their
government documents position was open. They askedld | come
interview?” And so | said, “Sure”. And then | haxcall the next day and
sort of explain | was indisposed. But | would berthand arrange it in two
days. So | went from the hospital to thext dayto interview at [University
name]. And they hired me that day. That startgctareer in academic
librarianship. They believed | could juggle my féyrand a job in the library,
and I've never forgotten that.

When | asked Susan whether she felt those earlgrexmes informed her current
practices, she made reference to the position amgipshe holds as a senior

administrator within the library. She replied arftered examples,

Absolutely! When you are a target like that...you erstiand what it feels like
to be treated unfairly...I try to use those experganigecause [now] | have
some power to make decisions and give opporturttieshers. That'so
important to my thinking. [For example], | am probathe most vocal
member of the Deans group on campus. And | see thsges as being
related—race, gender, sexual orientation. We danduccessful if we aren’t
diverse ourselves. | have stepped in on many sesi@er the years and told
people “you need to redo your pool.” It makes mey\pular [joking] with
the library faculty. But | know it’s the right thg to do. | bring in trainers to
sensitize the staff, and we have a climate surveylavevery year to see how
we’re doing. ... These are just a few things | haveeda

And Yvonne, who sees her most prominent roles stsuctional librarian replied,

In a way it has influenced my actions [when insing] to some extent. |
mean, it's not like | think about it every day, buemember what it was like
to have the talent, but not be recognized [for Eaisbip and jobs]. | do my
best to mentor my students [semester-long clabsg¢slhe teaches]—and
encourage them, because today they [the femalerstigiccan do anything,
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but sometimes they need encouragement and neemdwohow to navigate
this place.

Neither Susan nor Yvonne seemed bitter about dalier ill treatment. They
were both very proud of their careers and verysadaalbeit somewhat wary of the
advances that have been made in academia andand#since they began. While
Susan’s senior administrator status allows henfltaence many more far-ranging issues
within her campus and ARL libraries than Yvonnepva front-line instruction
librarian, both women have used their past expeego assist women within their given
spheres of influence.

These early experiences with sexism in the acadionary setting left a clear
and lasting impression on both of these older fibres. As Wyn, Acker and Richards
(2000) found in their study of older academic worrtaeir commitment to feminist
principles such as helping other women succeednanking to change the culture of the
academy was cemented in their early career exmeseand continues to be relevant to

the intersection of their social identity and wookes today.

Finding 3: Gender Salience and Service, Profesdibewelopment and Promotion
For some of the female and one male participaetsier in the workplace was
sometimes not correlated to engagement in partieudak roles, but rather, related to
their choices of professional service, and theicg@gtions of access to professional
developmental opportunities. They felt gender sakewith respect to the opportunities
they chose, or created for themselves within tifaiaries, on their campuses, and in
their national or international professional comities.
Many of the female participants (10 of 17) servadgmofessional groups that

were expressly in place to track women'’s issugéberacademy. Some participants (12
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of 17) formed informal or social networking grougfgorofessional women within the
academy, and almost all (16 of 17) gravitated tomeher women for mentorship and
coaching.

Additionally, some of the women in the sample (24 j felt their gender salience
after perceiving inequalities between themselvesthair male colleagues when it came
to access to resources and opportunities that megrexpressly for women. Male and
female participants raised the issues of inequaligpplying for and receiving jobs, as
well as receiving promotion and tenure.

Shevonda, a young African American librarian whakgan the male-dominated
sciences, originally did not think that her gendes an issue, even though she
acknowledged the gender imbalance in her chosefieddbBut once she began
describing her social network on campus, she readaak how she did not consciously
seek out other women, but she seemed to gravitai@d them nonetheless. She also
remarked on how her male library colleagues, amth @ome of her female colleagues,
have commented on her service choices (sometinigtditog her choices). Our

conversation follows,

ShevondaWell, this year | was selected as the Vice Presitterthe
[women'’s faculty association on campus—at the bebfehie current
president]. Yeah! You work hard in that positiorieh the next year you
become the President. But my biggest job right iote plan the Board of
Regents luncheon with the women faculty. So latiblgt’'s taken up a lot of
my time. And as a part of that group, I'm faciliteg these discussions of
salary equity [between male and female facultyhwiite President [of the
university] and his administration. So that's adbtvork—a lot of research.
Some people [colleagues in the library] say, “thaervice, you should do
that on your own time or after work.” But it&l work to me. Just because it's
a women’s group doesn’t mean it's not “real workdu see what | mean?
No one complains about the sciences committeesiim

Karen: So the president knew you from other cdsfac
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Shevonda: Yes. From social contacts. There’®amof women faculty,
and, well, there’s a couple of groups [that shejbim®d]. One group we have
is...for women with natural hair. Even though I'masgihtening it these
days? So through my contacts with the naturaldraup | met the current
president, and they didn’t kick me out even tholighstraightening right
now!

Karen: (laughs)

Shevonda: So there’s that group, and there’s angpioup that | joined. Well
it's a informal group of women in the sciences, albt of us came at the
same time and so we were all on the tenure tramksa we kind of bonded
that way. Like before each term we used to go awayspa and pamper
ourselves for a day and talk about universitydifel, so it was in that context
that we bonded and helped one another make itghrthe tenure process. So
that led to me meeting the president. And sheha&g a hard time getting
somebody to run [for vice president]. And so agtewf margaritas later...
(laughs)

Karen: All of a sudden you’re up for electioflaughs)
Shevonda: Exactly!lgughg
Studies from many disciplines have shown that wofaeulty feel opportunities
for mentoring are lacking in comparison with thgogunities for male faculty (Foster &
Seevers, 2003; Kenty, 1997; Quinlan, 1999; Rigeal.e1997). However, Shevonda’s
intertwined network of social and professionalpfat and informal contacts is
illustrative of the way many women on ARL campusasigate their mostly male
environments (Quinlan, 1999).
Edwina also talked about seeking out peer supmooing her professional
colleagues, and how that has led to friendshipsssoctampus with a network of

supportive women. She said,

As I think back, I realize | have always sort dfda into groups of women,
and they have often been women with alternativetitles, like punk rockers,
women of color, all ages. And I think | have cezhh community for
myself—both for work and for support...I also gratétédo women mentors—
the “grand dames.” And | like to hang out with dibrary students as well.
You know, my network is really eclectic, and | n¢bdlt.
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Francesca, an older librarian who has worked iargety of library settings over
the past 30 years, talked about the salience ofdrwaler identity as she compared her
situation to male librarians who have moved frorqpmurt-staff status to librarian/faculty

status. She noted,

I’'m quite aware of how even when [name] was Pregiflef the university],
when he did the study of the situation for womethatuniversity, and the pay
scale and their positions, that it [equal pay aptesentational numbers] was
still sadly lacking in equity. | don’t think thaitsation has changed all that
much at this point. I think it’s still an ongoinggblem in many cases, and is a
problem that I, myself, have encountered in teringten | went from being

a paraprofessional to a librarian, for instanceeyllooked at what [rank they
thought | belonged in] and they looked at my sa&rgt compared it to other
people. | was given the standard line, of, “Oh,ocan’t give you more than
this because that wouldn’t fit in with what evergycelse has.” And yet, not
all that long after | got my position, someone el@nt from a
paraprofessional, to a professional position, aad a&male, and his
supervisor was male, and he ended up with a mwgttehsalary level and
rank than | ended up with. And | applied for atsliesix jobs before | got this
one, and he was invited to apply for the one jabl Ehow that’'s a continuing
problem and so, yes, I've very aware of those thinghin my work life.

Francesca refers to the inequity she observed keativerself and a male
colleague in similar circumstances, especiallydaisess more resources within the
library because of his male library director . Sudquity is another common theme in
the literature on gender issues within the faculany possible explanations for pay and
representational inequalities are typically expdipiacluding women’s childcare
responsibilities, being left out of male-dominagedtial networks on campuses, and dual
standards and opportunity structures (Foster & &se2003; Fox & Ferri, 1992; Riger,
et al., 1997; Smart, 1991; Bentley & Blackburn, 2p9

Rosario also had stories of how men within her AMRL libraries were given

preferential treatment when hiring and promotinge &membered,
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I've seen it before—at my last library. There idedinite double standard [in
terms of expectations for men and women] in thigsaries. What's that
saying? ‘Be twice as good to be seen as half adjdoe seen it—lived it.
It's ok not to distinguish yourself in any way iby're a man, but if you're a
woman you have to be accomplished in the wholethiour job, service,
publishing].

Francesca also noted the lack of female perspeaiitin the campus
administration, and how that has affected the weeyexperiences her own gender

salience. She said,

The gender thing, | find that that comes into @aynetimes at the
administrative level. Because many of the admiaists—even in the
library—the top administrators, have often beenanahd | think that that
gives them a [narrow] perspective and so | fedl tifia’s not always good.
And, that’s despite the fact that the presiderthefuniversity is now a
female. The majority of the time that I've beeritad university it has not
been a female, and most of the people under tisdere have not been
female. And so | think there’s been a major perspecthat’s lacking, and
also because, when you have such a narrow pergpgeitiere are certain
things that are valued in terms of service, publgfand tenure, and others
that are not. That makes me more aware of it fiegualities between men
and women on this campus], and what is “acceptaftek, and not.

In many instances, participants could not sepahatie two social identities,
especially the intersections of race and gender age and gender, when telling stories
and talking about motivations as previous quote® lilemonstrated (see Diego’s point
regarding race, gender, and size, and Charlenete @bout age and gender (in Chapter

4). Shevonda further illustrates this point witjaed to her service choices. She said,

| have that interaction [between race and gen@&ihg a woman in the
sciences and an African American woman on a Whitepus can be tough.
Sometimes it’s hard to know which direction to ¢, so sometimes I'm into
it [participate in the women’s faculty group and @men in science group],
or I don’t do either, or at least | try not to. Mdsnes | just work with my
faculty and they treat me like a person who cap tle@m—not a Black
woman—Ilike they do in the library.
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Diego was the only male participant who sufferegatize consequences for
being “more of the rainbow” (Shevonda’s way of rafgg to the intersection of targeted
identities). He was certain that the intersectibhis race, and large size worked in
concert with his gender to disadvantage him irplamicular setting. He talked about how
he used to get bullied by a group of White womeio Wwald both power and privilege
within his library, and how after many years of lsti@atment he now stands up to their
bullying. He also said that the consequences afgleo have been significant in terms of
being denied the same opportunities as his Whitale colleagues. He talked about the

evolution of his mindset in approaching these egiees,

I’'m not afraid. After all these years, I'm notaifil of anybody in this
environment. So I'll speak my mind if | feel comieel to, and I'll stand up to
whoever tries to bully me...But I've had to leamwhto project a sense of
confidence and strength over time. It hasn’t bessye But | have. And there
have been some negative consequences. I'm nepemagd to any
committees any more; and they blocked me from ptmme-that kind of
thing. So it has its price, sticking up for youfsand being who you are.

Sule (2008) and others have documented the pratesttime women and people
of color pay on PWI campuses when they refusesoralisite to the dominant culture
(Jaeger & Thornton, 2006; Milem & Chang, 2005; Radil997; Wyn, Acker, Richards,
2000). For disciplinary faculty, the socializatiprocess begins while they are earning
their Ph.D. (Kearns, Gardiner & Marshall, 2008; ilad1997; Sule, 2008; Tysick &
Babb, 2006). For most librarian faculty, the Mastierthe terminal degree, and therefore
their socialization process is largely dependentheir immediate colleagues and
supervisors. If the new librarian is placed in bbstatus situation, as was the case with
Diego, unless everyone involved possesses strdigalcompetencies, there are few

opportunities for socialization (Nettles & Mille2006).
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Sally is another participant who wondered aboutktersection of her identities.

She said,

It's hard to know, and it especially makes me waratdpromotion and
tenure] times, which is worse of a disadvantagedge or race]? I've seen so
many talented women of color leave before or dftertenure review. Either
they don’t want to go through it, or they are régekcby it. It seems like there
is a different bar [for women of color] for tenure.

The tendency of women to gravitate to other woneers@ipport and mentoring
was sometimes not a conscious choice. Severakgddhicipants had to think about their
social and professional networks to realize thastnedthe people in that network were
women. Others were quite aware of, and delibetadetachoosing women as mentors
and friends. Most women were frank about the caimig inequities they perceived
between women and men in the academy, whethersipwamotion and tenure
outcomes, job-seeking, or the segregation of meeitain areas of the library. Of the
men, only Diego perceived his gender as a disadgarduring the promotion process,

whereas several of the women saw promotion anddeasia deck stacked against them.

They saw different standards for women for perfarogaand promotion.

Finding 4: Men’s Perceptions of Male Advantage

“I think it's a gender thing, because | think mak® afraid to talk about
issues of gender.[Quote from Andy about male librarians and gender

salience.)

The last gender-related theme to emerge from tteeisléhat of the perception by
three of the seven male librarians that their gehds given them certain advantages
over their female colleagues when job and othepdppities have arisen. This was a

surprising finding, as many of the women perceipegferential treatment of men in their
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library settings, but they were not aware thatrttes knew or believed that they may
have received benefits because of their genddrecause they were connected into the
“good old boys network” (as Susan referred to thmlgination social and professional
networks that men have on campus and in the conty)uAs Yvonne said, “they [men]
just didn’t have to be as talented [as women] tdegadership positions.” And Francesca
remarked about the difference in her treatment fr@mmale colleague’s when they both
rose from support staff to faculty positions.

Michael, a late-career, White administrative lilmar was one of the men who
voiced his perception of male advantage. He desdrém annual analyses he had done
over the years, which showed repeatedly that méimeiibrary are, in fact, promoted at
greater rates than female librarians. Michael wiasonly male librarian who viewed his
gender as a benefit, who talked about using higippof power to assist female
librarians in his system. Specifically, he is waoidkiwith women who are nearing tenure
to help prepare them to be successful. He was paifganentoring several women at the
time, including helping them to construct their mation dossiers, and linking them with
opportunities on campus for networking and pubiacat

Of the other three male participants, Diego fedtdender was a disadvantage
(although he felt it was the intersection of hisef&thnicity, physical size and gender that
disadvantaged him), and Thomas and Ralph, felaherse of their gender identity at
all. Thomas belongs to the agent categories forrage, and gender, and has not been
affected by solo status. Ralph, who more closedysfthe salience of his target race
identity in his work roles, and is not the soleiédn American or male in his library or in

the disciplinary departments with which he liaisde#t gender was not salient.
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Andy, a young African American librarian, was orfeseveral male librarians
who candidly commented on the perceived benefiteeofg male in the academic library

setting. He told me about a leadership developmergram he attended ten years ago,

We were the first class in '98 to go to [a minoi#gdership institute] for that
training. And | was the only male among all thesenen...And it wasn't lost
on me, that in 2002, that | was the first one todoee a director of a library. |
mean, small as it [is], but still, 'm the directof the library. So that wasn’t
lost on me [because of my gender]. And | think sitieen, you look at that
pool of people that came through that 1998 in&tjtabd many of them are
really successful...And | think part of it's my gemdieut the other part of it
was my connection here with X university. Becaud&h't even really apply
for this position. It was a woman that appliedtfus position. And
ironically, | knew the person that applied for thissition. | encouraged her
to apply! Then they called me. It was pretty awkivaThat was truly, pretty
awkward.

Lewis, another young African American librarians@wondered whether his
rapidly rising position in the library had to dotlwvithe fact that his associate director is
male, and that his area of expertise has to dotetthnology. He was placed in a
position for which he was discretely encouragedpply. He got the job, and it means he
is now supervising many older female librarians \mawe served in the unit much longer
than he has. In fact, he used to be supervised byt the librarians he now supervises,

which is a bit uncomfortable for him. He shared,

| sometimes wonder if gender helped me get to whanme. | mean, it is
obvious to me that I'm the only man in the unitdarow | am supervising all
these women who have been here so much longentaahknow they
wanted me because | have a radically different \oéthe work, but it is still
in the back of my mind that maybe if | was a womampuldn’t be here [in
this level of position]...

Andy also talked about the potent mix of gendeserand power while at

meetings, and trying to be aware of the power dyosuassociated with these mixes of
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identities. He was recently at a meeting whereotilg other male was a White man who

was high-jacking the meeting from the woman in geaAndy said,

So | sat down and just had a heart to heart with Bind | think he’s a very
decent person, and because | always really belie@teve all have stuff to
overcome, like—we live in a patriarchal society| §mow there’s things |
benefit from as a malbecausd’'m a male. | work on issues of sexism all the
time, because | think it'll come out [in his intetemns with women at work]
because I've been taught these things. And | titigithe same thing with
issues of race...Whites have privilege, and so do. merd so, they feel,
“okay, me being a white male, let me explain thifagsyou.” (laughs) So
you never know where it will come out. You havéotoreally careful, but
that’s the reality. So when | go to these meetiittgsalways interesting. |
have to understand my power, that | do get it. Atidnk about it, but | don’t
want to get overwhelmed by it. Because that wilthoe back.

And finally, back to Michael, in his role as an adistrative librarian, took it
upon himself to see if there were in fact inegsitie the tenure process for men or
women. After analyzing tenure data for a periodiftéen years, he was somewhat

surprised to find there were patterns of inequitywwomen and people of color. He said,

| was interested in looking at demographic breakaowaf our
promotion/tenure by gender and by race/ethnicityd &ertainly, 1 can
absolutely say, white males on the promotion/camtig status issue have not
suffered [by their low numbers relative to women].

Although there is a very robust body of literatthrat discusses the many ways
that women in the academy are at a disadvantages ihvery little literature that
documents male advantage. It is a well-recognizeshpmenon, but little is known about
it, other than how it disadvantages women (Rudd].e2008).

Diego, a Latino librarian who runs a specializdxnldry within the system, was the
only male participant to disconfirm the idea thaing male is an advantage. He talked

about the power structure within his library cluste
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She’s [his colleague] partners with one of the [ghednanagers]. And there’s
this core of women here, that are just inseparafted you can’t penetrate
that little power block. It's too much. Itteo much. And they’re notorious
for ganging up on people...It pisses me off, becdluesee’s this hierarchy of
privilege that some people have access to...Thatisliminvery fortunate that
| have my partner at home and my own life, and kinave my [cultural
programming] show because it helps me keep thmgegispective.

For Diego, however, the intersection of multiplegtted identities held the

biggest challenge.

Well, being male in a female dominated professsoprobably more “out
there.” Being a big minority male with a loud voi@aughs) is “out there” all
the time for me. I've been told that | scare peoplrhat | create safety issues
for people. And | raise issues when | disagréee been told that I'm a very
good writer, but thafm too goo® That my writing is too aggressive. And
I've been told that I'm threatening to people [wone®lleagues]. So being a
man, being Latino, being big physically. They'retaere. | have to be very
careful of what | say and how | say it and howtémact with people. I've
also learned to develop sort of a sixth sense. Whes younger, | was very
trusting, very open, and never thought that pebptébad intentions,. But
now I'm sort of like, there’s, more of a shell taghat’s hard to crack, and |
don’t implicitly trust people like | used to. Antks helped me survive,
because I'm more guarded and | have to, you hate tn guard here, in this
environment [ARL libraries] especially. But I'm n@bold.

Diego’s experiences contrast with those of Thorad&/hite male public services
librarian, who did not feel the salience of his den He reflected on being a man in a
female-dominated library and noted—although hetbatiink about it for moment—that
he has almost always worked for a woman boss,lutkted, “Gender has never seemed
to be much of an issue to me.”

It is the intersectionality of Diego’s race, gendard other identities that may
explain the very different perceptions that Thoraad Diego have of the salience of their
gender identities to their work. While Thomas hadtbp and think about the gender of
his bosses, Diego knew exactly how many women h&edowith and for. Additionally,

Diego was the only male in his cluster, whereasmidmhas several male colleagues, and
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a largely male power structure within his libragg®m (Sekaquaptewa & Thompson,
2003).

