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Anti-Racism Task Force Recommendations Report

Introduction

In the June 8th, 2020 ARLIS/NA Advocacy: Statement Against Anti-Black Racism and Violence, it
was stated: “As an organization, the Art Libraries Society of North America will hold itself
accountable to continue the challenging, but necessary, work ahead: educating and self-
educating, disrupting structural racism perpetuated in our institutional systems, and building
equity through forums for discussion, policy, and action.”

The Anti-Racism Task Force’s charge was to develop a long-term plan to address systemic
racism in ARLIS/NA and the visual arts information profession.

Task Force Members

e Stephanie Beene - Assistant Professor, Fine Arts Librarian for Art, Architecture, and
Planning at the University of New Mexico

e Arthur Fournier - Bookseller (member ABAA)

e Mar Gonzdlez Palacios - Associate Director, Arts Library Special Collections at Yale
University

e Natisha Harper - Student Success Librarian at Howard University (Former Diversity and
Inclusion Committee Chair and Active Representative to the Task Force)

e Dan Lipcan - Ann C. Pingree Director of the Phillips Library at Peabody Essex Museum
(Former Strategic Directions Member and Representative to the Task Force)

e Heather Slania - Library Director at Maryland Institute College of Art (Education Liaison
on the ARLIS/NA Executive Board and Co-chair)

e Amy Trendler - Architecture Librarian at Ball State University (ARLIS/NA Past President
and Co-chair)

e Kiana Webster - Social Sciences & History Librarian, William M. Randall Library,
University of North Carolina Wilmington

Objectives
¢ Solicit input from membership and gather information on past and current ideas
e Review and assess information
¢ Identify potential actions and recommendations
¢ Develop actions and recommendations into SMARTIE goals
e Build a plan and establish a timeline
¢ Propose implementation responsibilities


https://www.managementcenter.org/resources/smartie-goals-worksheet/

e Develop evaluation and accountability processes

e Share quarterly progress reports with membership

e Prepare recommendations for the board by the end of the 12-month period for next
steps and the next iteration of the task force

Process

In October 2020, soon after the ARLIS/NA Anti-Racism Task Force was established, members
were sought from diverse backgrounds, identities, job types, regions, and institutions. The Task
Force was intended to be a 12-month commitment with monthly meetings and potential ad-
hoc meetings for emergent topics.

The first meeting of the Task Force included creating ground rules (such as having rotating
facilitator/moderator/notetakers, check-ins, land acknowledgments, and group norms), how it
should be organized, and how the work is carried forward.

The group agreements for the Anti-Racism Task Force were:
e Sayitanddoit
o Whatis selected to be worked on by the group, is worked on
Lessons leave, specifics stay
o Task Force members may take lessons learned back to their institutions and
other groups, but please don’t share the specifics of other’s stories
o Make space, take space
o Recognize if you tend to speak up a lot and make room for others to speak
o Recognize if you don’t tend to speak up and add your voice
o If you recognize someone is being verbose or reticent, gently call them in
e Land that plane
o A gentle reminder that the group can give to urge someone to wrap up their
thoughts so that we can keep the meeting on time
e The process is as important as the product
o It's 0.k. to go overtime when we agree that an agenda item or discussion point
needs more time than we’d planned on
o Do not let urgency stop us from having important conversations
e Power-sharing, not power-hoarding
o Note taking, moderating, and facilitating roles will rotate
e Wearein the room
o We are people with different backgrounds, experiences
o Take care of your body, mind, and heart as we do this work
¢ Move at the speed of trust
o Building relationships are important and necessary for this work
o When people trust each other they're more likely to take risks together, see
greater opportunities, and respond to change in smart and coordinated ways
e Be present in the discussion
o Long-form or off-topic chat discussion can take away from who is speaking.



The group solidified these group agreements in the second meeting and decided to use Asana
to track the work of the group. Via Google spreadsheets, the group brainstormed and voted on
"quick wins" to further the work of the Task Force most efficiently.

