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Rotation of three surveys that complement other existing data
collection efforts

Services for
Strong Communities
(2022)

Technology Staff & Diversity
(2020) (2021)
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Public Library Staff
and Diversity Report

Results from the 2021 PLA Annual Survey Report ava.l Iable from
https://www.ala.org/pla/
data/plasurveys
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Opportunities

 Building on equity, diversity,
and inclusion work
* Evolving staff roles

Challenges

» Offering competitive
salaries
« Combatting job losses




PLA Strategic
Plan 2022-26
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Transformation EDISJ . Advocac
PLA works with and PLA centers equity, y
for public libraries as diversity, inclusion and & Awareness
they evolve to become social justice in working PLA is the national
more responsive to with and for libraries as voice for championing
and reflective of ever- places of equitable public libraries as a

changing community opportunity. public good.
needs.

Organizational Excellence
PLA is the most trusted and innovative public library
membership organization.
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2021 Survey

« Administered fall 2021
 All US public libraries invited to particig
« Response rate of 8.4%

* Results are weighted to account for differences between
respondents and overall population




Salaries

$120,000

$100,000

$80,000

$60,000

$40,000

$20,000

$0
2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2021

M Director M Beginning Librarian




Core Staff Roles

Children’s services Youth/teen services Adult services Collection development




0% 10% 20% 30% 40% 50% 60% 70% B80% 90% 100%

Access services

Adult services

Emerging Staff Roles

Collection development

Communications/marketing

Community engagement/
outreach

Equity, diversity,
and inclusion

Equity, diversity, and inclusion Workforce/small business development

Fundraising/development

Genealogy, local history,
or archival collections

5

MR

Public programs

Reference services

Social media and
digital outreach

Socialwork [

Technical services

Workforce/small business
development

Youth/teen services
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L ost Staff Positions

27% of all public

libraries report that they
lost staff positions
in the prior twelve months.




Representation

American Indian
or Alaska Native

Asian

Black or
African American

Hispanic or Latino

Middle Eastern
or North African

Multiple racial or
ethnic identities

Native Hawaiian or
Pacific Islander

White

Unknown or prefer
not to say

10% 20% 30%

40%

50%

60%

M Full-Time M Part-Time

70%




“Helping people feel seen and
heard—and assisting them in
solidifying their place in our society’s
fabric—are roles that libraries play In

building community. Our values are
essential to our future as institutions,
library workers, and library lovers.”

Lessa Kanani'opua Pelayo-Lozada
(ALA President, 2022-23)



0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

Analyze the number of
applicants, finalists, and hires from
underrepresented groups

Hiring Strategies

resumes and other application materials

Create action plans for recruiting
staff from underrepresented groups

Include an explicit EDI statement
in job postings

Offer higher salaries to reflect
supply/demand imbalance for hires
from underrepresented groups

Offer implicit bias and/or cultural
competency training for library staff

Offer residency or fellowship program(s)

Post the position to a diverse
range of audiences

Require candidates to demonstrate
support for EDI initiatives in their
job applications

Rewrite position descriptions to encourage
a broader pool of applicants

Train search committees on best
practices for inclusive searches

ECity M Suburban [ Town/Rural M Overall



Retention Strategies

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Action plans for retaining
employees from
underrepresented groups

Formal mentorship
programfor new hires

Fostering an inclusive
workplace culture

Working to dismantle
systemic racism in our

cresmzte I

B City B Suburban ¥ Town/Rural M Overall




0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Accessibility

Equity, Diversity, and
Inclusion Goals

Fostering an inclusive
climate for library users

Improving workplace
culture for library staff

Library collections

Library communication

Library equipment and/
or technology

Library events and/
or programming

Library outreach

Recruiting a diverse
workforce

Retaining staff from
underrepresented groups

g el

HcCity MSuburban  Town/Rural M Overall



 Top types of activities:

o Focusing collection development on ".‘
better representing diverse authors and
perspectives (87.9%)

o Supporting staff participation in EDI

training or professional development
(78.5%) "

o Analyzing the demographics of local
communities for use in planning 95.2/0 of public libraries

(76.0%) report that they engage m at
least one type of EDI activity.
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Pandemic recovery
—~unding for staff positions

ncreasing awareness and addressing stagnant salaries

ncreasing awareness of emerging roles, including In
workforce and small business development



Advocating for
Staff

—_ 4 ‘
Reviewing _
Job Interviews

Accessibility



RESULTS FOR ACTION

Advocating for Staff

Result: 27.2% of public libraries lost staff positions in the
previous year.