And finally, while Michael knew from his demograptanalysis of tenure data
that men were not being disadvantaged in the tgmmaeess, he also believed that issues
of gender were a constant undercurrent in therband rarely discussed openly—to the

detriment of the climate within the Library. He s

So for various reasons, some of which are relatexpécific personnel issues,
and some of which are just kind of generic, it\ways in the air somehow
[the gender divide]. We talk about generic “divarsa lot; but some of these
identities, less so, or never. Gender, as suclsmoeome up a lot. There are
more women in the library than men. My boss isoanan. The majority of
our Library Cabinet, which is our administrator-¢ypeople are women. So,
[men can't claim reverse discrimination becausg ¥mow that]. It's not

likely that anything good will happen if they corapl about being
discriminated against because they’re White malen’t doubt that there’s
an undercurrent of, “that’s why | didn’t get X, Y 8,” whatever itis. But |
know from the data that males aren’t being disanated against.

Perceptions among the male librarians differedndigg whether their gender
advantaged, disadvantaged, or did not matter to.thEhree men felt advantaged
because their male networks gave them a ‘leg u@nndpplying for work, and one
librarian had empirical evidence of male advantagle tenure process. The perception
of the one male participant who experienced disatigge based on gender was, in his

opinion, a confluence of his targeted race, siad,gender.
Summary of Findings on Gender Identity Salience

The relationship between gender identity and relégpmance was salient or very
salient for all but one participant. Salience afider identity is manifested in particular
roles such as administrator, technologist, instmy@nd collection manager. Salience is

also seen with respect to injustices in the wortglancluding differences in hiring
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requirements, and promotion and tenure outcomeshdlarget identity holders
(females) felt the salience of their gender idgntaind surprisingly, all but one agent
identity holder (males) felt the salience of genalemell.

Finding 1 illustrates several roles where librasi&eit the salience of their gender
identities. These included library-wide as welhaigldle-level administrative,
technology-related, teaching, collection developimand outreach roles. In most cases,
female gender identity was seen as a negativerf@bimpeded access to resources as
in Susan, Pamela and Polly’s cases, but was seep@stive in Harriet's case, where
she identified with the library’s special collect®relating to women'’s history and her
female library users. For men, gender saliencellyswas seen as a positive factor in the
administrative role, even though there were somegpdions of difficulty with female
supervisees. For both females and males, solcsstatbhe participant’s work group
exaggerated the affects of gender identity salience

Finding 2 linked early-career experiences with sgxin the academic library
with current role performance. These early expegsreft an impression on two senior
librarians, and sensitized them to issues of pombalance, feelings of powerlessness,
and injustice. Both Susan and Yvonne felt thatgieder-based discrimination they
experienced early in their professional careelsi@miced their role performance these
many years later, because they now use their eperiand wisdom to help younger
women and men. They both felt that their early elgpees cemented their commitment
to similar others—in Susan’s case, to younger feratarians, and in Yvonne’s case, to
her female students and more junior instructioiahtians. It is interesting to note that

the other two retirement-age women (front-linedisns with no administrative role)

143



and the one older male librarian (a senior admtist) reported no discriminatory
behaviors directed toward them early in their caree

Several sub-themes emerged in Finding 3. One sktlwethe tendency of women
to seek out other women for social and professinadiorking. On campuses largely
dominated by male tenure track faculty and adnratists, the female participants sought
out other women to help them navigate the campus@ment, garner committee
appointments, and receive mentoring and assistAnoegh the promotion and tenure
process. None of the male participants spoke diisg®ut any particular gender in
building social networks, either professional orsomal.

Another sub-theme involved perceptions of differgandards set forth to acquire
jobs and receive promotion and tenure. Severdiefémale participants talked about the
differential treatment they or their female collaag received during both job hunting
and promotion.

Finally, many women, and one man perceived diffetr@atment in opportunities
and access to service, professional developmetitym@mtoring opportunities within their
libraries. For some of the participants, it wasdharseparate whether these differences
were due to gender or other targeted identitiestlogr factors altogether.

Finding 4 discussed the perceptions of the mataridns on the advantages and
disadvantages of being male in a heavily femaleidated setting ran along several
themes. Four of the seven male participants felstlience of their gender in the library
setting. Three of those four felt their gender gaen them certain advantages over their
female colleagues when job and other opporturétiese, and one felt his gender was a

disadvantage.
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Two male participants felt no salience of their dgmnidentity. Neither Thomas
nor Ralph hold solo status in their respectivedlitas, which may explain why their

gender identities did not hold salience for eithiethem.
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CHAPTER VI
RACE/ETHNICITY IDENTITY SALIENCE

“Discrimination is often a subtle phenomenon...a gimanon that may be
difficult to detect, and that may even be unconscmn the part of the perpetrator.”
(Roscigno, 2007)

This chapter reviews and discusses the findingkisfstudy related to
race/ethnicity identity salience and role perforg®rEchoing extensive bodies of higher
education and library literature relating to raod athnicity, the findings related to
race/ethnicity identity salience and role perforecewere among the least surprising, but
most compelling of results generated from this gtldhe participant’s narratives of the
ways in which racial and ethnic diversity enrichlections and services, and also present
organizational and interpersonal challenges hegipele our understanding of diversity in
the ARL workplace.

Unlike age and gender identity salience, which vealeent to most participants,
race was either “very salient” or not salient &t@the participants in this study. For each
and every librarian of color, race identity wasriwsalient,” and for all but two of the
White participants, race was not salient at alk @iference in perceptions about the role
that race plays in the ways the participants apgred their work is deeply divergent

depending on whether the librarians held a tadgzitity (non-White) or an agent

identity (White).
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The ARL Context for Race/Ethnicity Identity Salienc

According to Christian, Porter and Moffit (2006)uah of the literature that
examines racial diversity in the workplace throtigh late 1990s was too simplistic to
understand why and how diversity in the workpla@ates new and richer opportunities,

and sometimes creates challenges to cohesion athdpnaresses. They wrote,

In our view, the field began to make major advaratebe point at which
researchers changed their focus from simply ndatiagthere was relationship
between group/individual differences and groupqrenince, and began
examining in depth the circumstances under whigkrdity can influence—
and potentially improve—performance (p. 460).

In 1998, Alexander-Snow and Johnson reviewed thledrieducation literature
on faculty of color at predominately White instituts. The literature they found pointed
to several commonalities in experiences of facoftgolor including loneliness,
intellectual isolation, lack of collegial suppamarginalization, heavy workloads, and
time constraints (p. 1). Each of these themes galdth the effects of solo status,
tokenism, differences in tenure and promotion, amig-English language needs, were

voiced in the interviews.
Findings

For all librarians of color (14 of 14), race/ethityavas the most salient social
identity. Each librarian of color ranked race/etliiyias being “very salient.” (on a scale
of 1 to 4, with 4 being the most salient, eachdlitan of color marked 4). For most
White librarians (8 of 10), race/ethnicity heldlétor no salience. Because ARLs are
overwhelming White, and have recent histories al@sionary practices, using

Hardiman and Jackson’s (1998) framework, | havegmized a White racial identity as
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holding the agent status, and all non-White iderstias having target identities in the

ARL setting. Figure 6.1 illustrates this dichotomy.

Figure 6.1. ARL Target/Agent Age Groupings

Target Identity: Agent Identity:

Non-White (14%) White (86%)

Sources: Kyrillidou, Young & Barber (2008); Hardim& Jackson (1998)

Due to the sheer numbers of White and non-Whitatdians (86 percent of ARL
librarians are White, and 14 percent are non-WIiKgjillidou, Young & Barber, 2008),
the chances for experiencing solo-status in angrg&RL are quite strong. Among
ARLs, there is a clear geographic distributionhe kow numbers of non-White
librarians, with the highest concentrations ofdifi@ns of color in the Southeast and
Southwest. The Midwest, Northeast, and Westerronsghave between six and 12
percent librarians of color, making the chancesxgferiencing solo-status even more

likely than the overall numbers indicate.

Finding 1: Operationalizing Identity

It is interesting to note that no matter whichafetiarget or agent identities each
participant possessed, each participant preseniedjae sense of the salience of each of
those identities they shared. For example, RosaribRachel are both Hispanic women,
but while Polly felt her age salience more acutBlgsario felt her race/ethnicity more
acutely. To further complicate the picture, Ros#&ioher race/ethnicity salience much
more strongly in her reference and instructiongplehile Rachel felt her age salience
most acutely while engaging in collection developtetivities. Thus, as Christian,
Porter and Moffit (2006) write, “understanding tta@mplexities of diversity” is the
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number one job of diversity researchers moving &vdvThey posit, “A considerable
amount of the literature fails to take into accoutéractions between and among
diversity attributes.

Many of the participants talked about how they apph the salience of their social
identities overall in the work setting, and thegwed the role of race/ethnicity in their
work. When asking if and how social identity iskiéa to operationalizing her

professional goals for herself, Rosario answered,

| do link my social identities to my work. Partibfs giving back and being a
person of color, a multicultural [interracial] pers And part of it is
recognizing how important libraries have been inawyn life and what an
impact they made in various ways to my ability évihere | am right now.
But | also feel that in this country, there is sactlisparity between the have
and have-nots, and it does fall along predominamityal lines and socio-
economic lines—which often bears out racially. Amtause of my
dedication to equal access to all, | feel that hded to help to make or build
that bridge. | want to] help to reinvigorate, soofi¢he attitudes and
programs, and policies within the profession tl@sdpport racial equality
and really remind people, what libraries were faaohdn. Everything | do
keeps that in mind. Because | think sometimes wadeamic librarians]
forget—we don’t see readily the impact that havaegess to the right
information at the right time can have on an indial, a family, a
community, a culture, a nation...

Rosario went on to talk about the operationalizatbher identity whenever she is

working with the public.

| feel that because my primary constituents aréesits of color or students
who are at risk, or transfer students sometimeeglimy racial identity every
day in my work. I've taught a couple times, fordgats in the [library
school], and so | feel that if students feel sonmel lof a shared experience
with you, whether it be based on your color, oetawr culture, or age—you
know, | was a non-traditional student myself—or adem that it makes all the
difference in the world to them—that they maybd séle themselves in you.
And | think, it's part of what got me into librasciences. I'm a Chicano. It's
how I identify. And | went to a conference and ddosarians who were
similar in appearance to me, and in passion toame,| realized thdtcould
do it. That I actually, maybe had a place in tmgienment. That was a
revelation to me, and | see it in the studentai¢he And so, I'm always trying
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to recruit(laughs)to the library profession by trying to make thireggyaging
and accessible to the most at risk students.

Rosario’s words illustrate one of the ways in whibtinarians who feel their
race/ethnic identity salience permeates everytthieg do. The way in which she
operationalized her social identity is seen inttee of work role(s) she concentrates her
time on (outreach and relationship building acr@m®pus) and the particular user
populations she chose to concentrate on (at-ripkilations). Rosario’s work is closely
tied to her social justice orientation, and herdfehat libraries are opportunity
equalizers for her at-risk students.

Polly, on the other hand, also a Hispanic womemithdle-age (although much
farther along in her career), operationalized tentity in a very different manner than
Rosario. According to Polly, her South Americangpective is very different than the
more numerous Mexican-American perspectives i fhaait of the country. As a first
generation immigrant, she is still somewhat unfamnivith cultural norms at the
University. Rosario, Rachel, and Diego, who are idax-Americans, have lived in the
Southwest for generations. Polly refuses to letdtlenicity dictate and/or limit what she
or others think she “should” be doing with her éiyr career. She elaborated on the way

she operationalizes her race/ethnicity in her work,

| have tried to make a point that your ethnic backgd does not mean that
you can only do certain things. I've made a painhaving [a minority
person] being the Music Librarian, a Special Caitats Librarian, and being
myself an [administrator]. And sometimes it’s atleathat | have to fight with
them [librarians of color who report to her]. Thegn't have to get stuck with
those things [being the Mexican American specialitl have that as my
specialty, | would do it. But if my specialty igd&ferent one, | don’t have to
end up with doing Latin American Studies. We caoalo other things. And,
so that's been my philosophy, you know? And it'sfbeuite successful, |
think. An example that is close to your understagds [librarian’s name].
He doesn’t have a formal background; music is Bsspn. He’s passionate
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and he does a good job. So that's been sort ohiik@hilosophy ever since.
And | have to fight with some of my colleagues, dese they themselves feel
like, oh, because I'm African American, | want to African American
Studies. You don’haveto. | also find it so unfair, to be forced to tthat

work if you don't feel it passionately. So, | thittkough these librarians [that
report to her] we can make a social point to tihgdacommunity. And teach
them that we are not just good for doing the yaodkwor the cooking,
especially in this area, where there is an overmhg presence of Hispanics.

It was obvious that Polly’s experiences workingipredominately White
institution over a twenty-five year career had tauger that expectations were set by her
White colleagues that librarians of color were éhenly to provide service to
constituents that mirrored their race/ethnicityd ahe was adamant that this should not
be the case. She had made it her professionat@gshbw by example that librarians of
color could work successfully in any area of thedry, and she used her administrative
power to appoint librarians of color to a variefypositions.

Edwina, a White, early career librarian operatiaea her ethnic identity very
differently than the other White librarians in ttedy. To her, ethnicity and socio-
economic status are very salient in the ways sheoapghes her work and her work
philosophy. To her, surface diversity (Christianrter & Millet, 2006), or just talking
about race, does not capture the intricacies ardsarthe positive power that diversity

brings to the work environment. She said,

| feel like most of those identities [race/ethnicidge, SES, gender] are very
salient or dominant the way in which | operatiopalihings. I think that, once
again, this speaks to my race in a way...l don't usid@d why people need
to have(laughs)like three hour dialogues about change...Becausa't d
want to have a workshop. | want to work with somedoes that make
sense? Because my consciousness doesn’t get bgiséting in a room with
someone. My consciousness is raisedhigractingwith someone. | mean, |
don’t think it's [workshops] an authentic way ofibbg multicultural. Because
you and | are from different cultures. And when r@gh a work situation, and
we’re all aligning ourselves with whatever cultuve think is dominant, none
of us are really acting our culture, but when youwgt to eat with someone,
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or you have them over your house, or even if yotkvem a project with them
intimately, you really get to know like, hey, yoadw, I'm from [State]. |
grew up in this kind of neighborhood. | grew upaimindustrial
neighborhood. You know what | mean? | guess it baek to my
beginning about that | think diversity is very muaout the intricacies of
knowing each other.

For Sally, one of the few women, and even fewercafr Americans in a
technology role within the library, the way she @i®nalizes her identity is very much
related to the context of her current instituticeflecting the “potential third variable”
effect that Christian, Porter and Moffit (2006) terebout in their work. Third variables
can include the context of the work environmerg, tifpe of roles or tasks performed,

and many other variables besides the race/ethrutitye worker and his/her colleagues.

[At my] previous institution, diversity had alreatigen sort of on the radar;
something ingrained in their whole strategic pEtrategic framework for a
long while. So they had had time to build it up.dAmhen | came here, they
were just starting to even really think about ihddrom what | understand,
that was largely because of an accreditation th&mtt was more a forced
march kind of thing. So I think it [library envirament] does very much affect
how I'm able to work. There’s not the level of sopparound, | think because
[within] the larger institution, diversity is—yolerrequired to do it. There’s a
sense of, “we’ve been pushed into this. We didedassarily want to do this
on our own.” As a person of color, | kind of regesthat [being forced to
confront discrimination]. So, | think about [racidentity] on a day-to-day
basis, especially when some situation has occamed kind of think, “oh,
that looked a little funny” [discriminatory]. Thdrhave someone to call [an
African American friend/colleague] and say, “Youokmwhat? This is what
happened and it looks a little suspicious to m&rd that someone’s just
going to listen and sort of get it. | think | defely do [operationalize
diversity into everyday activities]. |do in therse that | think it's a really
important issue that libraries need to directlypgta with, and realize the
impacts throughout everything we do, both in ourknglace and how we
deliver service.

When | asked Sally for other examples of how sherapnalizes her racial

identity at work she said,

In the day-to-day of how | work? Well, we havettas institution, several
people of color who've been actively trying to lyridiversity ideas into the
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workplace, even though it's not my “official” jolso an example would be,
just yesterday we had sent out an article aboet aad discrimination, and
examples and such. And we led a discussion atitirarly Faculty
Association on them. So it comes into day-to-ddivaies that way. Even
though it's not really my job to do diversity. Atlgen in terms of long term
career goals, | think there’s definitely a connactinere as well in that, both,
| think the more diversity issues are out there, kinelp to get them out there,
and help the profession to work on them, the maord &f opportunities will

be there in general for everybody.

Sally talked about the same phenomenon that Sushi\@nne talked about
with regard to gender, whereby personal experiemigssexism/racism have spurred a
commitment to bettering the environment for simdérers. This commitment to feminist
and/or social justice practice, is one way thatlitans have tied their social identities to
their work roles (Wyn, Acker & Richards, 2000).

Andy, a young African American librarian reflected how he operationalized
his racial identity in his workplace. He concurtédt his racial identity permeates

everything he does, even though he tries not tib petralyze him. He said,

Sometimes...no every day | think about race, becdas@)stance, like that
pamphlet [library marketing pamphlet] that you h#vere? About banned
books? I'm in that. And I'll wonder, am | there la@ise I'm Black? You
know, they want to make sure they got a Black pemdhere to talk about
banned books? So that's one little example. Sonastil think about it [race]
in all sorts of ways throughout the day-to-day.d,ikake [as an example] my
step-father, who’'s White. When | was at [formettitasion], they would put
me on the front of publications, or ask me to semwe committee. And my
step-father said, “You're just a poster boy.” Yiawow? | don’t mind it, but |
don’t just want to be an image. | run a library—alik a lot of responsibilities!
They [library administration] want to project theshges as being diverse, and
so the question is: Are they truly practicing wtrety preach? So | do think
about race and gender at times, in everythingdrabsay. It's part of the
fabric of me in my role here.

With regard to operationalizing racial identity, shof the librarians of color
talked about how it permeates everything they day they approach their work, their

motivation for helping others, and how they intetgheir environment.
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Finding 2: Identity Salience in Particular Roles

Beyond the question of how participants operatiaeaheir racial and ethnic
identities in the workplace, | wanted to know mab®ut whether, or how these identities
became more or less salient within particular wotks. Many participants (16 of 24)
agreed that their racial and ethnic identities weost salient when working with diverse
others. For many of the librarians (14 of 14 oflibearians of color, and two of the ten
White librarians), these identities became moséstivhen working with the public in
instructional, reference, and outreach/liaisongokghen working internally with
colleagues in formal and informal meetings, andniany librarians of color (12 of 14),

when selecting materials for inclusion in the lilyta collections.
Reference and Instruction

Reference and Instructional roles raised the sadieh race/ethnicity for many of
the participants. When one is working with suchidendiversity of clients including
undergraduate students, graduate students, fastdfy, and people from outside of the
university, diversity and differences are naturadlised. Librarians talked about how
reference and instruction present ways to mergsecand social justice goals, expand
their own knowledge about their racial and ethnstdries, and help similar others
through sometimes-hostile campus environments.

In Andy’s case, his racial identity became salighén working for colleagues at
a neighboring library’s reference desk. For Andig only African American male in his
library system, a common trigger that raises ttiersee of his identity is found in not
knowing if disrespectful behavior he perceived frbois colleagues was due to his race,

or just general lack of social graces. For Diege,dame uncertainty comes from the
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disrespectful behavior from a subset of his facalty students, who believe that the
ethnic music he has been integrating into the ctdla is changing the nature of the once

classical music-only library. Andy said,

My pet peeve is the lack of respect, becauseliays hard for me, as a
person of African descent to, to really, call raae thing. Because sometimes
| could call it—I canseeit. And | can see when people are making an olive
branch. They're actually, really trying. Like whes [my library] were
relocated temporarily in the [main library]. | waglcomed as a part of the
reference department. Open arms. | was doing feecrece desk hours as an
extension, even after the building was completeas covering the desk
during their [reference] meetings, but they neweited me [to the meeting].
It got to a point where | didn’t feel | was beinglwed. And they weren’t
looking at me with the respect | thought they weéed | don’t know if it's
about race, or if that was about, “We're the [Mdirfjrary. This is where the
administration is housed and, and everything begivisends with us. You're
our poor cousin.” And | just said, well, | don’teegthis—I don’t want to be a
part of that. So | politely pulled myself off thegsk. And to this day, |
remember the head of that department—one day shereal me. “Why did
you leave?” And I'm like, “nah.” | didn’t feel coroftable telling her the full
explanation. Because | know how politics arouncehveork...