Thus, the larger Task Force was divided into three subgroups:

e Creating and disseminating a survey to the ARLIS/NA membership, former ARLIS/NA
members, and non-members at affiliated and related organizations.

e Assessing which organizations we currently affiliate with and how we can open
ARLIS/NA to more BIPOC library workers. Members of this subgroup are also members
of the Affiliated Organizations Review Task Force, which is reviewing ARLIS/NA’s
affiliated organizations more broadly.

e Funding student-led research into racism in art librarianship/ARLIS/NA.

In addition, due to the change in management companies and associated improvements, the
Task Force was also able to advocate for including demographics information during the
ARLIS/NA membership sign-up process. Collecting, disaggregating, and reporting on
demographics data consistently is a necessary step in creating a race equity culture. Without
this data, ARLIS/NA cannot tell where it is or how it is doing. The ARLIS/NA Anti-Racism Task
Force recommended the demographics data points that are now being collected. The
demographic information will help ARLIS/NA get a clear picture of the organization’s
membership and the inequities that we see in the profession, the association, and in
comparison against general librarianship and other information professions. See the ARLIS/NA
Demographics Factsheet for more information.

While the Task Force continued to work, it realized it needed a little more than 12 months to
finish the survey, so the group agreed that it would wrap up work in December 2021.

Summary of Survey Findings

69% of respondents were ARLIS/NA members
Out of 134 respondents, 92 were current ARLIS/NA members.

e This number is approximately 10% of ARLIS/NA’s 2021 membership
e 13% of respondents were former ARLIS/NA members
e 18% of respondents had never been ARLIS/NA members

Demographics of respondents

Most respondents were white (67%), heterosexual (60%), wom[e]n (77%), non-immigrants to
the U.S. or Canada (86%), currently a member of ARLIS/NA (69%), and had attended at least
one ARLIS/NA annual conference (69%).

e Compared to the ALA’s 2006 Diversity Counts survey of librarians—the most recent and
commonly cited statistics of their kind—respondents were slightly less likely to identify as
white and more likely to identify as Black/African/African American, Asian/Asian


http://arlisna.org/news/arlisna-demographics-factsheet
http://arlisna.org/news/arlisna-demographics-factsheet

American, Hispanic, or Latino/a/x/Latin American than the general librarian population
(for more on the ALA’s survey, see
https://www.ala.org/aboutala/offices/diversity/diversitycounts/divcounts).

e The percentage of American Indian/Native American respondents was about the same
as the general librarian population.

e Statistics on Middle Eastern/Arab/North African, European, and Jewish librarianship
were not collected by the ALA.

Whiteness of respondents reflected in answers
The significant whiteness of respondents was reflected in the questions regarding
discrimination. For example:

e Q5. When asked if they felt uncomfortable at ARLIS/NA events because of their
race/ethnicity, 11% of white respondents reported that they were uncomfortable,
compared to:

o 67% of Asian/Asian American respondents
o 50% of Lation/a/x/e/Latin American respondents
o 21% of Black/African/African American respondents

e Q8. When asked if they had ever personally experienced microaggressions,
macroaggressions, or racial targeting at ARLIS/NA events, more than 70% of white
respondents reported that they had experienced none of these at an ARLIS/NA event. In
comparison, this was only true for:

o 33% of Asian/Asian American respondents
o 36% of Black/African/African American respondents
o 50% of Latino/a/x/e/Latin American respondents

e Q10. The whiteness of respondents may make them less likely to label actions as

pushback in the same way as BIPOC individuals.

Other significant differences in responses by race/ethnicity include:

e Q2. Length of tenure in ARLIS/NA is much greater for respondents identifying as white
and/or European.

e Q5. 50% of Black/African/African American respondents had never attended an
ARLIS/NA event.

e Ql4. Lack of BI+POC respondents in upper leadership positions, which likely ties to some
of the differences in compensation (Q20).