Why It Matters: Libraries depend on people to provide vital
resources, services, and programs to their communities. The
uncertainty of the pandemic combined with factors including
budget cuts and hiring freezes has had a negative impact on public
library staffing levels. The demands of other responsibilities, including caregiving, also likely
had an impact on staff leaving the workforce.

In Practice: At the local level, libraries will need to make the case to their stakeholders,
including the board and/or local government, about the necessity of filling vacant positions
and opening new positions to meet current needs. Peer comparison data can help with this.
Use this report and the data available in Benchmark (librarybenchmark.org) to explore how
your library's staff numbers, roles, and other metrics compare to those of your peers. For
example, if your library has fewer staff and lower salaries than other similar libraries, that
could help you make the case for hiring additional staff. You can also show how reduced
staffing has affected the library’'s offerings and outputs if you are seeing a reduction in the
number or types of programs compared to pre-pandemic years. Engaging in advocacy at the
state and national level can help garner support for libraries and library funding at a larger
scale.” Providing better support for staff to reduce burnout, increasing flexibility, and creating
opportunities for growth at your library can also improve the work culture and environment,
mitigating some of the reasons staff leave.”

Limitations: The decision to fill vacant positions or open new ones may be outside the
library’s control and subject to budget constraints.
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Reviewing Résumeés

Result: 44.9% of libraries overall conduct blind reviews of résumés
or other application materials in the hiring process.

Why it matters: Reducing the potential for bias or discrimination
to occur in the hiring process can help ensure that the candidates '
considered for a position are those with the best skills and experience. A
blind review of résumeés and other application materials offers one way
of reducing potential bias. A blind review means removing identifiable characteristics from a
résumeé, including such elements as name, gender, and educational institutions. This matters
because research has shown that discrimination can occur because of the applicants' name
or gender.”

In practice: The department or person responsible for accepting applications could
redact or remove identifying information from applications before sharing them with the
hiring manager or search committee. Alternatively, applicants could be asked to omit some
information—such as the names of educational institutions they attended—in the materials
they submit.**

Limitations: Despite scrubbing some details, there may still be clues about an applicant’s
identity in the materials reviewed, and bias can still factor into other stages of the hiring
process.
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Job Interviews

Results: While 50.9% of libraries overall report offering implicit bias
and/or cultural competency training for staff, only 18.8% explicitly train
search committees on best practices for inclusive hiring.

Why It Matters: In job interviews, perceptions of candidates may
be affected by affinity bias—our tendency to like those with whom we
share identities or characteristics, whether we attended the same school or follow the same
sports team. While that may create a feeling of rapport in an interview, it is not a reliable
means of evaluating a candidate’s skills or ability to contribute to a team.

In practice: Have a clearly structured interview, use the same set of questions for all
candidates, and follow a standard rubric to guide how the responses are evaluated.” Train
staff and search committees to be aware of potential implicit biases and make discussion
of bias an explicit part of a hiring process. Ruchika Tulshyan recommends beginning an
interview debrief with the question, “Where could bias be showing up in this decision?"¢
While potentially awkward at first, it opens space for honest discussion of where perceptions
of a candidate originate.

Limitations: Raising awareness, discussing bias, and having a structured interview
process in place may all help disrupt bias among search committees. However, training alone
may not be enough, and certainly not if it's treated as a one-and-done item.




Accessibility

Result: 59.8% of libraries conduct periodic reviews of their
website and digital presence, and 65.9% conduct periodic
reviews of their physical space to ensure inclusivity and
accessibility.

Why It Matters: Accessibility audits are evaluations of how
accessible a library’s physical and digital spaces are. Conducting
an audit regularly can help identify changes needed to make the library more inclusive.

In practice: Audits can take different forms, including self-assessments, external reviews,
and/or surveys of library users. For physical and virtual spaces, improving accessibility is
about making the space easier to navigate, whether with a wheelchair or a screen reader. For
physical spaces, check that facilities comply with the Americans with Disabilities Act (ADA).
One tool available for that purpose is the ADA Checklist for Existing Facilities (adachecklist.
org). For audits of virtual resources, tools exist that can automatically evaluate web content
and identify areas for improvement in design and navigation. The Web Accessibility Initiative
provides a list of tools and resources (w3.org/WAI). ALA resources related to accessibility can
be found at ala.org/advocacy/diversity/accessibility.