Similarly, Diego recalled,

| have found that there’s a split on the facultjween those who are willing
to work with me and those who have just, from taegp, written me off.
And so | don’t know if it's the credentials issw&,if it's some other factor.
That I'm Mexican? | am visibly Latino, so | donhibk it's my credentials [he
doesn’t have a Ph.D.]. And I do find that withinteén areas [of his liaison
department], the graduate students all snub mel ittsbecause of their
professor. So it really does depend, but I've wdrlwith other faculty, and
they are always sending their students to me vesysd having me teach a
class every semester. So it's a mixed bag witmth@/ith my other areas,
the faculty are wonderful. {Department name] anieljartment name], and
I’'m finding that in [Ethnic Studies], too. | trpte sincere and honest and let
them know if | can’t answer something, that that'st the way itis. I'm
really happy that the [Ethnic Studies] faculty ead®d me right away,
quickly.

For both Andy and Diego, the politics and risk ohfronting the disrespectful
behavior made it more advantageous to either jiubtivawal from the situation, or seek
support in other areas of campus. It is a commem&among participants of color that
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they must chose their battles carefully, so agmbe labeled “troublemakers” or “too
sensitive.”

For Rosario, her racial/ethnic identity is a sowtstrength to be drawn upon when
interacting with her students and faculty becalsebelieves it helps her empathize with
those who may feel intimidated by the library anthvasking for help. She draws upon
her minority status as a place of empathy for athdro are struggling with complex and

sometimes intimidating campus environments. Slek sai

| can honestly say, | may not be the greatestridgoman terms of my hard
skills, but | have a great [soft skills]. | havg@eat empathy with my students,
and that’'s probably my first line of defense. Besmupersonally was not the
best undergrad, or high school student and | atswviwhat it’s like to kind

of be the only minority student in a class, orfin& one to go to college.
Because of the group that I'm working with—mostlinority students—I
know what it’s like to be “the other.” And so, rfigst method of instruction

is just to try and put them [library users] a éthit at ease, and help to break a
little bit of the stereotype of what libraries amed, and let them know that,
just because you don’t know the answer doesn’t ngeaire dumb. You

know, [l tell them]“if you guys knew all the ansvgemwe’d be out of work in
[laughs] the libraries!”

When talking about specific pedagogies, Rosarkethbbout the importance of
gauging particular pedagogical choices to the diffeunderrepresented groups that she

works with. She elaborated,

My pedagogy really switches with the audience...l fie®important to get
the students involved. | cannot stand sittinghgye and lecturing for an
hour, and kantalk. | can talk the whole hour—but | can’t standsee the
look of boredom on their faces. So | try very hardet them engaged,
whether it be kinesthetically, for instance, | wevikh student athletes, and |
will actually have them doing games where they cetepvith one another.
And getting the answer and learning, and thenrggethem out into the stacks
to physically move around and, and find thingscd&ese there are a couple
things that I've been told by my students, thaytreally have a hard time
with. One is finding a book on our shelves, areigacond is knowing how to
cite resources properly. And so | often will adkteof questions. I'll try and
have them engaging in things.
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When | asked Rosario how she manifests the empainyeels for her students,

she responded,

| have a philosophy that’s a little unusual, ankirid of shocks [my
colleagues], but | know that when | was a studeméver ever studied during
the regular eight-to-five period. And while theersity library is open, |
also know that service in the middle of the nigh¢ leaves a lot to be
desired. And that sometimes these students mafgelosupported, or they
may be a little edgy about coming in, you know, #driey’re anxious
because they've maybe left something to the lastitaj which was my
modus operandi, then | want them to feel comfoeaBhd so | give them my
personal cell phone number so they can call me 24/@y all kind of are
shocked by that, but I've had yet to have anybdulysa it, and | have had a
few students use it. And | was happy that theydeinfortable to call me.
And the latest I've received a call has been likee in the morning. | didn’t
mind. It really doesn’t bother me at all, and itane so much to those
students who now know me.

Rosario, like many teaching faculty, did not haag formal training on how to
teach before she started her current positionr&texted on her lack of formal
preparation, and also on the racial/ethnic iderst#tiyence in the choices of what classes
she chooses to teach, as well as which studenpgshe wanted to reach with her
instruction. In particular, she became very animhaigout a semester-long class on
American diversity that she co-taught several timik an African American male

colleague. She recounted,

I've done all types of instruction, and, reallys funny, because | didn’t have
any real instruction background when | came hehg.m@aybe informal, with
regard to small group facilitation around issuesagk. But not any kind of
classroom instruction, or formal preparedness...& dat of instruction
inserted into a semester course. I've done thigfoor, five semesters where
they're, called [name] courses, and they're acaddmdge courses for
incoming at-risk students. And typically there anee sections of this course,
so | teach nine sections at least once in a sem@gste then | coordinate the
peer counselors group, so | do individual trainifayghem, and that includes
everything from technology to soft skills arounference and research
topics, and then we offer workshops so | co-teaith them, or often I'll have
them teach, to open up workshops for studentslof om campus. And as a
result I do a lot of one-on-one and consultatiosraall group workshops, if
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they're doing group projects. Most of them arendoa group project for the
class. They'll come to me for further instructiand assistance with their
project, because | am familiar and friendly, anshdlerstand what's it like for
them...

When | asked Rosario why she has chosen to wortktiviise groups of students

and teach these particular classes, she responded,

These are some of the choices I've made partlydsecao one else was

reaching out to them, and partly because it fslfily professional passion for

equal access to education and information. | wakeare, in their shoes, and it

can be scary and lonely, but one friendly libragan make such a difference

in their lives.

| heard this phrase “professional passion” fromalitans of color again and

again. For librarians like Andy, Diego, Rosario)lipd&Shevonda, and Rowena, the
passion arose from the work they did with at-rigldents, faculty of color, working with
collections that reflected their cultural backgrduar in Polly’s case, helping the

librarians of color who report to her, become sgstd in the things they are passionate

about.

With regard to instruction and reference, Edwirzarfed her Italian ethnic identity
salience as inseparable from socio-economics, Igastéce, and also cultural capital.
Edwina weaves together issues of race/ethnicityS#@ with a resulting abundance or
lack of cultural capital. To her, teaching inforioatliteracy skills to at-risk students is a

political statement and a social justice issue. s,

Almost always my socio-economic identity is in fh@nt of my mind when |
do instruction or reference. And that has to dihthe fact that | am
someone who came from a blue-collar family, and wieat to a liberal arts
school that was very privileged. So | was reallgltgnged in liberal arts
education as an undergraduate. And many of thel@éevent to school with
were prep school people and from an upper, probabhe than an upper
middle class background. And | realized very earyat eighteen, nineteen,
what cultural capital was. And | understood whiaadl and what | didn’t
have. And | also understood through these peempgrthat I've been part of,
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how much understanding [there is about] scholasipmunication, and how
to negotiate higher education. This is somethig igiven to you through
your family. And so, for example, | have a friemtose father was the Dean
of [school in the Midwest]. And she was, | mearg’ska super hyper aware
person, and she always says, like, “I understamdtbalo this because it's
like, it's in my family. | was taught the way togatiate. Of course you don’t
know how to do it.” So I'm always very, very awarkthat, and | do see a
real difference between me and other librarians might have been raised in
an upper middle class Anglo family. | never takedmnted that a child or a
student or a young adult understands how to ndgatholarly
communication. And | think that teaching someone ho negotiate the
world of scholarly communication so that they carshiccessful is the most
important thing that a librarian does. And | thihlat it's political in nature.
It's economic in nature. And it’s often racial [atb] in nature.

When asking about the salience of race/ethnicewptities on their instructional
roles, several librarians felt that the subjectteratf the classes they choose to teach
reflected the salience of their identities. For &asand Andy the subject and content of
their instruction was very important to them. Toatent, for them, reflects a cultural
and political desire to connect library users Whteir own histories, and with new

scholars in those areas:

For me, it's the subject matter [how racial idgnig salient when teaching].
Because | think any good instructional librarian t@ach databases. For me,
the unique thing is my subject area. Because thatisally my area of
expertise. | should be able to get in there andlide to relate what they're
learning in that subject class, if it's about Pdniganism—if it's about
nationalism, Black nationalism, Malcolm [X], whasv | should be able to
get in there and put that subject touch to it. Amat’s always like the fine

line, you know? Where does teaching the subject@aching the databases
merge?

When | asked Andy to give me an example of a chds=re he combined his

library knowledge with his subject expertise, helies,

It was really cool when | was doing that librargsien on Black Humor. It
was interesting! It was the day that Angela Davés\going to speak. And so
the faculty member makes an announcement. SaytH®way, Angela
Davis is going to be there.” And then [the instan@nd 1] got on this whole
lecture of who Angela Davis is. What she represkéimtehe sixties, and then,
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another time, when | was working with the Africaraduate students, and
they wanted to know how this place [university] gstablished. So | spent a
good time talking about the [local Black historynd | created a
bibliography on it, and | was like, “this is howhiappened, and these are the
resources.” So it's like | use that [in-depth sgbjexpertise] to my advantage,
because that's my specialty. One of the best congpiis | ever had was when
one faculty member was watching me teach. [He sgal] look like
Thelonious Monk when you teach, man.” It's besewlyou just kind of
groove with everything, you know? And for me, | bdwe get warmed up, but
| really feel confident in front of a classroom, &vh | can get into a groove,
you know? So, for me, it's the subject area. Bhaty role as a
teacher/librarian within that. And | do consideysalf a teacher. As an
educator—a Black educator, you know? And to men,ahe subject matter
keeps it interesting. Because | think, for m&yould be dry and boring if |
just did, “okay, this is ProQuest. This is how yae it” and like(laughs)it’s
boring!

Similarly, Rosario talked about the subject arehasfteaching, and how her

racial identity is salient to the classes she césds teach,

I've taught three semester-long courses—that’s rfest librarians don't get
involved in that way, and so | was co-instructiaggd was able to implement
library skill building into those classes. It wagieneral education class called
Interpersonal Relationships in a Changing Worlshd Agot into that because
of my interest in communication as well as divgrsiind also, it coincided
with my need to try and reach the students enrafiedat class, who are my
constituents. This course set aside three-quantdhe seats for students of
color, and then filled the rest with English figgtar students. The curriculum
was created to help facilitate and stimulate disicursand activities around
issues of race and culture—to help us all learruafeelings and
understanding differences, and respecting differgnand knowing how to
dialogue around them, and actually seeing, notschridifferences,” but
similarities. So | loved the material and the stud—it feeds me in a way
that my other classes do not.

Teaching subject matter that is important and sat@ one’s own social identity is
not unusual. Turner (2003) wrote about the “ambiguempowerment” of many faculty
of color in the academy. This is a phenomenondbeiirs when faculty of color enter a
PWI, and are expected to assimilate into the domticalture. By studying and then

teaching in areas that keep them connected toghként social identities, for some
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librarians of color, it is one way of resisting tbeerpowering pressure to assimilate, or
give up one’s social identity in such a setting.

For several of the librarians of color, the affeetside of connecting with their
students, particularly students of color, bothdesand outside of the classroom, was
another important way they exercised a connectidhéir salient racial identity. Andy,

Rosario, and Rachel illustrate this point:

Andy: When | give this (help) to them, it is moneless to make them feel
welcome. Because | really believe in it [makingradeel welcome in the
library]. It's important for them because | waneih to know “you’re a
person. | value you.” It's funny, | was hanging auth a couple of [African
American students] a few weeks afterward the sedgial for their class—
this was like a two hour session. And | went #hé whole time. | had an
outline, a gateway [web] page, went into all théfsdatabase, reference
works. And they were like, bug-eyed after the smssjlaughs] And | said to
them, “I think | gave you just a little bit too mu¢ They said, “Yeah, your
presentation was good, but yeah, you did givelos’a [laughs] But then
they said, “We know it's because you care and pwe this stuff [Africana
material].” It's like, yeah, | do [care]. So nofely know | careand | know
my stuff.

When | asked Andy how he connects on an affecévellwith his students and

faculty, and which ones he tries to stay connewi#it, he answered,

| try with all of them, but some are more receptiven others. It's usually the
very new students, or the upper level students altvays the Africana
Studies students, and they tend to be African AcaeriThis library and this
department is a small pocket of comfort for manyhelse students. Some will
come see me [in his office] because | give thenpimgne number and email
address, and tell them to check me out at therlibrd can help them. Like,
there’s two film, classes | taught. It was two fregn-writing classes, taught
by the same person. And they can create their asnicala, so she created a
class called Black Humor, and another one calleg¢iBSeminar. And that
was my carrot! | got in there and did my thing—madee they [students]
knew who | was, and what | could do [for them]. Ardid the same thing
with the Black Humor class where, and | also talabdut my interests, and
my love for Richard Pryor. And the next class | hswime of the same
students came, and they were like, “We rememberymu really get into
your subject, and we like that!” Now next weekg@@ng to be my most
challenging class—it’s a 400 level class called Brack Arts Movement.
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And I'm already up about it, and that's like wowtdn’t wait to get at those
students!

Rachel, a young Latina librarian who works in afied area of the library that is
always seen as the most traditional and resistacttdange: Special Collections. She
talked about how she connects with her studentslof to make the library’s rare book

collections less intimidating and more accessibtestudents of color. She said,

| think that there is often a sense of importameenie, particularly in the
Special Collections area, because it can be soinfiting—it seems like this
bastion of privilege. Or | guess in a different wag I'm thinking this

through, it [special collections] doesn’t seem waBicoming to anyone
young and curious. And | think particularly, becadisn in charge of the
[Latino/a Collection]—I didn’t have formal training special collections, so
there’s a sense of, once you get over the lackwofidence, and feeling like
you have to know everything about [Mexican histdygtause you're actually
related to that border in some way. And in anoth@y—in a positive way, |
feel that it's important for me as Hispanic, Mexicaatina person, whatever
you want to call me—in a position like this, whénere aren’t many of us
[Latinas]—and so when | teach, I'm very aware @ttiAnd | want to show
the students that either somebody like me can,ado gomebody like them
can do it. Which, that can be anybody, right? laamare when | am teaching,
that | am modeling a possible career path, and ¢haysee that we [Latino/as]
can make it.

Similarly, Rosario talked about the importanceter students to see a successful

Latina women on a PWI campus,

I've taught a couple times... and so | feel thatuidents feel some kind of a
shared experience with you, whether it be basegbancolor, or race, or
culture, or age—you know, | was a non-traditiortatlent myself—or gender,
that it makes all the difference in the world tertii—that they maybe will see
themselves in you.

When | asked Diego about whether his racial/etiteatity was salient when he

was engaged in reference and instruction he andwere

Yes. Most definitely. I think about diversity issuall the time. And | do try
to, especially when | teach. For example, | usemplas that are from the
civil rights movement when | teach about the socoaltext of music. | use
the music from that era to show how the musicaresgion of a people has
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been used to influence social policy. It's so argito see the students make
those connections...and the faculty too! | tell tHémaulty] to think about
using me because I've been building the folk coiltes in this area.

And Rowena, a young African American female libmaritalked about working
with a summer minority program at her universighe recalled the relief that students of

color showed when they saw her doing referencdrssicuction at the library,

In terms of the [business] school that I'm in, ihthit [racial identity] is very
salient. There is a multicultural program here &y invite about 30-50
minority incoming first-year students. They comelie summer and they
start to do some studies, and they work on a projéey get kind of
acclimated to the campus and all the activitieoteethe semester starts
officially. So they definitely know that they anme the minority, right off the
bat. There’s really only a handful of minority $tahd faculty. And that’s out
of about a thousand people here. So it's a pretgligpercentage. | know
from the past, when the Pre-Freshman students sppand when they come
to my library, | excuse myself from meetings [tolezene them]. And their
reaction when they see me! They even kind of whitpeach other! | know
that they're, it's like, “oh, my gosh, there’s aaBk librarian here!” And they
look all excited! ..It's like, well, I'm glad thefeel like now they have a face
here that they can recognize and feel like thegpresented in some sort of
way. And | get those students in here, even whewy éne working on other
assignments [that have nothing to do with the sulgeea of her collections].
So | think itis salient, and sometimes | wonder if they rely ontoeemuch—
and I'm not an expert in all those subjects. Bat's my insecurities. But |
just feel like 1, | feel like it's a good thing fane to do. ...Be a face of
comfort in the library.

Rachel, Rowena, Andy and Diego had all been unddugte students at their
current institutions, though they had each lefjacelsewhere, and then returned. They
knew from their own experiences, how isolatingaitilcl be to experience solo status in
many classes, in the residence hall, and in tharb They used these “shared
experiences” as a guiding reference to provide sugpr the undergraduate students of

color that came to their classes and to their fibsa
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Rachel recalled the isolation she faced as a staddrer current institution.
When she graduated, she left the institution, &mes a hard decision to return as a

librarian. She said,

When | was a student [here], | was the only perfarolor in my classes,
pretty much. Maybe there was another one in theratorner, or something,
[laughg but | was pretty much the only one. That kingpofssure and
loneliness is hard to shake, and | see it in sohmeyostudents when they
come to me for help.

Reference and instruction work held identity sateemostly for the librarians of
color. Edwina was the only White librarian to féie® salience of her ethnic identity in
these public service roles. For her, reaching@students of color was a political action,
whereby she was teaching them information liteidals to help level the playing field
between them and the wealthier Anglo students.

The salience of race and ethnicity to instructiod eeference roles was translated
into many behaviors, including bridging behaviardielp guide and assist similar others
in navigating an often lonely and unfriendly campiesveloping or utilizing expertise in

minority-related subjects to aid with instructi@md relationship building with faculty

and students who are at-risk.

Outreach/Liaison Work, or, “It's All About the Rélanships”

Although very few ARL libraries have positions deatied to doing outreach on
campus, most librarians, especially public serlilm@rians who have collection
development responsibilities are involved in li@swork with specific departments on
campus related to their area of the collection.trRose few ARL libraries that do have

positions dedicated to outreach, they are usuatly to target underrepresented, non-
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traditional, and at-risk groups in order to provedera library support in order to retain
and graduate these groups of students.

One of the three libraries in the sample has afin dedicated to outreach on
campus and within the community-at-large. Rosamas hired to be the first outreach
librarian for her campus. To Rosario, the interpead connections she has formed on
campus are critical to the work that she does theg give her a sense of fulfillment and

connection with other people of color outside ibeary. She said,

| was on the [campus] undergraduate recruitmentnaibi@e. And many of the
people who are in these offices [her liaison offieeross campus] that | work
closely with, also sat on this committee. So we ld@ee each other there,
and were able to touch base at that point. But &t&y were very willing to
introduce me to others around campus. And becausbéen able to produce
good work with regard to instruction, word has gotbut. I'm being
approached by people who | don’'t even think wowdddhmy assistance, or
would want it. And so it's always interesting arfthlienging to find ways to
integrate into these areas around campus, angoit'so be very creative.
Sometimes it's not just an instruction session.rélseother things that | think
the library can offer—that | can offer. Maybe dey@hent of a web page that
supports a course. Sometimes it's just encouragetmenstudent, a faculty
colleague, or lending a sympathetic ear. You knosvall about the
relationships you build with people. Once the iela&hip is there, anything is
possible with regard to getting the library to thghe students] in a way that
makes sense to them.

Many of the librarians (14 of 24; 12 of 14 librargaof color and 2 of 10 White
librarians) | talked with mentioned their experieaavith mixing work relationships with
personal relationships, and how that occurred acgdy. For these librarians, there was
importance stressed in befriending their constisigrho shared similar disciplinary
backgrounds, race, gender, or age. These relatpmplovided librarians with a social
network, support in the tenure process, mentoxatyable information about the
department and campus politics and activities,iatrdductions to others outside the

library walls. The librarians in turn, provided theolleague/friends with the same
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professional and personal support, as well astioadi library services related to
collection, reference, and instructional support.