Majority agreed that ARLIS/NA is helpful in making connections and has taken a clear stance

on racial/ethnic discrimination

The majority of respondents (over 60%) agreed or somewhat agreed that ARLIS/NA has helped

them make personally and professionally meaningful connections, is transparent about ways to
get involved, and has taken a clear stance on racial/ethnic discrimination.


https://www.ala.org/aboutala/offices/diversity/diversitycounts/divcounts
https://www.ala.org/aboutala/offices/diversity/diversitycounts/divcounts

However, 12% of respondents (Q5) felt uncomfortable due to their race/ethnicity despite this
clear stance.

A slight majority (between 50-60%) of respondents agreed or somewhat agreed that ARLIS/NA
advocates for art information professionals, has helped advance their career in librarianship,
and can be considered a progressive organization.

Majority disagreed that ARLIS/NA makes space for librarians of color or has clear goals for
supporting marginalized communities

When remarking on what ARLIS/NA was doing in terms of racial equity work, respondents
didn’t agree on which values were being most highly prioritized. Over 40% of respondents
agreed that it seemed ARLIS/NA was most focused on:

holding itself accountable for addressing inequity in librarianship
increasing the number of marginalized people in librarianship
increasing the number of marginalized people at ARLIS/NA
ensuring all people’s contributions are valued at ARLIS/NA

PwnNPE

13% also indicated that ARLIS/NA is focused on “None of the above.”

Survey uncovered discomfort for marginalized identities other than race/ethnicity
At ARLIS/NA events, 27% reported experiencing microaggressions, 5% had experienced
macroaggressions, and 3% experienced racial targeting—not all due to race or ethnicity.

The following are the areas outside of race and ethnicity that were targets of the greatest
discomfort:

e Social class/income (30%)
o Age (24%)

e Ability (10%)

e Gender (10%)

e Sexual orientation (8%)

e Religion (5%)

These were not in the scope of the work for the Anti-Racism Task Force, but are important
issues to note for ARLIS/NA to work on going forward.

Recommendations

Continuation Recommendations
The Task Force recommends continuing the following ongoing efforts:

e POC Solutions Series. This was specifically mentioned in survey responses as one of the
few times BIPOC felt supported in ARLIS/NA.



o Related groups: Diversity and Inclusion Committee
e Discounted membership for students and new professionals
o Related groups: Membership Committee, ARLIS/NA Board
e Diversity Fellowship (the S50K for 50 Years campaign is raising funds towards the
fellowship)
o Related groups: Development Committee, Diversity and Inclusion Committee,
Awards Committee, chapters
e Collecting demographic data on the makeup of the ARLIS/NA membership
o Related groups:
e Diversity Forum
o Related groups: Diversity and Inclusion Committee
e Conference Speakers of Color Fund
o Related groups: Development Committee, Conference Planning Committee
e Strategic planning—as a way to center DEI throughout ARLIS/NA
o Related groups: Strategic Planning Ad Hoc Committee
¢ Strengthening work with affiliated organizations to develop and support DEI best
practices in the library and information professions
o Related groups: Affiliated Organizations Review Task Force
e Supporting skills in negotiation and job hunting
o Related groups: Professional Development Committee, ArLiSNAP
e Supporting paraprofessionals’ skills, advancement, and needs
o Related groups: Paraprofessional Task Force
e Townhalls that allow for unfettered discourse and access with the ARLIS/NA Board and
management company.
o Related groups: ARLIS/NA Board; all ARLIS/NA committees, divisions, sections,
special interest groups, chapters; and the Editorial Board
e Making “how to get involved” clear for members
o Related groups: all ARLIS/NA committees, divisions, sections, special interest
groups, chapters; Vice President (responsible for annual appointment process),
Editorial Board, Professional Development Committee