Limitations: Keep in mind that audits can go beyond a checklist of minimum standards to
also ask about the quality of access provided. As technology changes, patrons’ expectations
for accessible design may also change. Adding a budget line to address accessibility needs
can help with regular updates.

RESULTS FOR ACTION




* Benchmark: Library Metrics and Trends: librarybenchmark.org

* ALA-APA Salary Survey: https://ala-apa.org/salary-survey/

« Data about the library profession:
https://public.tableau.com/app/profile/sara.goek

o Demographics of library workers from the American Community
Survey

o ALA JobLIST ads
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EDI

Other resources
orary EDI

ALA resources

* https://www.ala.org/advocacy/diversity « Maryland State
resources:
https://marylandlibraries.libguides.co
m/c.php?9=1018501&p=737734¢

e Cultural Proficiencies for Racial
Equity: A Framework (2022)

 Diversity, Equity, and Inclusion
Scorecard for Library and Information
Organizations (2021)

» Urban Libraries Council, Trigger
Terms resource:
https://www.urbanlibraries.org/resour

« Office of Diversity, Literacy, and ces/harmful-detours-and-healing-
Outreach Services redirects
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0 action based on the

« Share staffing and EDI resources yc found useful:

https://forms.gle/GDgCfnPGzvhbx3L4A

« Write for Public Libraries magazine or Public Libraries Online:
https://www.ala.org/pla/resources/publications/publiclibraries/w
riteforpl




2022 Public Library Services for
Strong Communities Survey




arysservices for
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< !
» Survey closes Decem beh I

* Find it in the “"Surveys™ page in your lib s Bt e < '
account at librarybenchmark.org

* All library directors should have gotten an invitation via emalil
and print

* Need help? Email plabenchmark@ala.org




https://www.ala.org Public Library Staff
« Access data via Benchma and Diversity Report

IlbraerenChmark_Orq . Results from the 2021 PLA Annual Survey




Summary Data

PUBLIC LIBRARY isa (localetype) library inthe (Region) administered by a
(legal basis). The library serves a population of # ###. It is part of peer group #.

Programs & Services: Number of Library Programs Collections: Total Collection Use

@YourLibrary @ Peer Group Median @All Median @Your Library @Peer Group Median @All Median

1,540 252,346

[} 0.0M

*Data Source: IMLS Public Libraries Survey (2019) *Data Source: IMLS Public Libraries Survey (2019)

Library Visits per Capita Off-Site Technology

1.6

Your Library

@ Peer Group @Al

5.3 3.8

Peer Group All E-Reader Hotspot

Filters
Survey Year
Most Recent 4

Below filter changes Peer Group

Peer Group Name

Primary Peer Group v/

Below filters change 'All' Data Point

Locale

All

Region

*Data Source: IMLS Public Libraries Survey (2019) *Data Source: PLA Technology Survey (2020)

Benchmark



All public libraries have
free access to:

* View select data visualizations with
peer comparisons

« Complete surveys from PLA

» See your library’s responses
submitted to past PLA and PLDS
surveys

« Manage contact information and
preferences

 Access data-related resources

Subscribers also get access to:

* A robust set of interactive data
dashboards with visualizations and
filters

A custom report builder that includes
all historic metrics

« The ability to create custom peer
groups for benchmarking
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Public Libraries Group: Consortium /
State Library Agency

Subscriptions and surveys are handled Access for up to 10 libraries. Additional

at the administrative entity (system) libraries can be added at a discounted
level and may include branch libraries. rate.
Cost per year: Cost per year:
$400 $3000 for up to 10 libraries, and $200
10% discounts available for PLA for each additional library.
organizational members and for survey 10% discount available for PLA

participants (for a combined 20% off!) organizational members.

Corporate

Companies, vendors, or other
organizations.

Cost per year:
$1,800
10% discount available for PLA
organizational members.



* Please complete the 2022 Public Library Services for
Strong Communities Survey!

* Questions? Email plabenchmark@ala.org

Adam ID The Noun Project
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