Related to this seamless blending of personal esfégsional relationship building,
Shevonda, and African American science librariag, Bdwina, and White public
services librarian, talk about how they have exgrered the intersection of personal
relationships with their work roles, and how theyieh their ability to perform their

outreach roles:

Shevonda: This is how | do it: | show up on thespats [office] door. | say,
“I can’t believe | wasn't invited to that!” They’rigke, “You weren't invited to
that?” “No, | don’t think I'm on the list.” So thelhget on their email list. And
that’s usually how it starts. | do that becausahtithem [science faculty] to
feel like I'm a part of them. They didn’t really &w that when | started. But
now, more and more, they start naturally thinkibgwt me. So that's how |
did my departments. And then...well...as an African Aicen, | think [as]
any minority, you're expected to, a lot of timesuyre getting called in to do
special presentations or speeches for minoritygg@s an example [role
model] of going through the [university] system. IRip a lot of that for my
departments. So | network on campus in those walgsy-hvite me to their
parties and things, and | teach for them—we hegih @her and have fun
together. I'm motivated-1 have a sense of renewran | get outside of these
library walls, I'm really motivated to check outethvorld outside the library!
So | attend a lot things with my friends in the degments. And usually I'm
very good at connecting [with new faculty and studg and somehow
figuring out a way to make it [the library] releuan what they're. I've
established a connection for them and for melikés it’'s all about
relationships. And so | feel like most of it isastishing and maintaining
relationships to make what we do here [in the tyjreelevant to what they do
there [in the departments].

Edwina: On campus, | always tend to gravitate—ai&lis from my old job
and this job—I always tend to become like, reak®glly chummy with my
faculty members, because I really love talkinghn and | love, I'm just
curious about what they do. So I've become, samegiit's men. Mostly it's
women. They're usually my age or younger. | alawehlike another layer of,
| always tend to become very fond of [them], arglytbecome fond of me,
like the whole younger generations coming up. Hcelthat. | enjoy that.
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Shevonda also talked about how the informal intevas enriched her ability to
connect with her constituents when it was timebfasiness, but she also talked about her

interactions away from campus, when she attena#ptiise-based conference:

Well, the [sciences] actually put on some greafe@mces. | sometimes go
with the faculty in the department. | mean, it'stjlike, they throw a good
party as well as good sessions to learn aboutdieaneas [of my field]. And
so, | think you need a break every now and thed i nice to get away
with your faculty friends. I think that's what meétes me to go with them—I
get a chance to interact with a lot more kindragdsffrom campus and in the
profession]. | say engineers are more of my kindy@dt. | started off
working with engineers at [institution name], amg i§'s like, for all of my
professional career, I've worked with engineersome capacity. So even
when | go the conference, I'm probably hanging mweitd the engineers.
Like I joined the [Minority Engineering Group], ank a part of
[professional society name]. They also have anraeging Library Division,
but | pretty much, truthfully, don’t the spirit vaithose folks. Truthfully, | go
to these things to be with the engineers, notibrarians! | pick those groups
on the contacts | have in the [Engineering] School.

Voicing both a concern for spending time with henstituents whenever she gets
the chance, and a bit of condemnation of the amoiutimne she finds herself spending
behind a desk doing paperwork within the librargniy talked about the difficulties of

being too internally focused in the library:

| try to stay away from as many inner library grewgs possible. Yeah. |
spend my time as much as possible outside ofithay. | can see a direct
connection between that activity [outreach] and howelved [department
name] wants me to be in their affairs. | don’t afwgee a connection of this
inner library work with the customers | need toateo be successful. It gets
harder to connect if you're in library meetingsadly, and your customers
aren’t anywhere in those meetings. Yup, nothing[butreach] for me.
[laughs] I think that’s the most important thing | do foymasers. If you don’t
know what your customers are doing, or what thegtywahat'’s the point of
[the library]? | mean, too many times | see libmas—we sit in a room and
we guessat what they want. | say, “go ask them.” And timgrto deliver it.

While outreach or liaison activities seemed to ee/\organic for most of the

librarians of color, and oftentimes grew out ofvegg on campus committees, or from
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previous connections, mutual social identity baokigds, or grow out of connections
through time, based on who is working in what sigzigline, Shevonda talked about the
methodical way she went about developing her cdrorecwith her faculty, and how

that blossomed into friendships and more contacts:

When | first came here, | profiled all of my fagu#fo | knew their habits. And
so there was a group that pretty much got stattabaut five or five-thirty in
the morning, and they might work ‘til ten, and thiteey go home and then
they come back at a certain time in the aftern¥dell that fit my schedule
fine. Because I'm up at that time of morning, éttito connect with them. So,
usually I'm on my email, because they're emailiAgd because | stay in
contact with so many of those people—like I'm prolyan contact with at
least two people from each of those groups eveyy-éad because we have
these ongoing dialogues, and we socialize aftekadot, because that's
pretty much where | get the bulk of my informatibget to know what’s
coming down the pike, who is doing what, and hasan fit into their work. |
mean, | don’t know how it is for other majors, lhoit engineers, you go to
their functions, and their conversation is alwaysuad their research. So |
end up getting a lot of information from them, ahd thing about me being
part of that. So | have that interaction, andatrsimportant part of my job.

Many of the librarians of color talked about engagin relationship building with
the support staff in their liaison departments. @upstaff are often on the lower status
rungs of the academic ladder, but they also haypeitant gatekeeper roles lending
entrée to the faculty. They often have valuablermiation about department and faculty
activities. Leslie and Rosario talked about thatrehships they have forged with support

staff, who are also more likely to be people obcahemselves:

Rosario: And just being aware of what your pe@tegoing through is so
important. To know if they’re coming up this yeé&sr[tenure], or who had a
birthday...and sometimes when you go in-person,dikeuple of days ago,
to get exercise, | started delivering my campud mgself. So instead of
putting something in an envelope that | have tasen, I'll go over there

and take it there. What | learned is that the sades get to know you, and
when | was over there, | was asking about the sagreone of my favorite
secretaries, who | always see. | say, “Oh, whdreme]?” We have the same
name, so we sort of struck up a friendship becatifeat. The temporary
person said, “Oh, she had a massive heart attadkstee’s out,” So | was like,
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“Oh, can | have her address to send her somethidgfl’ | would never have
known about that if | just put stuff in the mailwhks so shocked, because we
had just talked the day before. So that's one wdseep up with people in my
departments. And then when they see you, wherhgwa to call them or
email a request, they make sure people get mynrdbon.

Leslie: | couldn’t do what | do without [names d@mhartmental secretaries]!
They invite me to all the functions, help me traickvn particular faculty, call
me when they need something. The are always thieea Wneed them, and in
some departments, they run the show—really! Thegivould fall apart
without [name]. At one point she got me in to dbe [department chair] about
setting up an instructional component to a requatads. And [name] helped
us merge the library with the I.T. functions in g@hool.

In both cases, Leslie and Shevonda deliberatebtetesymbiotic relationships
with the support staff in their departments to heifh communication and access to the
faculty, and to provide services and resourcekdalepartment.

Working with a lot of graduate students, Andy comied on the affective side of
doing outreach, where the goal is to connect wittigate students and let them know
they are important to him—that he wants them tsumessful in their programs. He

said,

| do a session in the beginning of the semestdr alitmy graduate students. |
put together this packet. | put some things in'shabre related to Africana
Studies and give it to them. It is more or lesmtike them feel welcome, and
let them know | care. Because | really believe’thatportant for them to
know. Yeah, it's, “You're a person. | value yoThat, | think that is
important, and | think they know | care because ttmme to me—not just for
library help, but as a friend.

In an increasingly interdisciplinary world on ouRA campuses, areas like
Africana Studies, Women'’s Studies, American Cultete., present librarians in those
areas with particular challenges in the outreaailsfin arena. The challenges of doing

outreach are magnified, because librarians in thosas are often treading into areas that
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are covered by other subject-specific librariansdyAspoke to this point of uncertainty,

and not wanting to overstep his authority:

| do a lot of outreach, but | still feel like | ddwlo enough. | don’t go out to
the English Department, or the History Departmbatause we have
librarians in the areas that will cover those folkgen though | know an
Africana perspective would be good for them. Bdo lhave behind-the-
scenes relationships with the faculty that teadHistory and English, that’s
related to Africana Studies. | have my joint teaghioster—we cross-list the
courses between departments. And they do know me tihey will ask for
me. And that was actually the cool thing when | wBhe main reference
desk], is that | would run into them every now &nen, and so | would have
these interactions with them. It's always interggt-1 don’t want to step on
toes [of other librarians]—I've always got to commizate with my
colleagues to know who's doing what. Like, a cafjae of mine that selects
out of [the main library], and his responsibilisyiEnglish. So he deals directly
with the English Department as a whole. We justdaéw hire here at
Africana that has a joint appointment in Engliskl &fricana. And I let him
know, hey, this is how it is: “I will always helpy, but | have to go lightly.”
So, | gave the [faculty member] information and nee/[he and the English
librarian] worked it out that he’s going to haventact with him, as well as
me. And so that's kind of an added burden of comuoation on both of our
ends.

In Andy’s case, the politics of venturing out int@ English Department made
him hesitant to approach new faculty on the upwimde felt he had to go “on the
down-low” to communicate with the African Americtaculty who were cross-listed
between Africana Studies and English, in part, beedhe English librarian is more
senior, and White, and the vast majority of thelBhgDepartment faculty are White. In
the past, Andy had received negative feedback traEnglish librarian when he had
taught a class for one of their professors, so && hesitant to do it again. So even a
simple thing like reaching out to new English fagudecomes fraught with racial

politics, and the politics of power and territoisah for Andy.
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For Rosario, developing connections with the undehgate students she has
taught is particularly rewarding, and for her, rastion and outreach merge as one

opportunity leads to another. She said,

What | find most fulfilling is actually knowing, loause I've had a lot of
students come back for further assistance, knotiagsomehow | was able
to provide them something that was beneficial tarthWhether it be in their
school work or a personal need, whatever, to wtiere felt that they could
come back and know that they would receive my &s®e and my empathy.
And I've had many of them say, “You know, when yaame to our class, |
didn’t think | was going to learn anything, but thine next semester | found
myself using a database, or telling a friend thet would be a great resource,
and | was surprised that | remembered that, artd thas able to share.” And
that made me feel really great. I've had a lostoflents see me on campus
now, there’s a lot of face recognition. That isweswarding. With student
athletes, and the ethnic center students—all caepais—[1 get] a lot of
nods, a lot of hellos, and sometimes they evenaolpask for assistance on
the run, for their research. You know, “ Can yolkenany suggestions?” or
“Can | set up an appointment with you?” Whatevendty be, | always cheer
them on. And it happens pretty regularly. It's kcoo

In this sample, the individual librarians oftenidefl their own outreach roles
within their departments, schools or collegeshin ¢ase of Rosario, she targeted the
student ethnic centers, athletes, and other apogkilations for special outreach
programs. Many of the librarians of color emphadites affective side of connecting
with library users was as important as the cogaitlelivery of library services, and that
friendships often developed organically from thefessional relationships. From
previous research on cultural capital and socialokks in the academy, we know that
minority faculty are more likely to serve as mestty minority students (Antonio, 2003;
Milem, 2001; Nettles & Millett, 2006). Librariangé Rosario, Andy, and Leslie looked
first to similar others in developing their outreatetworks, then broadened their
contacts using a snowball method to expand thastrénto their campus communities

(Gubrium & Holstein, 2002).
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Shevonda also started her outreach activities fremnteractions with a few
people, but felt no constraint to select simildress. She said, “Any person who needs
my help is a person who will get my help.” She atjdéam the Engineering Librarian,
not the ‘Black Engineering Librarian.”” It is imp@nt to note that in the field of
engineering, there are far fewer people of colantim many of the areas in which the
other librarians of color liaison. Because of tinelerrepresentation of people of color in
engineering, Shevonda felt it was particularly imant to join the minority engineering
group within the school, and to coordinate a yeprsentation to minority recruits to the

college.

Collection Development

Collection development activities usually encompasange of responsibilities in
the largest ARL libraries. Typically these inclu@lecting and deselecting materials,
where librarians acquire or gain access to a sufsetailable materials in all formats
including digital, paper, and film, and also maleeidions to weed items out of the
collection for storage or discard; Identifying maés, where librarians seek out
resources based on selection criteria and inforaeetsion-making to produce a broad
and deep collection that supports the curricular r@search needs of their users; Storing
information, where librarians develop physical amtlal methods to house collections
of materials of all formats; and Producing, wheraeasingly librarians are involved in
decisions to produce digital and/or paper resounctsn a particular disciplinary area
(Westbrook, 2000).

Although much of the literature on collection dexmhent portrays these

activities as “fundamentally logical and delibevati’ Quinn (2007) wrote about how

172



much of collection development “depends to a sigaift extent on affect or emotion” (p.
5). Until recently, many large research collectibag gaping holes in areas relating to
people of color, and many smaller branch or digagpy libraries on ARL campuses still
lack sufficient materials on minorities (for examplhe overlap of public health and
minority public health) (Young, 2006).

Eleven of the 14 librarians of color in this samipéel collection development
responsibilities as part of their position. Of tap$0 voiced how their race/ethnicity
identity is salient in the ways they approach theg&as of the collection.

Rachel and Diego talked about the ways in whiclr ttegina/o identities have
been salient in their collection development resgalities. They were especially aware
of the salience of their racial/ethnic identitiechuse their areas of selection are not

explicitly in ethnic/cultural studies. They said,

Rachel: I think most definitely [my racial identity salient], especially with
the two most recent collections. The most recertwas a Mexican history
collection, which is in the [name] Collection. irtk it had a lot to do with the
trust that |1 was able to build with the [donor] fiéies, particularly being of
Mexican descent myself. | mean, one of the thihgs they [donors] first said
to me was, the collection had been taken care ¢idynother for years and
years—it was turn of the century material. Andristher had real issues
with the US. One of the things that he said to nas,Wif she knew that | was
turning it over to the US, she’d be turning in gesve.” So this was a really
hard thing for them to do—to deposit it with a WStitution. But | was able
to build enough trust with him and | understood thandset—we have a
similar history, he and I. But what | am able tg fia reluctant donors] is that
representation of this history in the US isuthostimportance. Keeping it
where it can be exposed [to scholars and the gubheryimportant. And |
think, in that sense, his mother would have beatifged. In addition, it's in a
lot safer, better condition. So we traveled théseMexico], and [met with]
the grandfather—the one who collected this libargr many, many years.
For them to send it off, | mean, obviously, theynteal to leave it in Mexico,
but the institutions [there] just couldn’t [takeetbollection]. So for them to
send it off to the US—away from them, was reallydhdust explaining to
them how important that this addition is to thilection, and the scholars
that would be able to study it—is phenomenal! hkhil made them happy
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with it. And | mean, being able to speak the lamgugspanish], and know the
culture, I think that it does play a huge role &g able to negotiate with
[donors] nowadays.

Similarly, Diego told me,

Diego: Oh, yeah, absolutely! Big time. [his rate/éc identity is salient to
his collection development]. Especially with thesitucollection. The focus
for many years in this school has been classicaienuBut at the same time,
they’'ve always had other areas of the curriculuke, jazz, they teach popular
music, they’'ve had a mariachi group, and they neacth some Mexican
music. When | came here, there was maybe five@dxz on the shelf. No
Mexican music other than old albums. No world musiiothing but classical
music. And so my social identity came into playstdrted building the Latin
music collection. | started building the folk musillection. | started building
classic popular music collections. | was able toknweith a donor to bring in

a huge jazz collection. And so over time, more @rotle people have become
aware that, hey, the music library just isn’t floos$e [classical musicians]. |
just met with the Africana Studies faculty lessrtl@amonth ago, and | told
them, “If you're teaching anything about civil righ for example, think of the
music library! We’ve got music of the Civil Rightdovement.” They loved
that! So now | am teaching about how music was gfatte Civil Rights
Movement. | tell the students, “Don’t think thaethbrary, just because it's a
music library, doesn’t have what you might neect Example, there’s
[another institution’s name] has a huge mariachection. But the person
that is doing the collection development only loéksthe word mariachi.
They don’t look for other Mexican music. So as theypuilding their
collections, they get everything they can that'hariachi” in it. But that’s
just one slice of a huge pie—of something muchdig§o my cultural
identity as a Mexican, as a Latino, and as a paliif progressive person,
really does inform where | look for stuff, whatddto the collection, and that
kind of thing. So it, it's played a huge role inilding and enhancing the
collections here.

It is important to note that in the collection dyment role, as in reference and
instruction, many of the librarians of color vieletr racial/ethnic/language knowledge
and cultural competencies as assets to their jitsraollections and service offerings,
and to their library users. Rachel talked about hewshared background with the
Mexican history donor family helped convince thdrattdepositing their library at her

institution was a mutually beneficial decision. §aetalked about how his knowledge of
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ethnic music allowed him to grow a much more corhensive collection than a
colleague at another institution who was supetficiauilding an ethnic music collection.
In both cases, they perceived a need for matdnatkeir faculty and students, and were
able to procure materials that librarians who dtpossess their cultural knowledge
would likely not have been able to replicate.

Jackie, an African American special collectionsdian, was introduced to
librarianship when she was shown a collection dfygamericana materials on Pre-Civil
War Blacks. She fell in love with special collectsy and now takes great pride in her
ability to add to her library’s collections on Adan American history, among other areas.

She said,

| love seeing that spark in the eyes of the stugdethien we bring out the
diaries and letters [slave narratives]. For sominesge kids, they’'ve never felt
connected with history before, but this bringsatrte. Adding to the
collections, and watching people react to thesasta a class or our exhibits
is the best part of my job.

When | asked Jackie how she goes about findingsiemthe collection she
laughed and echoed Rachel’'s words about cultupalatand trust issues between

communities of color and the university. She said,

It's not like being the English Librarian! It's kkbeing a detective—finding
some of these things. Someone knows someone frarslghor up the street
who has their [ancestor’s] papers sitting in aitalf's crazy how it happens
sometimes. You have to be plugged in to the comtytmiget them, or else
it's a dealer somewhere who will charge you a shoatlne. Forming trust
with the [donor] family is very important, becaus@Emetimes there is a [lack
of] trust issue between the [local] community aine ainiversity.

Diego, Raquel and Jackie all recognized that thiei@ capital they brought to
their non-race/ethnicity positions has helped difgitheir libraries’ collections. Their

language skills, their knowledge of the historicahtext of U.S. and Mexican relations,
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and Black/White community tensions, and their peas@xperiences have given them
cultural knowledge that has allowed them to develeyw collections that match growing
or new areas of the curriculum on their campuseddq®io, 2000; Milem, 2001).

Even with new and growing areas of the curricullemending new areas of
scholarship, sometimes, librarians of color feéytinad to fight their White colleagues to
bring in collections from underrepresented grodpey talked about the tightrope they
walk in trying to diversify their areas of the aadtion, without having their White faculty

and colleagues become unhappy with their select®ashel recalled,

| feel the salience in another way. For the Bilialgbd. material that | brought
in, it was a really hard decision to bring in tivstfplace. Because, according
to my colleague, who's a trained archivist, it Wescondary source material,”
which we don't really collect. | mean, we do haeeandary source material,
we have a book collection here. But as far as mus@ipt collection, she felt
that it was really outside of our criteria. It waseally hard decision for me to
make to bring it in.. lesitation...l guess, sometimes | feel like | have to, as a
person of color, | have to make the case for tieefiections, where White
librarians do not. That maybe as a pure manuscoifection, it isn’t just right
for our collection, but as theubject it is right on target, and it complements
what we already have. It would be so useful tostttelars. And I've learned
that that's kind of a thing with special collectslibrarians, and archivists—
I’'m not sure they come to agreement on [whetheotabine primary and
secondary material on a topic] But as a subjedectibn [Mexican history], it
was really important for us to bring in this maagrgiven [the history,
geographic area, and demographics of the campus].

