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1.0 Project Description

In February 2018, the American Library Association (ALA) Emerging Leader Team C was
assigned to the following project proposal submitted by the Association for Library Service to
Children (ALSC):

How can ALSC help increase the cultural competence of librarians serving youth and
reduce barriers to member participation in ALSC?

The 2018 ALSC Emerging Leader Team will help ALSC deliver on its Diversity and
Inclusion objectives by developing the framework for a cultural competency training
video that will complement a future online cultural competency training series...The
team will build a repertoire of resources that will inform the cultural competency training
series and, specifically, enhance the understanding of microaggressions — what we say
and how we say it- and the impact they have on common workplace and social
interactions.

The following report contains an outline for a script for training that focuses on
microaggressions. After analyzing the survey distributed to library staff nationwide, it became
evident that training on cultural competency is actually desired. Microaggressions are just one
aspect of the overarching topic of cultural competency. Developing training pertaining to the
topics listed in the “Recommendations for Further Trainings” sections will help to take steps to

address the vast and complex topic that is cultural competency.



2.0 Video Outline

An outline was created to provide a guide for the training instead of relying on a more traditional
script-based approach, to allow for flexibility when performing the training. The length of the
continuing education opportunity will dictate the depth of the information explored, but the
following content should be included.

Introduction

In a recent survey conducted by Emerging Leaders Team C on cultural competency in youth
librarianship, 48% of library workers stated that their institution did not have a policy or
statement on cultural competency. What does this mean for library staff and library patrons if
they are coming into spaces where their identity and humanity are not a priority for the
institution? Cultural competency is the ability to recognize and respect the cultural differences
we all have.

Cultural competency is also being discussed alongside the idea of cultural humility among
experts. Cultural humility has the same basic idea as cultural competency with added emphasis
on the fact that we can never become fully “competent” when it comes to cultural issues, but that
staying humble and open to learning is a key factor in being a respectful and knowledgeable
world citizen.

Objective(s)

Throughout this session, we hope to give you tools for empowerment to address
microaggressions in your library workplace and beyond.

Definitions

The first step in addressing microaggressions and building cultural competency is

recognition. There are three subgroups of microaggressions. Let’s start by looking at

microaggressions as a whole:



Microaggressions vary from consciously deliberate to outside one's level of awareness
and unintentional. They can be reflections of worldviews of inclusion, exclusion,
superiority, inferiority, and they can come out in ways that are outside the level of
conscious awareness of an individual. - Derald Sue, Columbia University
Here are some examples of microaggressions to set the stage:
o “You speak English very well.” The message here is: You are not a true
American. You are a perpetual foreigner in your own country.
o "Stop being so gay!" The message is: People who are considered different are

“gay” which is tied up in an assumption of abnormality of LGB persons.

o Asking a female employee "When are you going to have kids?" The message here

is: That the employee's reproductive life is not personal and that it is okay to make

assumptions about her.
Microassaults are explicit, verbal and nonverbal derogatory remarks.
While microassaults are, by definition, overt; here are some examples to show how

harmful they can be:

o Using the phrase “You people...” The message is: That you don’t belong. You are

a lesser being.
o Saying "Why are Mexican kids so loud?" The message being conveyed is: A
generalized, racist statement and assuming that all kids of Mexican descent are

loud.

o Asking a person in a burga (burka) if they are hiding a bomb in their clothing. The

message: A religious garment is associated with extremism.
o Calling a Jewish person a "cheapskate" or "penny pincher.” The message: Jewish

people are cheap and unfair with matters of money.



"Comb your hair!" Message: all people must adhere to white standards of beauty.
Microinsults are subtle remarks about a person's minoritized identities that are
insensitive, demeaning and rude.

Here are some examples of microinsults:

o Raising your voice or speaking slowly when addressing a blind student. The
message here is that a person with a disability is defined as lesser in all aspects of
physical and mental functioning.

o Asking an employee of color "How did you get that management position?" The
message: Implying that people of color are not qualified or assuming that
affirmative action is the only reason they have that position.

o "You're so well spoken. I couldn't even tell that you were black on the phone.” The
message is: Being articulate is only associated with certain racial identities.

o “You should shave if you want to look like a girl." Message: That transitioning is a
choice.

o "But where are you really from?" Message: You don't look like the majority, so
you must be foreign)

Microinvalidations - An experience that excludes, negates and nullifies a person’s
minoritized reality.