Proposed Recommendations
The following are proposed and recommended efforts towards improving anti-racism in
ARLIS/NA and the visual arts information professions:

e Research the history of ARLIS/NA and related professions in terms of racism
o Related groups: Professional Development Committee, Documentation
Committee, Editorial Board, Diversity & Inclusion Committee, Development
Committee, Awards Committee, ArLiSNAP
¢ Increase transparency of board activity. For example, publicize monthly board reports
via messages to ARLIS-L and create opportunities for feedback from members to the
board.
o Related groups: ARLIS/NA Board
e Promote open committee meetings


https://www.arlisna.org/news/news-events/2296-50k-for-50-years-campaign

o Related groups: ARLIS/NA committees
Include recommendations where appropriate (for example, conference planning
manual, chapter success book) for planning events so that they do not fall on holidays,
including religious holidays and national holidays in the U.S., Canada, and Mexico.

o Related groups: ARLIS/NA Board, chapters, Conference Planning Committee
Bring more attention to radical cataloging, especially as it relates to visual arts
information.

o Related groups: Cataloging Advisory Committee
Require salary transparency on ARLIS/NA job postings.

o Related groups: JobList Task Force, ARLIS/NA board
Develop a leadership training program that includes diversity, equity, inclusion, and
anti-racism practices and concepts (e.g. introduction to white supremacy culture).

o Related groups: ARLIS/NA Board
Provide structured mentorship for new members, such as having new member
orientation and activities throughout the year.

o Related groups: Professional Development Committee, Membership Committee
Develop DEAI guidelines/best practices for libraries of all sizes to use

o Related groups: Diversity and Inclusion Committee, Professional Development

Committee
Advocate for higher salaries in the profession
o Related groups: ARLIS/NA Board, Advocacy and Public Policy Committee

Task Force Future

The work of this inaugural Task Force was necessary to jump-start anti-racism measures in
ARLIS/NA. We believe that all ARLIS/NA members and committees should have an ongoing
commitment to furthering this work. Rather than have a standing committee on anti-racism, or
pushing the work onto an existing committee, a focus on evaluation and accountability about
our goals and efforts is required to ensure that ARLIS/NA does not lose its way. To this end, the
Task Force recommends the following:

Annually, form a standing committee in charge of evaluating ARLIS/NA’s anti-racism
work over the past year and making recommendations for the coming year. The
committee is expected to be formed by the Vice President/President Elect, complete its
work within 3-4 months following the conference, and then dissolve once the
committee report is received and approved by the board.
Membership: President and one additional Executive Board member; representatives
from Diversity and Inclusion, Professional Development, Membership, and Nominating
Committees; 2 members at large via an open call for volunteers to serve as members-at-
large, which should occur prior to the annual conference.
Charge:

o Assess anti-racism goals in groups’ annual reports

o Track trends in demographics

o Perform a gap analysis on work being done



o

Compare our survey findings to those from other parts of librarianship to see if
there are differences in BIPOC hiring

Track whether or not previous recommendations have been accomplished
Make recommendations to address gaps (charging the board or committees if
appropriate)

Issue a public report (Or, incorporate into ARLIS/NA annual report if ARLIS/NA
begins issuing an annual report)

Run a leadership town hall meeting about the report

Timing: begin work following the annual conference, after annual reports have been
turned in, with approximately three months to complete their report and submit to the
board before the mid-year board meeting.

Every five years, in conjunction with strategic planning, the Task Force will also launch a
survey to measure ARLIS/NA’s progress (to compare with the original survey)

The work of the Student-Led Research group has been developed into a goal with its
own report (see below).

The work on the Affiliated Liaisons’ role in anti-racism is being worked on by the 2021-
22 Affiliated Organizations Review Task Force.

o

o

This Task Force is charged with reviewing ARLIS/NA’s current organizational
affiliations, the benefits of affiliation, roles, and duties of ARLIS/NA liaisons, as
well as considering new affiliations in support of ARLIS/NA’s anti-racism efforts.
The 2021-2022 Affiliated Organizations Review Task Force will complete its work
by April 2022, including recommendations for the Executive Board.

Communication of Findings and Recommendations

The Task Force will send out this report and the survey report to the membership via
ARLIS-L.

The Task Force recommends holding a virtual event before the 2022 ARLIS/NA
conference in April to share this report.