Whereas Rachel felt she had to fight her librafleagues to diversify special
collections, Diego had the support of his libraojl€agues, but he had to fight some of

the faculty in his liaison department. He said,

| try to promote what I've done [in diversifyingeltollection], in the sense
that this is all historical stuff, and it's all ¢utal stuff and we shouldn’t be
putting things in a hierarchy. And so culturallygdt some criticism from
people who are intellectual or cultural traditiast. They [faculty] don’t
want to see music that’s not within their realmoom shelves. But they don’t
[own it}—none of us own this. This is the propeofithe state of [state
name], and it's there to serve the students anéathdty as a whole. Not just
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a certain sector. And | just had a big run-in véttime of the faculty, because
we’ve had to start weeding multiple copies of thme titles. And a lot of
them are very angry about the new music. But, th&int of view is, “we
serve the opera community in [city name] and tHegestudents here.” or
“The classical community and those students heyevé&need all the copies
of everything we can get.” Well we’re running oditspace. This is probably
one of the only collections in the region that hagrong Latin music
component, and they begrudge it.

Leslie, an Asian American health science librartatked about the struggle to
juggle the demands of a changing student and fabolly, and convince library
colleagues that collecting in areas relating toanty health is a legitimate and needed

activity. She recalled,

We have so many faculty that are not only doingaesh here [in minority
health], but also are running clinics and interagtivith minority patients.
They need access to these materials, but | headtn# have the resources
to collect in that specialty area.” Specialty arbafiorities will be the

majority very soon. Wake up! | know from talkingttee students that they
need these materials, but when it comes to minbesjth, we seem to always
be short of money.

Andy also felt his Africana budget was too leamltoa thorough job of serving

his growing department. He said,

| am the selector for this library. No one elsts jiist me. You know, we have
a very small budget, which is hard to believe beeaue [the whole library
system] has like an 18 million dollar acquisitiamdiget. But the individual
selectors see just a fraction of that because af ibgoes to electronic stuff,
and once it gets down to the selectors themsek&gsot a lot of money.
When you really get down to it, I'm not controllitigat much money.
Roughly $70,000. That's about it. So it's not a kd so for me, | wish | had
more of that 18 million because | could do so mondre.

Finally, Ralph, an African American librarian, talk about the close salience of
race/ethnicity to his collection development atidg, and the support he has received
from his library colleagues and his faculty membeéis selects in areas related to

American Culture including African American, Asidmerican, Native American and
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Hispanic history and literature. Ralph talked aldoaw his areas intersect with so many
other selectors’ areas, and how, for the most parhas had very strong working
relationships with his fellow librarians. Only ostanally is there tension when a
librarian in another area would like Ralph to patexpensive item on his budget, rather

than on his or her own budget. He explained,

We have diversity codes that every selector is as@g to use when they buy
something having to do with ethnic minorities. Ifrat sure if everyone uses
them like they should, but we can get reports shgwis who is buying what,
and we can generate lists of new books. I've ndttba many problems with
my budget and with the overlap [with other selegjdPeople are pretty good
about buying things and keeping out an eye forehleimgs [minority related
disciplinary items]. It's more when there is a batigut and someone will ask
me to buy an encyclopedia or a journal, and evacgan a while | think,
“why can’t you get that?” But it's not like othelgees where | hear they
[other universities] can’t even buy the basic matsr

None of the White librarians who had collection elepment responsibilities (6
of 10) raised the issue of race/ethnicity salienddeir collection development roles,
whereas all but one of the librarians of color nad the salience of race/ethnicity to

how they approach collection development.
Administration

Of the 24 librarians, two White female, and one #Imale participants had senior
administrative roles for the whole library systemtbeir campuses, one Latina
participant had a mid-level administrative roled ame African American male and one
Latino male were directors of single disciplinaibyraries within the larger system. Other
than Edwina, these two White female senior adnretist librarians were the only
White librarians in the sample to mark race/ethyias “salient” or “very salient.” Unlike

Edwina, Susan and Pamela felt the salience of bataot their own White racial
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identities. They talked about race from the perspeof managing demographic
differences within the library system, and the imigoce of being sensitive to campus
diversity needs, the added value of having a rgaiverse staff, and tenure and
promotion issues.

Susan, the dean of libraries on her campus, desélap interest in diversity when
she served as a volunteer for a year in a maj&lagk Caribbean country. There she saw

the effects of poverty and skin color while she wathe minority. She said,

| didn’t decide to become a librarian until aftexdme back from
[volunteering]. | had started a high school libréwgre. | had originally came
back to the US intending to get a Ph.D. in Sociplsiyidying the family. And
| was especially interested in the Black familpnfr my experiences in the
[Caribbean]...I think it [her interest in diversitgpes back to [that
experience] and even before—a sense of social megplity. And I've
always seen librarianship—it’s not cliché to mettii@aries are important in
our foundation of democracy. They're also the fatmah for social justice.
Both modeling it, and then providing support throygur services and your
collections.

Karen: So you just mentioned that before you [vtdered] you had a sense
of social responsibility. And is this somethinguydeveloped growing up? Is
it something that was modeled for you by other pedpgHow do you think
that you developed that sense?

Susan: Well | think that my grandmother had a ginofluence on me and my
mother had an incredible dedication to fair plagl &mgiving back to the
community. We certainly were blue collar, not meldr upper class at all.
And | don’t think my sense of racial or ethnic sdcesponsibility [grew from
her upbringing]—that sort of developed over timadfonly in retrospect can
you look back and say, “well that was probably@partant thing to happen
to me.” | remember in junior high school | was iml&Gcouts and we were
doing a sale. We collected old clothes and we wdeven in a really poor
section of town. [My family] didn’t have any mondyyt we didn’t buy used
clothes, either. And sort of seeing things in peapho were much worse off,
and why [because of skin color and education]. Amehs really a defining
moment early So that’s where that [social justidgerdgation] came
from...And now | have some amount of influence irstlitbrary to make sure
we are keeping diversity in mind when we hire litaas, and when we are
trying to figure out how to work with campus. | Wallways push for diversity
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when we post a position—not only because it igitjie thing to do, but
because we need it to do our job on campus.

Pamela, who has senior responsibilities for huneaources and organizational
development is a lesbian who came out later inalifer marriage and children. She
applies experiences of holding that target idergijfus to her work at the library by
framing issues of race and ethnicity along socislige lines as Susan does. She told me

about her early defining experiences,

Pamela: | would say from a results perspectiveuthieersity’s made maybe
some little progress in terms of diversifying, ncluding or hiring and
retaining more women. But not necessarily too mudugress in the area of
minorities or even gays and lesbians, who areadtdl university that does not
have equal benefits.

Karen: And does this lack of diversity emphasipaat your ability to do
your job here at the library?

Pamela: Yes, I think so. | mean, we’re very muctt pha large system. And
so | think, although in the library we’'ve made muggkater strides, it effects
our job in that we’re always kind of going counterthe [university] culture.
And it's not easy then. It becomes more work tagaiceptions to how we
will go beyondwhat the University’s doing. This just came uptgesay in a
situation where the university does not requirdipgsextended temporary
staff positions. They do it for purposes of expadie | don't believe they
understand [the diversity ramifications]. Thereftrat means that faculty will
just choose more of their kind to be in these pmsit Then those people have
an opportunity to show that they're experiencedlifjed, etcetera, for
permanent jobs, and that feeds the pipeline. Itiltin@ry, we said weavill do

a search for those positions so that we can bevgeire acting affirmatively.
And that causes tension with our staff who wamhtave forward quickly to
get project work done. So yeah, it does effect Weatlo here, because we
have to constantly look at how will we do somethiingt doesn’t violate
university policy, but we have to go beyond, beeabhgy’re not proactive. It
affects our [administration] a lot. | mean, we’vadhto come up with our own
merit system, our own hiring and policies, and penfance systems, so that
we constantly keep in front of our staff, the vatdeliversity. And that’s kind
of secondary out there in the university world.

Both Susan and Pamela translated their own expesenf privilege and

discrimination into motivation to understand andkvimward racial diversity within their
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libraries. They maintained their commitment to dsiy even in the face of pressures

from within their own libraries, and from the largeniversities’ lack of support.

Non-Role Specific Times When Race/Ethnicity isB&dit Work

All of the librarians of color (14 of 14) and seakof the White librarians (3 of
10) recalled a variety of times at work, outsidehair formal work roles, when their
race/ethnicity was salient. Many of these situatibad to do with interactions with
colleagues within the library, dealing with orgaatinnal culture within the library, and
experiencing what researchers have labeled “culltisaontinuity” (Gay, 2000; Sue &
Sue, 2003; Tyler, et al., 2008). Cultural discouitiy arises when one’s home culture
falls outside of the dominant organizational cldtuUsome participants talked about this
discontinuity in terms of lack of “cultural capitdBourdieu, 1990), or organizational
knowledge (Blackburn & Lawrence, 1995), while othwlked about it in terms of not
“fitting in” or cultural isolation.

Shevonda is an example of the former, where growman a lively household in
an all-Black neighborhood intersects with her racéd solo status, while Rowena, who
has been in a university setting for many yearsnbuetheless felt her solo status in her

library, is an example of the latter:

Shevonda: Well, in my different roles on campusp ffeel like my true
diversity is something people want me to bring® table when | come. | do
get that feeling—outside of this library | get thdeah. Whereas, inside the
library, | think there’s more like this attitude, 6€an you just be like the rest
of us?” “Can you, can you just not question thisgsnuch?”

Rowena: We had a group when | first got here atifimion name]. It was
called The Women of Color Round Table, and | thimdy kind of invited all
of the women of color on campus, whether they i@calty or not, to come
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and just talk about their experiences and to ses wtuld be done about kind
of putting some movement into this diversity movet@n campus. And
definitely a lot of people had the same sort ofist They felt kind of
isolated in their unit and they felt like they kinflhad to be the spokesperson
for whatever they were. And yeah, they felt presdumore pressure than
they felt their White peers were feeling. | meaggia, | walked away feeling
a little more comforted—that | wasn’t the only deeling these same things.
Or having the same experiences. And you do. Yat tst@get into this terrible
pit—of being very petty and counting things. Like yust hired two new
fellows and they're both Asian afidughs] men. So myself and some of my
Black friends were like, “you know, we thought tkvas a program for
underrepresented librarians and why didn’t thek g@meone Latino or
Black?” And you really just don’t want to be in thert of mindset but you're
almost forced to in a way.

Several librarians of color and White librariansiented that cultural capital can
be difficult to build for newcomers to large PWhgpuses, and puts them at a

disadvantage during promotion and tenure. Thisghois echoed by Shevonda:

You know, | think | probably was a different libram 11 years ago, but the
older you get, my attitude now is I’'m not goingh® the only one who'’s
uncomfortable. If you're perpetuating actions timatke me uncomfortable, it
becomes my story to tell. So if I want to poinbit to you in a ‘please pass
the butter’ voice—but that doesn’t really mattezcause when it gets back,
it's (gasp) “She’s so angry.” But, but | feel liken not owning your stuff.
Like, for example, our associate dean is the nigeston, but he doesn’t
speak to me. I think he’s uncomfortable but | ddmow that for sure. Like
we were at this event, and one time, | ended tipgihext to him instead of
his wife. And at some point my arm brushed againstand he was like
[uncomfortable and recoiled]. His wife was liket Boesn’t rub off! [skin
color]” Which just horrified him, but | think shenkws [how Shevonda felt]
and it's not like you would ever point anything ploécause you know it
would just embarrass him. But then | realized thate was another librarian
of color who pointed out the same thing and, amey there concerned
because they’re going up for tenure, and | thoughfell, wait a minute.
Maybe | shouldn’t be ignoring thisAnd so I've decided that I'm going to
have to say, “You know, whether it's an unconsciousonscious thing you
do, that fact that you're not comfortable enougleven speak to me—it
disadvantages me in your position.” Do you see oigt@ We may never be
friends, but | need him to see me at tenure time.

The idea that only privileged people have accessdources such as powerful

people (who are usually White, and usually chosaeator similar others) (Nettles &
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Millett, 2006), are given the time and flexibility write and publish, and are chosen to
travel to conferences to present to their peergastark contrast with many of the
narratives of Shevonda, Diego, Rosario, Sally, @heér participants of color. In their
cases, they were either cast as “the other” (itySakords), left to find resources on
their own or were required to generate their ovaouveces (as in Rosario’s case where
she had to “volunteer” her time in a non-librarytua earn travel money), or found
themselves in uncomfortable situations where thigyeehad to point out disparities and
risk being labeled “angry” (Shevonda) or “threatgyii(Diego), or risk losing even
bigger battles such as tenure and promotion. Treesebased disparities in privilege are
echoed in the higher education literature undeowuarrubrics, including cultural capital
and cultural reproduction (Apple, 1982; BourdieQQ2), social justice (McClellen &
Dominguez, 2006), socialization (Nettles & Mille2Q06; Sule, 2008), but is not found in
the library literature.

Shevonda also talked about the superficiality gipgut for diversity within the
campus setting, and the discontinuity between plo&en support for diversity and an

actual lack of tolerance for diversity beyond nunsb&he explained,

| would say, and I've voiced this in plenty of aues here, is that the
commitment to me [as a librarian of color] is tr@anbow of colors,” so that
you have a “Black” and a “White” and a “Red” antBaiown,” but

sometimes within that color scheme, everything slske same [SES, gender,
age, etc.]. So to me, that’'s metal diversity, because if we both have the same
socio-economic background, and we went to the ggpeeof high school,
we’re pretty much of the same mind, with certainattfons. My sense is that
the commitment here is to creating that rainbow,nmi necessarily to the real
benefits of diversity. So you may have differeptest of learning or teaching,
or dealing with things, and sometimes | don't ale/ggt the impression that
those truly diverse mannerisms are respectedfelttafme because I'm a little
more resistant to being molded, so that | don’t eafi like the cookie cutter
model minority. Like...you get a little more thanaihbow” with me.
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Here Shevonda talks about the difference betweeridse diversity” (Phillips,
Northcraft & Neale, 2006), where numbers and quataghe only measure of success,
and “deep diversity,” where people’s differencepanspectives and experiences are
harnessed to create stronger problem solving dref organizational outcomes (Page,

2007).

Promotion

Many researchers have examined junior level faaflgolor on predominately
White campuses (Alexander-Snow & Johnson, 1998d3di992; Finklestein &
LaCelle-Peterson, 1992). They found that at proomoéind tenure time, many faculty of
color lacked the social and cultural knowledge @red“political and informal norms
governing culture” (Alexander-Snow & Johnson, 19981) or learned them too late to
be useful during the promotion and tenure process.

Some researchers have also found that the intgdleateas of inquiry pursued by
faculty of color are not valued at promotion anguie time (Boice, 1992; Alexander-
Snow & Johnson, 1998; Antonio, 2002). In this vérego, talked about his great love
of ethnic music, and the research he does in tkeat &le hosts a weekly musical
performance that has drawn tremendous campus dlid pupport. It is one of the few
faculty efforts of its kind, which benefits bothethatino community on campus, and in
the city where the university is located. Desgite amount of intellectual effort and
expertise it takes to put together these weeklfjop@ances, Diego receives an utter lack

of recognition and support within the library. kealled,

| have talked about giving it [music show] up satthcan focus on writing
something, because | won't get promoted unlesstéwarsignificant scholarly
work. And my work [musical performance] just isgtiing cut it. And they
know that I'm having an impact, too. My boss knowscause | told her, “I'm
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pretty popular among my [music] faculty, you know?®alk down the hall,
and they say “Hey, great show!” And | work hardtbat show. It just makes
me feel so good to know that these folks werestithing, and learned
something about cultural music. And she [superYyisoows that, but she
won't say it’s significant content...No. It's “outrel.” That's what she’s
characterized it as. And if you put my [publicafioecord next to her
record—she just got promoted to Full Librarian—Imn circles around this
person with my publications! Yet she blocked myuest for promotion. | see
my radio show as probably the most significant saisbip that I've really
ever engaged in. I'm there every week. | jumpetthatt chance. That was
where my heart was.

Similarly, Sally talked about her fears about thenpotion and tenure process,

and how her racial identity is salient to those$e&he said,

So | do have a tendency to really think aboutatridentity salience] in
evaluation processes. Like when we do our meritgsses and annual
reviews and those things. | think it shows up theng strongly. And that’'s
when | most often think about it. | can give anrapée, just recently. We
have a promotion process, which is the equivalétgraure. And each year,
they do a little mini-review of people who are tiatttenure track, to kind of
tell you where you are? And | was getting inforraatback that they [the
promotion and tenure committee] had comments farWieh every one of
the comments, | started seeing those patterns teatl about. Patterns of
bias, and how race effects how people are peraeion—how people are
evaluating you. The way they choose to word théuatiens. Like, “Sally
needs to concentrate on margstantialpublications”—because three
publications in the last three years is enoughlilmrarian’s name] but not for
me. | think there’s definitely a different bar $et people of color. A different
sort of standard in how people are viewed. | séé myself criticized for one
thing that people of other racial groups [Whitegdibans] just do all the time.

In the perceptions of these librarians of coloraimmiess in the tenure, promotion
and annual review processes were tied to non-Vghatels and racism, and therefore
brought out the salience of their racial identitlesing what is already known as a
stressful time. The higher education literatureedete with the differing rates at which
faculty of color and White faculty receive tenuks¢ueta & O’Brien, 1991; Perna, et al.,
2007). To date, this is the first time these sagaed have been documented in the

academic library literature.
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Sensing Fear and Discomfort of the “Other” in Sugisors and Colleagues

Blackburn and Lawrence (1995) define the concepsatial knowledge” as how
each faculty member perceives their work environsiand relationships. They discuss
how these perceptions are individually viewed asility,” and are likely different for
each individual. This social knowledge grows diutexperiences with colleagues,
administrators, committee decisions, faculty megjmnstitutional rules and norms, and
professional association practices” (p. 99).

The social knowledge of the librarians of colorigdrin several significant ways
from their White colleagues. In this study, manyt bot all librarians of color (12 of 14)
related experiences with colleagues, supervisosstudents that were perceived to be
laden with racial overtones, and less than comtbtetand/or respectful.

In his review of the literature on workplace disaination, Roscigno (2007)
found that “employers consistently rate Blacks Iomesoft skills such as interactional
ability and motivation” (p. 22). Roscigno wrote jffdrential assessment of soft skills can
be problematic and lead employers to claim thatck$é don’t know how to get a job,’ or
are lazy, unmotivated, undependable, and ‘justtdmare™ (p. 23). One can argue that
these assessments, however, are always subjetyeleeply rooted in stereotypes.
Roscigno wrote, “Correspondingly, employers alsotend that blacks are defensive and
combative in their interactions, and that theiregphepatterns and language usage make
them less desirable employees” (p. 23). Severtddefibrarians of color related
encounters with their White colleagues that clogelyo Roscigno’s findings, and may be
explained by differences in social knowledge, arejydicial leanings. Shevonda talked
earlier about using her “please pass the buttecevonly to have it get back to her later

that she was viewed by her White colleagues agylmgry and loud. Sally talked about
186



how she was called to the carpet for a single mt&taf behavior that her White
colleagues display on a regular basis. Diego tatftmalit the eagle eye kept on his work
schedule while his White officemates came and \asrithey pleased. Polly talked about
the numerous negative reactions she gets wheragoks hear her accent—everything
from open disdain to colleagues telling her toelanglish “properly.” In each of these
cases, the librarian of color raised the issueiwitheir unit, and were either shut down
by their colleague and/or supervisor, or assuratlttie behavior was harmless. Rarely
was there a resolution to the conflict that lookéthe individual behaviors in context of
the larger trends of inequities between peopleotdrcand majority Whites. Rather, the
behavior was explained away as an isolated incid@entorse, the librarian of color was
labeled as troublemakers, or as being “too semesitiv

Rowena, a young female African American librariapressed surprise at the
attitudes of some of the colleagues she superwhkes it comes to working together

across differences. She recalled,

So even though we’re [a top university], and wefne highly educated
population, there are definitely people that coroenfsmaller valleys outside
of [city name] that are uncomfortable with peopikéedent than themselves.
So yeah, I've definitely come across that challeingeeople that are
definitely not used to working with someone wholadk, and definitely not
used to having someone who's Black as their bosd.t8 them—it’s just
very different. And | can see them thinking, “ohy gosh, you're this very
different person, and you’re my boss.” As oppoggdytou’re just a person;
you're my boss.” So it's salient in that respedaid &ve definitely had to have
a couple of conversations about what's appropt@say and what’s not
appropriate, and what one may consider offensiwés bf those kind of
conversations. | wasn't really expecting to addtasse things here. Because
| guess | assumed that if you're someone that's bewking here for ten
years, you must have come across a variety of stedat least, but also
faculty. But | guess noflaughs)..Definitely I think a lot of people of color
here come across it, one way or another. And hiefy have.
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For many of the librarians of color, meetings witilleagues within the library and
across campus were a touchstone for feeling tiensal of their racial/ethnic identities in
a negative manner. The sense of isolation andifeess that can arise from repeatedly
being the only person of color in the room cantbessful. Being a “solo”
(Sekaquaptewa, Waldman & Thompson, 2007) in a rabaifWhite faculty was a
commonly expressed source of stress for particgpaintolor, and was most often voiced
by the African American participants. Here, solats$ is commented on by Andy, Nancy

and Sally:

Andy: Oh yeah. | mean, that’s kind of part of beingAmerica. I'm so used

to going to meetings, being the only black pers$mnd. I'll be very observant
to what's going on when I'm sitting at the tablgwihese people, and
sometimes, | just get totally frustrated with peg@nd sometimes—it’s
alwaysdifficult. It's not fair to always label somethirag race-based. Because
sometimes it [tension and dissent at meetingshb#sng to do with race.

And sometimes it is obvious.

Similarly, Nancy talked about solo status in theessfoom,

I’'m sometimes aware of being the only non-Whitesparor the only visibly
non-White person in the room. And sometimes thedters a sense of
discomfort for me, and | have to kind of move ghst in order to proceed. If
| go into a class that’s a one shot [lecture] téonfwill notice, especially other
Black students—whether or not there are any ircthgses. But also, [she
thinks to herself] “gee, there’s one Asian Ameritam, | am aware when |
walk into a classroom, of the racial demographdesd that usually takes a
beat—it kind of registers on my brain, and thempye past it. Butit's
definitely something that is always on my radar.

And Sally added,

Well | think it's [race salience] always there. Tas always an undercurrent.
But the particular times where it really does sticit and it's particularly
salient to me is, first of all, in groups [meetihdghink it completely effects
group dynamics. It affects who sits where at tlidetavho is allowed to
speak—and who is heard—and the language peoplerukm’'t use. There
are just as many things that go unsaid at thos¢imgsedepending on who is
there.
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Polly felt her ethnicity, particularly in meetingsth new people, but not because
of her physical attributes or appearance, but exatiher Spanish accent: She described
the sometimes paralyzing effect other people’str@a¢o her accent have had on her

through the two decades she has been practiciragianship in the United States,

Oh yes [interactions in groups heighten her etideatity salience]! In that
case, it's my ethnic background. Definitely. Itlisvould say, more present in
my mind than | think is sometimes justifiable...Irtkil am too conscious of
my accent. That is, to me, it's almost wearingkeelaon my forehead. And
obviously, for many people, my accent is a Spaadtent. So that brings
with it all the connotations that you may or may tionk about. But the first
one is, that you are somewhat disabled, if notidtupnean, that is true—I'm
not just inventing something, I'm telling you thhts is true. So gender, to
me, coming from a very highly male dominated kifdaciety, has never
been an issue or something too salient in life . Beeause something else
becameamoresalient. And to me, that's what I'm extremely cansis about
when meeting with other people. Constantly.

Karen: So it's something that you’re always awdraith groups?

Polly: Oh, yes. Well, if | had an accent that wordgieal a French
background, or Finnish background, or Dutch badkgdp it would not be an
issue. You have to realize that Spanish is constlarsecond-class language
here [in the Southwest]. Whether you like it, oceqat it or not, that is the
case. | mean, we are not going to discuss that heoause we could stay here
until midnight. But that is the case. Latinos amemany peoples’ mind,
second-class citizens. The whole business abouigration is about Latinos.
Not about the Dutch and the French. No. And mydssuhat they
[colleagues] go through several stages when | phigiappear in front of a
group. First, surprise—that people sometimes dexpect that | have an
accent. Second is the registering of the accerd.tAmdly is [surprise that],
“there may be some gray matter there” [in her hegal) know? So that’s the
way it is. But that's been always, alwagsyaysvery much present in my
groups.

In each of these cases, solo status in a groupgetipacted the librarian of
color’s racial/ethnic identity salience in a negatway. The White librarian participants,
who rarely experience racial solo status in ARItisgs, made no comment about group

settings with colleagues relating to racial or etlsalience. The three White librarians
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who did raise race salience were not referringnéar town race, but the race of others,
and feeling empathetic toward librarians of coldrovare often isolated in, as Susan said,

“a sea of Whiteness.”

Giving Back to One’s Community of Origin

Many of the librarians of color (9 of 14), and avfehe White librarians, talked
about the importance to them of being successfthiair professional lives in order to
give something back to their communities of origslome of the librarians referred to
their “community” in terms of a race-based profeaal organization or campus group.
Four of the librarians actually grew up in the Ergnetropolitan areas where their current
campus is located, and three others traveled htwuet{ours or less) to their community
of origin to see relatives, and volunteer in thosemunities on a monthly, if not more
regular basis.

Rosario referred to Reforma, one of five ethnicoceses of the American Library

Association as her home. She told me,

| got involved with Reforma before | even becambi@rian. | came to the
Reforma Conference in [city name] in 2000. It waere that | realized that |
was wanting to become a librarian, and then | engedeing nominated and
serving on the Executive Board before | had evehdthieved my degree
[Masters in Library Science]. And | have this degw give back to this
organization. | feel that it's values are very muckalignment with my own,
with regard to equity of access to information. AadSpanish speaking
populations, my knowing that it could be my own fignthat benefit from this
[work]. And so that is an engagement base on land,a desire to give back.

Rowena, on the other hand, referred to communithesctual place she grew
up, and her desire to help mentor young childrethat very impoverished setting. She

said,
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I’'m just getting to the point where I'm thinking @it my long-term goals.
Longer than your five year plan. Kind of like, whavant to leave behind
[after she retires]. And yeah, it does occur totha the neighborhood | come
from wasn't this horrible place, but it definitely#s such an unspectacular
place, and it's surrounded by vast wealth. | d&ndw—if you’re in an
unspectacular urban place, with little hope ofiggtout, surrounded by all
that suburban wealth, it's definitely a challengdive up to your potential. So
| think it would be interesting to at least do sdohigg in terms of going back
to where | came from to, like, justify my existenc@av—nhere in this wealthy
setting. It is hard to see those kids there [indldeneighborhood] and still be
true to yourself [on a wealthy ARL campus]. | ayinig to have a
professional life, but to also build a life outsiofethis wealth in a place that is
very real and important to me.

Andy’s interest in giving back to his local Afric&merican community took the
forms of volunteering in the local school distréetd with a group for men of color who

were incarcerated for domestic violence. He told me

It's very important to me [service in the commuiity's a lifeline. I'm also
on the board of [name of educational non-profits & small non-profit, and
this person, she actually goes out and does eduehthings in the
community around issues of diversity. | guess tjoss back to what | talked
about earlier, in terms of understanding how thasg came to be [an African
Studies center]. And | really believe that it caiméve out of the community
struggle—BIlack students, community people strugglfnd so it's kind of
my way of giving back, to the community, becausedlly feel my job is
beyond coming in here [his library], punching theck, being a librarian. It's
deeper than that. And so it's my way of giving ha8ut | also get stuff back
from them as well. So, | actually enjoy that mdrart some of these other
committees I'm on in the library. It's hard workdlnteering], but it keeps
me real.

Susan, the only White librarian to talk about gg/lvack to her community of
origin, is supporting five generations of her familith her job, and she defined her
community in terms of those family generations. gigndmother instilled in her a sense
of responsibility to help others, and she has danfor many years.

Diego’s Mexican music show on the local public casliation, Shevonda’s work

with the minority engineering students, Rosariaitreach work with the local high
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schools, and others were ways these librarianslof contributed to communities of
color to help others, and in turn, helped to alévithe solo status they felt within their

campus roles.

Summary of Findings on Race/Ethnicity Identity Sate

The interviews in this study revealed the relevasicgome of the ways in which
individual librarians approach the salience of rand ethnicity within their various roles
in the ARL workplace, and how they perceive libradministrators, colleagues, and
library users react to their race/ethnicity witkineir various professional roles and
settings. From the interviews conducted, | havadbthat individual, organizational, and
societal ideas about racial and ethnic differer@as ramifications for how academic
librarians perform their work roles including insttion and reference, outreach,
collection development, and administrative roldsede findings are in agreement with
the literature on race in the academy and sync ethtbr qualitative research that has
been conducted with academic librarians and diswgdased faculty (Adkins &Espinal,
2004, Adkins & Hussey, 2005; Alexander-Snow & Jamsl998; Milem, 2001; Milem,
Chang & Antonio, 2005).

Several themes emerged from the data with regatactgethnicity identity
salience. These include:

First, librarians of color all felt their race/etbity was “very salient” within their
ARL settings. Three of ten White librarians feleéithrace/ethnicity was “salient” or “very
salient.” Of those who found their racial/ethniemtities salient or very salient (17 of
24), there were specific roles such as collectewetbpment and instruction where the

salience was patrticularly strong. There were atediptable times that racial identity was
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salient, that were work-related, but not role-specsuch as preparing for promotion and
tenure processes, and for librarians of color, @etimgs and when collaborating with
colleagues when they were the only person of calad,in motivation to give back to
communities of origin.

Second, while all of the librarians of color recagul the distinct and persistent
personal disadvantage their non-White racial stiatungys to them in comparison to their
White colleagues in a predominately White settmgst of them (12 of 14) took great
satisfaction from the positive contributions theing to their ALR setting including
valuable cultural capital, non-English languagéiskihe ability to inspire trust with
communities of color on campus and with donorsipidédonors, providing mentoring
and safety for students of color seeking libragistance, using administrative influence
to impact positive change, and a commitment tohasiwry of diversifying the libraries’
collections.

Third, more than half of the librarians of colorqB14) expressed their
dissatisfaction with the fairness of promotion &maure policies, and their campus’ fair
application of those policies. Some librarians fieé policies favored only a narrow set
of criteria that discounted cultural contributidnscampus and the larger community, and
fully half of the librarians of color expresseddtration with higher standards applied to
non-White librarians during annual reviews and ngithe tenure and promotion
processes. Several librarians recounted being demamnotions by White supervisors
who had fewer publications than their non-White@dinates, or having White

colleagues who hold the keys to promotion not espaaking to them.
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The roles in which the librarians of color felt th&lience of their racial/ethnic
identities the most acutely included collection elepment, outreach, and reference and
instruction. For each of these role-specific ardasxe was a variety of ways that
librarians of color drew from their racial idengéis. These included developing active
strategies to gain the trust of donors of colaorder to procure unique family libraries
and collections, building the trust of faculty astddents of color in order to deliver
culturally relevant and sensitive services, andcettgMng organic relationships with other
faculty of color across campus in order to give egaive mentoring and support, and to
stay plugged into departments and schools acrespws Many librarians of color also
reported the relief and comfort that underrepressbstudents expressed to them about
finding a librarian of color who would help themtiwiheir library needs, even if the help

they needed was outside the disciplinary focusei tparticular library.
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CHAPTER VII
IMPLICATIONS AND CONCLUSION

“There is a problem in the workplace...it is a prablef values, ambitions,
views, mind-sets, demographics, and generatiogsmflict.” (Zemke, 2000,

p.9)

Overview

The review of the literature from Chapter Il disses the many ways in which
researchers and scholars theovizw a diverse faculty contributes to the intellectual,
social, and cultural robustness of higher educatistitutions. Yet little in the existing
literature showfiowthese contributions actually manifest. This study-demonstrating
how academic librarian faculty approach their wanles—illustrates the process by
which the intersections of personal and professiieatities guide them in their various
tasks, roles, and responsibilities.

What emerges from this examination of the relatmbetween social identities
and role performance is that social identity oftestters significantly in the ways
academic librarians go about performing their wasponsibilities. Whether it is the
way they think about who their clients are, howytimgeract with their colleagues within
the library and on campus, how they select locdlraational service options, or how
they envision the scope of their library’s collects, social identities of all kinds are
salient to each and every librarian participarthis study. The identities that were most

commonly raised, and most strongly salient, inclat®/ethnicity, gender, and
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age/generation. The relationships (or inter-refegiops) of these various factors is
illustrated in Figure 7.2.

At times, a salient identity may be experienced agnefit, as was the case with
Rachel when she negotiated for a Mexican histodoldéction with a donor family that
shared her language, ethnicity, and cultural bamkaga. Conversely, the salient identity
was a source of distress as was the case withe@lganvho experienced the stresses of
solo status in an all-male technical setting. $als@cial identities were an integral part
of the talent, expertise, and engagement that jgatitipant brought to his or her variety
of roles. Many of the participants verbalized hdmge identities enabled or challenged
them to enact and deliver relevant and ever-chgnggmnvices and collections for their
users.

The literature in the fields of higher educatiom dibrary science are replete with
accounts of the ways in which various aspects\a#rdity are still salient to the work of
the academy, including admissions (Howell & Tur804), persistence (Chang, 2001b;
Nettles, 1991; Schexnider, 1992), availability afntoring (Nettles & Millett, 2006;
Scisney-Matlock & Matlock, 2001), recruitment (Adki& Espinal 2003; Adkins &
Hussey, 2005; Scisney-Matlock & Matlock, 2001),uenand promotion (Chang, 1999;
Milem & Astin, 1993; Milem & Hakuta, 2000), expansi of the curriculum (Milem,
Change & Antonio, 2005; Milem & Hakuta, 2000; Seddarshall, 2000), among others.
Within this literature, there is general agreentbat race/ethnicity, gender, and
age/generation status matter in a multiplicity efya. While most of the literature centers
on race/ethnicity and gender, a smaller body efdiure also describes the ways in

which age/generation enhance and/or limit the egpees of individuals in the academy

196



(McMullin, Duerden Comeau & Jovic, 2007; Robers?2dQ3; Sears & Marshall, 2000;
Zemke, Raines & Filpczak, 2000). This study buddsthe literature about diversity in
the academy by highlighting the multiple and ineéetsng ways in which academic
librarians experience the salience of their sadehtities in their work roles.

According to Alexander-Snow and Johnson (1998), EMaf what is known
about diverse faculty has been teased out of reiseanducted during the seventies and
middle eighties—when there was strong public supjpordiversifying the nation’s
college/university faculties and student bodies”l(p Today, however, in a “post-
affirmative action era,” attempts to bring equibythe academy are frequently attacked
(Bowen & Bok, 1998; Moses & Saenz, 2008). Suchcittavere reported as early as
1992 by Tagaki, who coined the phrase “the refireat race,” and others, who more
recently write of a retreat from gender equity &l \iMestrovic Deyrup, 2004; Pawley,
2005).

In such an era, where many think the work of egoéy already achieved its goal,
or may view equity as a form of “reverse discrintioa” (Boekmann & Feather, 2007;
Libertella, Sona & Natale, 2007), having a cleamederstanding of how and why faculty
diversity is increasingly essential to the releveaand excellence of academic libraries is
very important. Also, bringing to light a constéiten of equity-related problems that still
plague many academic libraries may help admin@tsadnd practitioners better
understand the continued necessity of equity effiaricounteract centuries of
inequalities. This study contributes to the litaraton diversity by exploring the ways in
which librarians of all races, genders, ages ahdigties bring valuable cultural and

social capital, ways of knowing, language skillsp@aches and perspectives to their
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work in reference, instruction, collection buildjmgentoring and outreach to diverse
campus constituents.

Where librarians are underrepresented, the prafessid individual academic
libraries are unable to meet demanding servicecatidction needs. For example, in this
rapidly aging profession, grappling with successssues is increasingly important.
Academic librarians know that they lose valuablespectives, new approaches to service
provision and technology adoption, valuable insight youth culture, approachability at
service points for younger clients, and input ithteir increasingly complex and ever-
changing information landscape with a paucity @demic librarians under 30 (Wilder,
2003). In another example, the paucity of librasiahcolor deprive the profession of
valuable language skills, approachability for umelpresented students and faculty,
essential cultural knowledge, and cultural appreadb collections and services
(Winston, 1999, 2001). Or take gender—where lilaragilose the talent and potential of
many women who aspire to leadership roles, andegilerience the glass ceiling in ARL
settings (Pawley, 2005)—librarians know that theystrdo a better job of insuring there
is ample talent from a diverse group of acaderbi@tians to remain relevant and to
better serve their diverse campus communities (Al& Espinal, 2004; Adkins &
Hussey, 2005; Alire, 2001).

This study has highlighted the multiple ways in efhiibrarians of all races,
genders, and ages have linked their social idesttt their work roles, and how their
social differences are needed to provide robusics and collections for the campus
community. My research also provides a snapshbbwftarget identities impact

academic librarians both positively and, unfortehgtsometimes negatively. The study
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highlights the need for greater attention paid &kimg our workplaces more respectful
and welcoming to women, underrepresented minoyisied both young (20s and 30s)

and older (over 60) librarians so that all libréagulty have equitable access to cultural
and economic capital, and so that each librari@tcepted and valued for the diversity

they bring to the workplace.
Summary of the Findings

Consider the original research question, ‘Whahésrelationship between social
identity(ies) and how academic librarians perfohmirt various professional roles and
responsibilities?’ The answer to this question matated as follows: it is a complex
and individually-based relationship relying on aber of intersecting factors, including
whether one’s identities fall into the target oeagcategories (Hardiman & Jackson,
1997), solo or non-solo status within the work eowiment (Sekaquaptewa & Thompson,
2002, 2003), and the support structure in placéa@k thereof) to encourage and assist
intergenerational, intercultural, and cross-raaiatk (Gurin, et al, 2002: Hurtado, et al.,
1999). As a major contribution to the field, thisdy records empirically the ways that
dynamic social identities overlap and intersechwihe another, depending on the
particular work role, and the individual and socahtext within the workplace.

The findings of this study support the existinght@geducation and library
literature that describe the various ways in whichvidual and intersecting identities
influence outcomes within the academic work settingarticular, race/ethnicity,
gender, and age/generation identities held the sadignce for this study’s participants.
Each participant self-identified at least one sadentity as being “very salient” on the

demographic survey, and in almost all cases, th&t sadient identities were target
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identities. This finding is consistent with Hardimand Jackson’s (1997) agent/target
identity framework. The study clearly shows thatial identity is significant for all of
the librarians in at least one of their work rolétow the salience plays out in the
workplace appears to be a function of target/agatggorization, solo/non-solo status,
organizational culture, and perhaps other factmaswere not measured in this study.
Perhaps the most important finding of the studyad each librarian found at
least one of his or her social identities to beeséln the work setting, and that the
participants, even those with target identitiesielbe his or her diversity is an advantage
to their students, faculty and institutions. Thedgtcorroborated Hardiman and Jackson’s
(1997) theory that target identities are more saliean agent identities for age, gender
and race/ethnicity. Further, the study documerttadlibrarians have further work to do
in the ARL setting to address issues of cultuneale, and inclusivity in order to ensure
that people who hold target identity status alomg@&mension feel less isolated, gain
more career support, and have equitable accessaarnces. It is equally important that
as influential institutions, ARL libraries develapmore nuanced understanding of the
power and privilege that is granted to those lilares holding agent identities. There is
also a need for greater understanding of the rahggperiences and perspectives that

improve ARL libraries’ excellence (Page, 2006).