Evaluation and Accountability
Based on the recommendations from the survey and the work of the Task Force, we believe the
following are essential in continuing this work:

Ensure that anti-racism goals are articulated in the strategic plan
Continue to have committees make DEIA goals, including specific anti-racism goals
Annually gather a short-lived committee to evaluate ARLIS/NA’s anti-racism work

SMARTIE Goals

A Task Force deliverable was to develop SMARTIE Goals (Strategic, Measurable, Ambitious,
Realistic, Time-bound, Inclusive, and Equitable Goals). These goals can be divided into two
broad categories: Transforming ARLIS/NA and Transforming the Profession. Not all
recommendations were developed into SMARTIE Goals, as they need considerably more
thought and consideration by groups outside this task force, so this is only a beginning as to
what ARLIS/NA can/should do.


https://www.managementcenter.org/resources/smart-to-smartie-embed-inclusion-equity-goals/

Transforming ARLIS/NA

Support a minimum of two anti-racism trainings per year that all of ARLIS/NA can attend
(such as implicit bias, white supremacy culture, and allyship vs accomplices) by 2023.
Add a question about anti-racism, diversity, equity, and inclusion to the nominating
process for incoming board members by fall 2022.

Review ARLIS/NA’s Statement on Diversity by 2023 to ensure it is articulated in line with
ARLIS/NA’s anti-racism efforts.

Transforming the Profession

Revise core competencies to include a competency that encompasses diversity, equity,
inclusion, accessibility, and anti-racism knowledge, skills, and abilities by the end of
2022.

Develop DEIA guidelines/best practices for libraries of all sizes to use by 2024.

Fund student-led research and publishing opportunities on the history of racism and
structural inequality in the library, publishing, and bookselling professions, with an
emphasis on how these legacies have played out within ARLIS/NA and art librarianship
by the end of 2025.

Timeline
This is a proposed schedule for implementing the Task Force’s recommendations:

2022

Submit report to the ARLIS/NA Executive Board

Communicate Task Force report and recommendations to survey participants and to
ARLIS/NA members

Host a virtual event before the 2022 conference

Form a group to coordinate the Student-led Research Initiative

Form annual Committee to assess progress (see Task Force Future, above)

Incorporate SMARTIE Goals into Strategic Plan

Revise Core Competencies to include one that encompasses diversity, equity, inclusion,
accessibility, and anti-racism knowledge, skills, and abilities

Issue a call for student participants in the Student-led Research Initiative
Form annual Committee to assess progress (see Task Force Future, above)

Develop DEIA guidelines/best practices for libraries of all sizes
Form annual Committee to assess progress (see Task Force Future, above)

Conclusion

The work of the Anti-Racism Task Force was a necessary and essential start to the work of anti-
racist action in ARLIS/NA. It has ensured that ARLIS/NA is not an organization that made
statements condemning violence and did nothing thereafter. The key going forward is to



continue to make consistent progress on this huge issue affecting librarianship. While we
cannot change the field alone, we can make the world we want by applying effort and attention
to what we have control over.

Resources Consulted
e White Supremacy Culture in Organizations
e Circle Way Guidelines
e ALA Diversity, Equity, and Inclusion Scorecard
e Awake to Woke to Work: Building a Race Equity Culture
e Contradictions for White People in Racial Justice Work

Anti-Racism Task Force Recommendations Report
January 6, 2022


https://coco-net.org/wp-content/uploads/2019/11/Coco-WhiteSupCulture-ENG4.pdf
https://static1.squarespace.com/static/55597e72e4b0f7284bff49e0/t/56e340a1f8baf38bbe1d00f6/1457733793606/TCW+Guidelines+English.pdf
https://www.ala.org/aboutala/sites/ala.org.aboutala/files/content/2021%20EQUITY%20SCORECARD%20FOR%20LIBRARY%20AND%20INFORMATION%20ORGANIZATIONS.pdf
https://equityinthecenter.org/aww/
https://reneeroederer.com/2020/06/18/contradictions-for-white-people-in-racial-justice-work/