Theoretical Basis
| analyzed the salience of identities within spedaibles using the conceptual
framework of Hardiman and Jackson (1997). AccaydonHardiman and Jackson’s
model, identities fall into one of two categoripsrsons who have agent or target

identities. Briefly,agent identitiehave the social power to define reality and sétical
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and organizational “norms.” Those with agent id@ediare typically from dominant
social groups privileged by birth or acquisitiodknowingly or unknowingly, they exploit
and reap benefits from target groups and they@areesmes unaware of membership in
dominant group due to existing privilege and cualisocietal norms. Ironically,
membership in a dominant group allows such persmbg seen as individuals apart from
their group membershid.arget identitieson the other hand, hold membership in current
and/or historically oppressed groups, are seentaswt individual identities apart from
the group, are often stereotyped because of laock@tgroup interaction, and are
frequently labeled as outside societal or orgaimmat “norms.” Figure 7.1 illustrates the
range of identities identified in this study, aheéit coinciding target and agent
demographic ranges. With very few exceptions, $husly found Hardiman and
Jackson’s framework to be very useful in explainiigy some librarians felt their race,

gender, and age identities more salient in thely eark than others.

Figure 7.1. Target/Agent Social Identities in Partipants

Target Identity Agent Identity
Age/Generation 20s and 30s, 60s and older  405@m@or mid-career)
Gender Female Male
Race/Ethnicity African American, Asian | White

American,

Hispanic/Latino/a

For most of the participants, the identities thatevmost salient included
age/generation, gender, and race/ethnicity. Wittse salient categories, the target
identities fell into the following ranges: Age: tatees and thirties, and older than sixties;
Race/Ethnicity: all non-White race/ethnicities unding African American/Black, Asian

American/Asian, Hispanic/Latino/a (no Native Amarn¢American Indian participants

201



were recruited into the study); Gender: femalalinost each case, the corresponding
agent identity was less salient to participantsluiding: Age: forties and fifties;
Race/ethnicity: White; Gender: male.

Participants felt greatest salience of their tardentities when they were
engaging in professional service roles with facaltyg students, including reference,
instruction, and outreach. Target identities wése anportant when engaging in non-
public work such as attending meetings and perfogrobllection development work
(making decisions about particular items or groofpsaterials to include in the library’s
collections and meeting with potential donors).

The following is a summary of the three dimensiohsocial identity that were

most prevalent among the twenty-four participants.

Age Salience

One of the most pressing issues for leaders of mpstitutions is dealing with the
generational differences in the workplace todayNMLttin, et al., 2007; Roberson, 2003;
Zemke, 2000). The library and higher educationdiiére points to pressing issues related
to age and generation in the academy, includingcession planning/retirement
bubbles/aging workforce (Wilder, 1995b, 2003); ipibf different generations to mesh
productively in the workplace (Black & Leysen, 2Q02Mullin, Duerden Comeau &
Jovic 2007; Zemke, Raines & Filpczak, 2000); idigmg and dealing with social
constructions of youth and aging (Roberson, 208®ialization of new librarians (Black
& Leysen,2002).

Although | had not previously considered age/germradentity to be an important

issue, the data showed that twenty of the twentygarticipants found their age
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identities “salient” or “very salient” at work. Q¢ghinteresting and noteworthy findings
include:

» Librarians younger than their mid-thirties felt tlage was a negative factor
among older colleagues, particularly in being tagemnously and being asked to
participate in work groups. However, they also fiettir relatively young age to
be a positive characteristic when working with uggdaduate library users;

» Librarians older than their mid-fifties felt passaeer for opportunities within the
library and felt that they were labeled as techmiypdor, to repeat a phrase from
one older participant "old school;”

» Librarians in their late thirties to early fiftiéslt age identity salience only when
dealing with very young library users in certaittisgs (e.g. at the reference desk
and in the classroom). and

» Several of the participants felt that senior ligradministrations actually
exacerbate the generational divide in the libraryavoring younger librarians
with adminstrators’ time and interest, by repeatemVing opportunities to a
small subset of mostly younger librarians, andibyp$y not attending to sensitive

issues relating to age and generation in the wadel

Gender Salience
Curiously, the library literature is almost entyrsilent on the issue of gender in
academic libraries. What is published is rathermiagnabout the position of women in
the elite ARL settings. For instance, female ARirdirians make 92 cents on the dollar to
male librarians (Mestrovic Deyrup, 2004); technglageas (areas of growth) are

predominately male (Ricigliano, 2003; Tennant, 20@6&d there still exists a gender
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imbalance among the most senior members of ARL midimations (men comprise 14%
of the overall library workforce, 34% of academbwrdrians, but 48% of ARL directors)
(Mestrovic Devrup, 2004).

Although women in ARL libraries have come a longysace affirmative action
laws went into effect in the 1970s, serious ineijeal still exist. Mestrovic Deyrup

(2004) wrote,

Women now in their twenties and thirties—the agelsth a new cohort of
women enters academic librarianship—are in a véfgrdnt position than
their predecessors were at the start of their car@@ey are joining a field in
which women already dominate leadership posititirieey reach the top of
the profession, they stand to have a great dgalodéssional responsibility
and be financially well compensated. These womerihag true inheritors of
the policies of affirmative action” (p. 248).

While this is largely true, ARL libraries exist sampuses that are still male-
dominated. As Pawley (2005) counters, “Positiongafer—faculty positions and
directorships of large libraries—have traditiondlgen disproportionately male” (p.
305). Even today, although women have made geeas gn the last 30 years (since Title
IX was passed), women ARL directors still do naineoclose to representing the overall
ARL gender demographics (Mestrovic Deyrup, 2004dstrating the frustrating axiom of
“the higher, the fewer” (University of Michigan, 749).

My findings related to gender identity salienceuie:

* Even though women predominate numerically in ARhsy still felt gender
salience more strongly than men, leading me td ld&male” as a target identity;
» Several male patrticipants felt they had been gogortunities for advancement

not afforded to females;
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 Women sometimes felt a negative gender saliendaglaxternal interactions
with library patrons (especially male faculty) anternally with their male
library colleagues; and
* Women in certain technology-rich areas felt sakeparticularly acutely, as their
solo status caused some discomfort, and theyhaltthey were taken less
seriously by their male colleagues, that their mécdl skills were viewed by
library colleagues as not being as strong as thale counterparts, and that they
were not as likely as their male counterparts todsesulted for help in their areas
of technical expertise by male and female colleagbhsughout the library
system;
In an article inLibrary Journalby Roy Tennant (2006), the User Services Architect
for the California Digital Library, wrote, “Recemtl’'ve had reason to reflect on a
disturbing situation in digital library developmehboking around, | see mostly men...in
a profession dominated by women, this disparigvisn more striking” (p. 28). He goes
on to note that,

Most technical library organizations, or the tecihparts of libraries (like systems
departments), tend heavily toward men...we see #flisated in conference speakers,
the authors of technical papers, and attendeesstttechnical conferences in our
profession. We have a serious gender gap in teghiiicarianship, and it’s time to
acknowledge and work on it (p. 28).

Based on the experiences of the two female techgaervices academic

librarians interviewed, Mr. Tennant’'s experiencesevborne out in this study.
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Racial Identity Salience

Several themes emerged related to the participeattil identity salience and
role performance. The first and most obvious i$ tiwe-White racial identities were
target identities. Therefore, it is not surpristhgt 100 percent of the librarians of color
(14 participants) found race to be “very salieritivark, whereas only two of the ten
White participants found their race salient at work

The second theme that arose relates to issuedtofatiand social capital, and to
how many of the librarians of color had a firm uredending of the ways that their
cultural and social capital benefited the librangl dheir campus communities. Whether
through connections with racial/ethnic communites donors, or connections made
with user constituencies, librarians of color exgohthe reach of the library and its
services and collections in multiple and tangibbeys:

The third theme emerging from the data is thasofation and tokenism that
often occurs when one holds solo status withirlibrary. Whether it was White women
in areas of technology or being the only Black nti&learian in the entire campus library
system, being ‘the only one’ brought with it a ghist set of hurdles and isolating feelings
to some work experiences. This was especiallyfoukbrarians of color, who are often
the only non-White faculty in their library settsmgn fact, race/ethnicity was the only
identity for which each and every librarian of aotoarked as being “very salient”
throughout his or her work.

The fourth theme relates to language diversity,tAecenrichment of outreach
and liaison opportunities that language diversitgds to the many roles academic

librarians perform. In this study, language divigrgias viewed as a benefit in areas such
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as collection building and donor pool gathering, dme participant firmly felt that her
Spanish accent limited her ability to be effeciivéhe minds of her non-Spanish-
speaking colleagues.

A fifth theme had to do with the struggles for lagiacy felt by many of the
participants of color when interacting with thealleagues within the library, but the
relative lack of that sense of competition wheeratting with departments and
constituents outside of the library. Some librasiahcolor described spending as much
time as possible outside of the library with thedients to increase outreach opportunities,
but also to avoid the daily hassles, racism, afighting that occurs within their library.

Finally, the sixth theme relates to the idea ofrgi\back to the communities of
origin, which often crossed the identities of racel socio-economics. Many librarians of
color and several White librarians came from vargnble origins, and thus were aware
that when they were teaching, mentoring, or workaumiy students of color or low-SES
students that they were doing more than just ansgeuestions or teaching about
databases—they were trying to ignite the love afleng and belief in one’s self that

they formed earlier in their lives.

Emergent Theory of the Relationship Between Sddettity and Role Performance

In the literature review of Chapter I, | developeftamework where I identified
those faculty characteristics that are salientiecational outcomes. | used that
framework along with the findings of this studygoide future analysis regarding the
relationship between social identity and role perfance among academic librarians.

Figure 7.2 illustrates this emerging theory. Otifiorists hypothesize that diverse
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faculty will have a positive impact on individuaad perhaps even the institution itself.
The findings of this study allow me to posit thatls positive impacts occur because
target identity salience inform the ways in whitdrdrians perform their various roles.
The roles they enact have an impact on the lionaribemselves, the library users, and

the institutions in which are situated. Figure ilustrates these relationships.
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Figure 7.2. Relationship Between Social Identity athRole Performance
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Figure 7.2 shows the relationship between librafigncial identities, the salience
of those identities, role impacts, and the libmariadividual (student and faculty), and
institutional outcomes. Of the individual and itgtional impacts of faculty diversity
enumerated in the higher education and libraryditee, many were relevant to the
findings of this study.

In terms of thdibrarian impacts of age, gender, and race/ethnicity idgngitven
of the 24 participants experienced solo statusaelto at least one of their salient
identities. Psychology and higher education liter@bn solo status has enumerated the
many negative consequences associated with beengily person in a social category.
These consequences include poorer test scoresflpssductivity, personal discomfort,
loneliness, stereotyping and tokenism (Baker etlPR7; Sekaquaptewa & Thompson,
2003). There is also evidence that solo statugtester negative effect on women and
minorities (Thompson & Sekaquaptewa, 2002). In shisly, Michael was a perfect
example of this phenomenon. Although he was thg w@le administrative librarian on
his campus, his race and gender placed him ingbetaategories, and therefore he was
not uncomfortable with his situation in the led$t. knew that once he stepped outside
the walls of the library, he would be in the majariSally, on the other hand, was the
only female, and the only African American in hechlinology unit, and she felt isolation,
a lack of respect for her technical expertise, beldigher standards than her colleagues,
and ostracized by her mostly White, male colleagBessible effects of solo status can
include psychological and/or physical withdrawalnfr the workplace (Hall, 2006a;

Thompson & Sekquaptewa, 2002). Of the seven ppatints who experienced solo status,
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three have left their jobs for other campuses,taadare actively looking for other
positions.

In terms of thendividual impacts of having a diverse faculty that are emareel
in the literature, several were relevant to thiglgt These impacts include
social/academic isolation/ integration, criticah#ting, and career choice. With regard to
social/academic integration, several of the paréints talked about connecting with
students and faculty both professionally and shcigldwina talked about how she
enjoys working with the undergraduate minority stoi$ who work in her library as well
as the “grand dames” of the faculty. Rosario anchiebboth talked about how their
racial identities influence the way they connedhwtheir students, and how they seek to
be both role models and teachers. Andy shared #lys wm which he “hangs out” in his
Africana department and the library with his studdn encourage them to ask questions,
feel welcomed, and let them know he cares about e students and human beings.
Shevonda described the closely intertwined persamdlprofessional relationships she
has developed with her science faculty, her Afridamerican colleagues across campus,
and the minority science students she mentors. llawpto the participants, these
relationships served several purposes: they prdwadademic, social and career support
to both the library user and the librarian. In Resand Andy’s cases, their minority
students were protégés whom they mentored, gaeercapunseling to, and developed
their information literacy skills. But their studsrwere also sources of inspiration and
fulfillment for them as they saw them progress tiglo their undergraduate years, and

some they recruited into librarianship careers.
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Additionally, for many of the librarians, relatidmps with similar-other students,
faculty and colleagues lessened the degree to vgaichstatus in their particular library
(within the larger campus-wide library system)ibrdry unit negatively affected them.
This is very much tied to the idea of “critical md<Critical mass refers to the amount of
representation of similar-others as well as theudwnted link between having similar-
others in a setting that has a predominance oflpdopm one social category, and
positive academic and social outcomes (Baker e1997; Chapman, 2008; Hagedorn,
2007). Within higher education, critical mass hasrblinked to more positive mentoring
(Scisney-Matlock & Matlock, 2001; Nettles & Mille2006), as well as stronger
academic integration (Astin, 1993; Antonio, DATE).

The second relevant individual impact is critidahking/information literacy
skill development for students and faculty. Virtyalll of the public services librarians
talked about how their social identities were i@ their work with developing
information literacy skills in their students arat@lty. Edwina was very passionate
about this topic; she connected her ethnicity, gelatid socio-economic background to
her information literacy work. For her, developihgse skills in female, low-SES, and
minority students was a political act, linked teisbjustice outcomes for society. For
Rosario, Andy and Diego, developing informatioergcy skills was also a social justice
action, but it also was a means to a variety oélodmds—a way to develop mentoring
relationships and help their minority students lmeesuccessful academically. Their
ability to blend the cognitive aspects of instijimformation literacy skills with the
affective side of mentoring minority students (eirfty mentored by faculty) blends the

lines between mentoring and teaching critical tmglskills. As Hall (2003) noted, "it is
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essential to realize that student/teacher intemads both relational as well as content
driven” (p. 183). He, and others, has documentegtienomenon of “relationship as
pedagogy” (p. 184). In other words, a blendinghaf personal with the professional,
which often occurs between similar-others (Baingpeid. Houser, 2000; Hall, 1991; Lyn,
1999; Newman & Newman, 1999).

The last individual impact relevant to this studfygrslings is that of career choice.
For several of the librarians, their racial/ethidientities led them to develop the blended
professional/personal relationships with their stitd mentioned above, and led them, in
their mentoring capacity, to offer librarianshipaasareer option to their students. At
times, for Rosario, Andy and Susan, this was amt@a where they talked openly about
their own career paths and ways they enact théuralibackgrounds in their work
environments. At other times, for Rachel, Rosdreslie, Ralph and Andy, they were
often aware as they taught or worked with minosttydents at the reference desk, that
they were modeling librarianship as a career foranty students who might not
otherwise think of it as a career path. For thésairians, these “teachable moments” are
often present, but not often taken advantage dhbge who are unaware of the
“relationship as pedagogy” (Adkins & Hussey, 20Bfger & Carrasco, 1997: Hall,
2003)

In terms of thenstitutionalimpacts, participants talked about the ways inciWwhi
their social identities were relevant to instruatand curricular offerings, institutional
climate, research engaged in, pedagogies usedriap development, library
collections, library relevance to campus constitsieand quality/robustness of the

library. As for curricular offerings, several librans talked about the fulfillment they get
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from integrating their cultural materials into theourse offerings. Harriett described the
thrill she gets when she shows the women’s hisatifacts to her young female
students. Rachel recalled integrating the Mexidatoty materials into her classes. Andy
discussed his use of Africana materials in his Bldamor and Black Film classes.
Diego talked about integrating civil rights musita his African American history
classes. In each case, the librarian’s own soaéltities were relevant to their choice of
classes to teach, and the materials they usellistréte the various information literacy
skills they taught. They also described the typtagogies they employed to connect
both cognitively and affectively with their undeaguate and graduate students both in
and out of class, reflecting the blending of thespeal and professional experiences
already discussed in the individual impacts ab&ee.these librarians, the curricular
offerings were not only responsive to the needs®ffaculty and their students, but were
also a way to convey and connect their own cultkmalwledge with the development
and use of the library’s collections and services.

Many participants talked about collection developtrssues related to diversity
and their relevant identities. Issues such as catig materials related to racial and ethnic
diversity, gender materials, and social justiceréiture and music were specifically
mentioned. Diego talked about the intensive efierhas made to diversity the classical
only music collection, to the delight of the jafalk, and international music faculty and
student, but the flack he took from the older, Whillassical music faculty. Andy and
Rachel talked about the joy they derive from buidpiheir Africana and Mexican History
collections, and promoting their use. Leslie disedsthe ways in which she builds and

promotes her minority health collections, and tineggles she sometimes has receiving
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adequate funding for these emerging scholarly ai¢asiett talked about her wish to
engage in collection development as career godhatshe can add materials in
women’s history. For years collection developmeag heen viewed as a mainly
objective-based process of adding materials basedainstream publishers and their
offerings in given disciplines (Delaney-Lehman, 89&ilbert, 1999). Today, there is a
much greater awareness of the need to expand lileetams to include emerging areas
of scholarship that are increasingly interdiscipiynand related to cultural diversity
(Dickinson & Hinton, 2008; Mason, 2002).

Many of the librarians reflected fears in the btieire about the precariousness of
remaining relevant in the academic lives of thaimpus community (Bridges, 2008;
Twalit, 2005). Thomas talked about his fears oflithrary losing relevance to his users if
he and his colleagues are not vigilant about usimgent and active pedagogies while
teaching library classes. Charlene discussed thertance of employing new
technologies to deliver services to GenY librargreasAnd Malory talked about the
importance of having a variety of welcoming facepublic service points so that users
of all ages felt comfortable asking for assistamiego, Rachel, Andy and Ralph talked
about relevancy in terms of building and promotimgre inclusive collections that better
reflect emerging areas of research and teachiateeeto race and gender.

Leadership was another important institutional oote on the minds of
participants. Several librarians talked about be&inghe cusp of a major change of
leadership in their individual libraries and wittihre profession. They discussed how the
salience of their age added awareness about tiietoeevelop leadership skills in

younger librarians so that they are able to stapleadership roles in the near future.
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And finally, quality/robustness was the last of th&titutional outcomes that
multiple participants talked about. All of the adstrative librarians, and many of the
front-line librarians, voiced the idea that theamization is strengthened by a variety of
perspectives, experiences, and knowledge. Sudadtabout the direct correlation she
sees between the diversity of her librarians aedathility of the library to serve their
diverse campus community. She has put resourcem dadwersification by making great
efforts to recruit and retain a diverse librariandlty. Francesca and Diego both
discussed how institutional robustness is compredwshen there is only one type of
person (White males or White females) at the hdlth@library or the university—
specifically that perspectives on problem solving avenues for input are narrowed, and
climate is compromised. And Malory talked about¢berelation she sees between the
staffing of the reference desk with librarians lbfages, and excellence in reference

service.
Implications for Further Research

This study provides a better understanding of viayghich age, gender, and
race/ ethnicity social identities influence rolefpemance of ARL librarians.
Additionally, the findings support the literaturehich also points to the need for greater
diversity within ARL libraries. The study also higihts the need for a better
understanding of the outcomes and impacts of reteopmance outcomes on library
users, and a more complete understanding of thefibeand challenges of diversity for
ARL libraries.

One of the key questions for researchers examuuitgral diversity in the

workplace is “How the inevitable social diversitytlin groups can be developed as a
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productive asset rather than becoming a sourcerdfict and prejudice?” (Christian,
Porter & Moffitt, 2006, p. 459). What we know frgonevious research is that, as Page
(2007) wrote, “diversity is powerful stuff” (p. xx)

We know from multiple demographic studies thattthenty-first century
workforce is increasingly heterogeneous (Bird, 2080drtado, et al., 1999; Williams &
O'Reilly, 1998; Fullerton & Toossi, 2001). Fullet@nd Toossi (2001) estimate that 25
percent of the of the U.S. labor force will be nsiite by 2050. As Christian, Porter and
Moffitt (2006) state, “Employers, managers, and Eyges in organizations will be
progressively required to be sensitive not onlintca- and intergroup differences, but
also to adopt policies and practices that are ¥ coping with such changes” (p.
460).

Recognizing that this is a “post affirmative actena,” when many programs and
efforts to increase the racial and gender diverdistudents, staff, and faculty on
campuses across the nation are threatened, itldydonportant to have an empirically
based understanding of the ways in which the ag@arécipation of heterogeneous
groups of librarians can better serve a heterogeneampus community. As evidenced
by the use of Bowen and Bok’s (1998) and Gurin’st(2002) data in the University of
Michigan affirmative action suites, this type otal&s essential to a reasoned approach to
decision-making and policy-making in a pluraligaciety.

The findings of this study give but a glimpse ittte larger questions of diversity
among academic librarians. These findings promptaraglvocate for more research in
this area. While it was important to use qualitatmethods to uncover a depth of

information from a limited number of participanitsywould be interesting and valuable to
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follow this study with a broad-based quantitatitedy of the entire ARL population to
uncover a broad spectrum of information on idergéjence that would then be
generalizable and predictive of the population. Wimg what types of experiences and
which roles make social identity salience more plent in both positive and negative
ways can help academic librarians fashion work Bgpees that are more fulfilling and
lead to better library user outcomes. Knowing wteakironmental factors help or hinder
ARL climates and cultures to support diversityiatives will help recruit and retain
underrepresented groups of librarians. And haviolgarer understanding of the issues
within ARL libraries that support or deter altelinatperspectives and approaches to
problem solving, service delivery, and collectiovisuld greatly enhance the
management of human resources—the single grexi@sh@iture in academic libraries—
and would assist ARLs in providing better, moreefifve service.

Although there is much literature on social idenitit the workplace, most of it
has focused on single identities (i.e.: race odgen(Li & Beckett, 2006; Zemke, 2000).
Researchers have treated these identities asdixgtes that do not change in time or
within particular work contexts and roles (Hardin&adackson, 1997; Miller & Fellows,
2007; Li & Beckett, 2006; Thomas, 1993). Basedhmnfinding of this study, there are
opportunities and need to develop a richer undedstg of the role of intersecting social
identities in the workplace; an understanding #netws identities as dynamic,
intertwined, and more role and context based.

Important topics for future research should prolb@t¥actors are used in human
resource decisions within ARLs. Issues relatinthehiring, tenure/promotion and

opportunity structures within ARL libraries weresed in the study. What we already
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know about opportunity-related disparities in thgcgbline-based faculty could provide
insight into studying issues of promotion and temates within ARL libraries (Drago,
2007; Valdata, 2005; White, 2005).

There is also a need for a better understandinghether librarians unknowingly
socially reproduce themselves to the detrimentadrdity initiatives and library user
outcomes. A study examining the formal and inforswdial networks of diverse
librarians would help to illustrate existing patteof identity-based or other affiliations,
help us to understand strengths and weaknessesntonmg, service opportunities, and
other social/professional options for men and waréhite librarians and librarians of
color, and young versus older librarians.

Additional research should also focus on otheradadentities such as sexual
orientation and socio-economic status, both of whvere mentioned by a few of the
participants in this study, but did not providehrEenough data for analysis. Recruiting
participants to a study specifically based on trszs®al identities would produce
sufficient and important data for further analysisis study allowed participants to self-
identify those identities that were salient forrthdut further research could concentrate
on a single identity in greater depth (and thergeetionality of that identity with others),
and would thereby allow identities that did not ggete enough data within this study to
have a voice in the literature. In particular, ikes such as mixed race, Native
American, Asian American identities, and immigratatus (among others) did not
generate sufficient data in this study, but woulo\vde a valuable contribution to the

understanding of role performance and social itheittersection.
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The nature of qualitative research makes it mdecgve to investigate deep
rather than broad questions. Although this studyitaminated several issues in depth
with its twenty-four participants at three ARL iitigtions, its findings are necessarily not
generalizable to the full population of academiewen ARL libraries. Therefore, further
research should examine some of the more intrigiimaigngs in a systematic and
guantitative manner. Regarding age, how do acadknarians under 30 and those over
65 perceive their work roles and the climate fde&fing positive change within their
library settings? Are there statistically signifitzorrelations between various identities
and some of the findings of this study (such agse¢ of age to instruction and reference
work, technology usage, mentoring, connecting waanger users, etc.)?

Additional insight into the phenomenon of intergagtidentities, especially
multiple target identities, and overlapping targetl agent identities, would provide
further clues to how faculty navigate their workesoin unique and complex ways. How
do individuals reconcile competing or complementdgntities when one or more fall
into the target category, and others fall intodgent category? Do the identities
compete and/or complement one another in certé#s?dJnderstanding the ways faculty
draw strength or perceive disadvantage from theitipte identities may provide
additional strategies for structuring the workpl&@énsure equitable opportunities for all.

Finally, while it is illuminating to gain the pemsgtive of the librarians’ own
impact on their constituencies, it is also importarunderstand the impact of the
librarian’s role performance on the end user. Tloeeg it would be very useful to gain a
better understanding of the impact and outcomeklvefse academic librarians on

students, faculty, and staff at academic instingid&imilarly, examining collections for
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depth and breadth in diverse and non-diverse unisiits would provide valuable insight

into several important institutional outcomes.

Implications for Practitioners

The implications of this research for practitionare many and varied. It was
clear from stories and accounts of the participahtg social identity is often salient to
how academic librarians approach their varied rolésis, the following practice-based
implications are suggested.

The findings from this study indicate that deangl-lavel managers, and front-
line librarians in ARL settings should all be agkihemselves whether they are actively
encouraging a climate and culture within theirdifbes, and setting in place policies and
procedures that enable librarians of all ages thenagpropriate and significant
contributions in their work roles. For exampleths library relying only on younger
librarians to further Library2.0 technologies? ARbraries must be willing to invest in
retraining older librarians who are often eagecdntinue making contributions, but need
appropriate support to adopt new technologies {Béateysen, 2002; Morris &
Venkatesh, 2000). The academic library professioldsr demographics demand that
older librarians be a significant part of the 20alution—otherwise a majority of our
workforce is lost in the process of adopting these technologies. Also, librarians of all
ages should be encouraged to work in cross-geaerstieams throughout the library,
but the mix of ages should take into account tlfeces of solo status and tokenism when
one person is the only representative of his osberal group (Sekaquaptewa &
Thompson, 20035teele & Aronson, 1995; Tennent, 2006). It seemardrom the

librarians in this sample that librarians of aleaghould be actively involved in the
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provision of reference and instruction servicesraber to provide a comfortable and
welcoming experience for library users, but perhapshould further examine how
mixed age and generation groups could provide addke in the provision of virtual
services as well. There are many faculty developgnmeplications of this study for
practicing librarians, particularly for librariamgho fall within the agent age range (40s to
50s). They may be particularly unaware of sociahidy and role performance issues for
their younger and older colleagues, and may ndizeetheir role in providing a more
welcoming and respectful climate within the libraaynd issues related to power and
access to library and campus resources.

Regarding race implications raised in this stutlgeems there is a long way to go
before levels of equity are reached within ARL dithes. Each and every librarian of
color within the study found race/ethnicity to bery salient to their work, and many
librarians felt discomfort related to their racgadd ethnic identities. Sometimes it was
related to solo status, sometimes it was relatewéot racism, and sometimes to being
outside the perceived “cultural norms” of the ington. These are all areas that ARLs
need to ameliorate by creatively and actively wogkindividually and collectively to
make recruitment and retention of librarians obcdd ARL libraries a higher priority.
The numbers and percentages of non-White libragantinue to be abysmal in relation
to campus populations (Kryillidou, Young & Barb2008; NCES, 2006). The “critical
mass” referred to in the Michigan affirmative aaticase would help to lessen the
occurrences of solo status, and emerging resehoshssthat it will also provide library

users with better service (Lowry & Hanges, 2008).
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The gender issues raised in this study point tovdesl for greater investment in
encouraging the contributions and representatiomomhen in the areas of library
technology, collection management, and administnatiithin ARL libraries. Programs
such as the UCLA Senior Fellows Program and thdynfssmed ACRL Women’s
Leadership program, held in conjunction with sikesthigher education associations are
a good start at encouraging and developing womeledalership roles in academic
libraries. Although the capacity of these prograsngnited, and the Senior Fellows
program is not limited to women, the developmemt sr@ntoring of promising female
librarians should be a priority for every ARL libya

Developing the potential of all ARL librarians istronly in librarians’ best
interest, but it also provides better service tmpas communities (Lowry & Hanges,
2002). Understanding and harnessing the powenefsity in ARL settings is one of
librarians’ most important challenges, as it undespheir ability to adapt services and
collections to the needs of diverse users (Lowngahges, 2008; Winston, 2001). This
study has contributed to the understanding of hmerde librarians with multiple salient
social identities make contributions in culturaevant ways, when working with
library users and library colleagues. Much moreaesh is needed in order to add to the
understanding of how and why identities becomessgliand their impact on end-user
success. In the end, it is the academic succdssuty and students and the preservation
of and access to the human record that are segvblorérians in academic librarianship.
Anything that can increase the reach and richne8®e@cademic librarian workforce

can be of great benefit to library users and Ijpanilections.
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APPENDICES
APPENDIX I: BODIES OF LITERATURE

Appendix | lists the various bodies of literatused in the literature review of

Chapter Il.

Bodies of Literature Used in the Literature Review

Higher Library & Organizational
Education Information Psychology/
Science Sociology
Definitions of diversity X X
Diverse faculty impacts on X X X
individuals
Diverse faculty impacts on X X
institutions
Diversity and professional X
roles in academic libraries
(collections, services and
personnel)
Social Identity, Critical Race X X X
Theory & Role Theory
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APPENDIX II: INTERVIEW PROTOCOL

It was my intention to interview approximately 18-&cademic librarians (12-18
librarians of color and 5-10 White librarians) frokRL institutions across the country. |
actually interviewed 24 librarians including 14rhlbians of color and 10 White
librarians.

| used my contacts from within the ethnic caucugf@dbe American Library
Association, as well as my contacts and data ftoenARL to choose three ARL sample
campuses and to solicit individual librarian papants. | used a core of contacts within
those three libraries to suggest participants orbehalf.

Guiding question: What is the relationship between social identity (ies) and role
responsibilities and role performance of academic librarians?

Note: Each participant will have responsibilities inree of these areas, but rarely in all
areas. Thus, the protocol may appear cumbersomnaditall of the questions will
apply to each respondent.

Background Questions (Adkins & Hussey, 2005):
» Tell me a little bit about your background...
o How/why did you decide to become a librarian?
o0 Academic librarian?
0 On an ARL campus?

Institutional Context Questions (Hurtado et al. 199; Milem, Chang & Antonio,
2005):

* Tell me a bit about your campus...

* What is your impression of your institution’s contment to diversity?

* Is the curriculum changing to reflect a more dieessciety?

Impact on Services Questions:
Now tell me a little about how you approach théol@ing professional responsibilities:

Teaching (Downing, 1994; Johnson-Cooper, 1994; Naibkobovits & Jakobovits,
1993; Milem, 2001)
» Please describe the range of instructional a@w/§iou are active in...
Prompts:
o Do you do individual or small group consultations?
o Teach one-shot sessions?
o0 Semester-long courses?
o Co-instruct?
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How do you publicize and schedule your classestre@ch?
What does a typical class of yours include? Do yseiactive learning exercises
in most classes, lecture, combinatigA3k for syllabi, websites, etc.)
How do you prefer to structure your classes?
What types of pedagogies do you typically use?
Please describe if and how you use technologysinuation...
o Does using technology change class dynamics?
What is most fulfilling to you in your teaching vk

Reference (Kyrillidou & Heath, 2004; Nahl & Tenopir, 1996; Radford, 1994)

Please describe a typical week of reference work...
* How many hours per week do you usually work atrédierence desk?
» Chat reference? Email reference?
* Do these different delivery methods impact youerefce approach?
* How do you approach each reference interaction?
Prompts:
o Actively use methods to overcome student anxietindgumost
reference interactions
o Empathize with users?
o0 Work collaboratively at the reference desk?
o What do you do when you can’t answer a questiotherspot, or the
guestion is outside your area of expertise?
* What is most fulfilling to you in your reference @

Liaison Work/Social Networks (Cichewicz, 2001; Dowimg, MacAdam & Nichols,

1993; Ibarra, 1993)
Tell me about your professional network on campubwithin the library...
What about your network within the profession?
How does this network(s) assist you in performingrnywork responsibilities?
How does this network(s) assist you in achievingrymersonal goals?
How do you communicate with colleagues and howngfte

Collection Development (Diaz, 1993; Johnson-Coopet994; Quinn, 2007)

What subject/disciplinary areas are within youpaessibility?
What are a few of the most important things youpkieemind when selecting
materials for your area of the collection?
How do you insure that diverse perspectives aradan your area of the
collection?
Other possible prompts:
o What was the state of your collection when yowand? How have you
changed it?
o0 How do you liaison with your faculty and studenmtsyour discipline(s)?
Do you solicit their feedback on collection needs?
o Istechnology changing your collection developmaastivities?
o What is most fulfilling to you in your collectiorestelopment work?
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Access Provision (Cataloging/Describing/Metadatate) (Bethel, 1994; Berman,
1992)
* What would you like to see happen to make collestimore accessible and
diverse?
* Do you have original cataloging responsibilities8d: How do you decide to
assign subject headings to a given work? Classicaumbers?
* What is most fulfilling to you in your technicalrséces work?

Impact on Library/Campus/Community/National Social Network Questions (Black
& Leysen, 2002) :
Now | want to focus on your professional servicevées.
* What guides your decision to become/stay involveldcal/campus/national
professional activities?
» Professional Association Memberships?
* Continuing Education?
e Committee Work (Library, Campus, Community, Natipha
» Do you feel a high level of integration with yousriary and campus colleagues?
* Do you feel like your values and professional/peed@oals are a good fit with
those of your colleagues locally and/or in the pssfon?

Supervision/Leadership (Alire, 2001; Milem, 2001; Wliams, 1994; Winston, 1998)
* What is your philosophy/goals regarding leadingecdR?  Following?
* Do you mentor or coach anyone?
» Can you describe any experiences you've had bearmgored or coached by
another?
* How do you communicate with those you lead? Withséhwho lead you?

Diversity Work (Ayala, 1998; Milem, 2001; Neely, 198; Howland, 2001)
* Do you link diversity issues with your daily or lpmange library work?
Other possible prompts:
0 Have you attended any racial/cultural awarenesgshaps in the last
year?
o0 Served on any committees to do with race/ethnimitiyire?
o Done any research on gender/race/ethnicity/culture?

Ask the following only if it is not raised in preus questions:

Social ldentity Questions (Abrams & Hogg, 1990; Pas 2007)

* What are the most salient/important parts of yaaiad identity (the ones that you
think about the most often—i.e.: gender, race, aggonality, immigrant status,
ability, etc.)?

* Do these aspects of your social identity impactryeork with
services/collections/ library users?
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Do these aspects of your social identity impactrygmeial networks on campus or
in the profession?

Do these aspects of your social identity impactrywofessional
development/goals/philosophy?
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APPENDIX Ill: BACKGROUND AND DEMOGRAPHIC SURVEY

The following questions are designed to supplertieninterview questions. These
responses, along with your interview responsesheilkept strictly confidential and
anonymous.

Background Information
1. How long have you been an academic librarian?

2. How long have you worked in your current positio

3. Are you bilingual? Yes No
If yes, which languages do you speak?

Demographic Information
1. What is your age?

2. Gender:
Female Male

3. Race/Ethnicity (check all that apply):
African American/Black
Asian American/Pacific Islander
Latino/a /Hispanic
Native American/American Indian
White/Caucasian
Other (please specify):

4. We are all members of different social identitgups (e.g., gender, race, ethnicity,
sexual orientation, socio-economic class, etcdichite the extent to which you think
about your: (Mark onéor each item).

Never 1

Rarely 2

Sometimes 3

Often 4

OUTSIDE OF WORK AT WORK

Gender 1 2 3 4 1 2 3 4
Race 1 2 3 4 1 2 3 4
Ethnicity 1 2 3 4 1 2 3 4
Sexual Orientation 1 2 3 4 1 2 3 4
Physical or learning 1 2 3 4 1 2 3 4
disability
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Socio-economic class 1 2 3 4

Age/Generation 1 2 3 4

Other (please specify): 1 2 3 4

5. Are you a:

____United States citizen
____Permanent resident of the U. S.
____International student

If not a U.S. citizen, please share your countrgitzenship:
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APPENDIX IV: INFORMED CONSENT

The Relationship Between Social Identity and Roleétformance
Among Academic Librarians

This research project seeks to understand whetloal sdentities (i.e.: gender, race, age,
etc.) influence the ways in which librarians casut their reference, collection
development, teaching, cataloging, and other respiities. Many higher education and
library organizations such as the American CoumiEducation, and the American
Library Association have strongly advocated foredsity in the workplace. This study is
significant to a richer understanding of how divwgrsontributes to a robust service-
oriented profession (academic librarianship). Tkigeeted outcome includes a more
detailed understanding of the relationship betwaieersity among the providers of
library services and the types of services andecblins offered by academic libraries.

As a study participant, you will be asked to ansaveeries of interview questions
regarding your background, your daily work lifedayour professional affiliations. The
one-time interview will last approximately 60-90mates. With your permission, the
interview will be audio recorded.

There are minimal risks to participating in thisdt. The discussion of social identities
may cause some discomfort. In order to minimizepial discomfort you are under no
obligation to answer all the questions, and youtigipation is strictly voluntary.

There are no direct benefits to you, however, tieeemore general benefit to the
profession by learning more about the relationsiigocial identity to work roles. The
only cost associated with participating in the gtintludes the cost of your time.

You and your responses will be kept strictly anooys The audio file of the interview
will be kept locked in my office file cabinet whewot in use. Electronic copies of the
transcripts will be kept in my secure institutiofild space at the University of Michigan.
The audio file will be disposed of once it has b#anscribed and quality checked, and
paper/electronic transcripts will be destroyechatdompletion of the dissertation (within
twelve months of the interview).
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You will not be identified in any reports on thisidy. Records will be kept confidential
to the extent provided by federal, state, and |@al However, the Institutional Review
Board, or university and government officials rasgble for monitoring this study may
inspect these records

Should you have any questions and concerns reggiitinsubstance of the study, please
contact:

Karen E. Downing
Doctoral Student,
Center for the Study of Higher & Postsecondary Etiog,
Foundation and Grants Librarian
209 Hatcher Graduate Library
University of Michigan
Ann Arbor, Ml 48109-1205
kdown@umich.edu
734.615.8610
OR
Faculty Advisor
Dr. Deborah Faye Carter
Associate Professor of Education
Center for the Study of Higher & Postsecondary Etioa
University of Michigan
Ann Arbor, Ml

Should you have questions regarding your rights @search participant, please contact
the Institutional Review Board, 540 E. Liberty &treSuite 202, Ann Arbor, Ml 48104-
2210, (734) 936-0933, email: irbhsbs@umich.edu

Your participation in this project is voluntary. &v after you sign the informed consent
document, you may decide to leave the study atiare;

One copy of this document will be kept togethehwtite research records of this study.
Also, you will be given a copy to keep.
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| have read the information given above. Karen &vBing has offered to answer any
guestions | may have concerning the study. | hecelogent to participate in the study.

(Printed Name)

(Consenting Signature) (Date)

Please sign below if you are willing to have timterview audio recorded. You may still
participate in this study if you are not willing bave the interview recorded.

(Consenting Signature) (Date)
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NOTES

1. According to the ARL Annual Salary Survey (200%gre are 1,140 minority
academic librarians in ARL libraries. This incled8&98 Black, 207 Hispanic, 511 Asian
(there is no distinction between Asian and Asianefioan), and 24 American
Indian/Alaskan Native librarians to comprise 13etgent of the overall numbers of ARL
librarians.
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