Here are some examples of microinvalidations:

o Saying there is only one race, the human race. Message: Denying the significance
of a person of color’s racial/ethnic experience and history. Denying the individual
as a racial/cultural being.

o When a Latino couple is given poor service at a restaurant and shares it with White

friends, only to be told “Don’t be so oversensitive” or “Don’t be so petty”.



Message: The racial experience of the couple is being ignored or voided and/or its
Importance is being diminished.

o “White privilege" and "microaggressions" are just made up to undermine my hard
work and to limit my freedom of speech. Message: Makes people question their
reality and refocuses the issue on micro-aggressor.

o When an LGBT person is told, "At least your minority status isn't
visible." Message: That they can hide behind their status and that being LGBT is
easier than identifying in any other marginalized group.

o "Tell your husband I'm sorry, but you're mine" Message: Your body belongs to
those who desire you, not you.

Identification

= Asour society moves past a perceived "post-racial” climate, actively practicing racism
and other forms of bigotry has become, in many instances, taboo and frowned upon
nationally. As this shift has developed, microaggressions have increased greatly. This is
especially true since the election of President Obama. Often, people were newly aware
that they had to check themselves from engaging in overt forms of bigotry but the subtle
insults and slights increased. Microaggressions have proven to be incredibly problematic
because they are hard to identify and often, harder to prove.

= We as a society should work to identify not only microaggressions done by others, but
those that we personally commit. This can cause internal strife for people who do not see
themselves as racist, but are recognizing that their actions and words hold historical,
emotional, and racial weight that can harm populations who have seen themselves as

being sensitive to.



= Microaggressions may be invisible to those who are not the target. If a person says that
they were hurt by a microaggression that we might not see, we should believe them. Part
of being a good ally is understanding that there are things that one may not understand,
but being open to listening and helping when possible.
Consequences
=  While they may seem small, the constant onslaught of microaggressions is extremely
harmful and can manifest itself in different ways for different people.

o Mental health issues such as feelings of low self-esteem, humiliation, anxiety,
depression, and dehumanization can all stem from the constant influx of
microaggressions that happen to marginalized people on a daily basis. Hostile
environments lead to lowered work productivity and educational learning.

o Victims of constant, unchecked microaggressions tend to leave their chosen profession,
thus losing valuable employees. Retention of workers from marginalized communities
is hard when many workspaces are not actively creating a climate of cultural humility.

= Question: What are ways that your workplace could work to create or build on
cultural humility?
Responding
Responding to microaggressions can be a stressful and trying experience. Despite the hardship,
responding to microaggressions is an essential part of dismantling the power structures that harm
our society.
= Allyship is a buzzword that has been gaining traction in recent years. To be an ally is to
be someone who supports a marginalized community through support and advocacy.

Allyship is supposed to be about the minority group, not the ally themselves feeling



better. When recognizing your position as an ally, be sure to evaluate if you and your
actions are beneficial for the marginalized groups you mean to support.

= Check your own microaggressions or bias. Self-reflection is a key part of gaining the
confidence to respond to microaggressions from other people - especially when they
come from people from your own group of power.

= Implicit Bias - everyone has it. We must work to recognize our own biases. It’s a tough
job that will require a lot of self-reflection and acknowledgment of harm that we may
have done to those we love and cultures we cherish.

= "Modern forms of bias, especially the unconscious kind, are most likely to be manifested
in a failure to help rather than a desire to hurt"(Sue, 2010, p. 50)

= Educate yourself and others about oppression, and worldviews of other groups. As stated
at the outset, cultural humility is a term that encapsulates the aim of initiatives like this in
a better way than cultural competence can. Continue to learn, continue to grow, and
continue to stay humble and curious.

= Open up the conversation about microaggressions and the consequences of them with
those around you.

o Many microaggressions have made their way into vernacular. Many people may not be
aware of the way their words make people feel. Continuing to talk about
microaggressions helps people be more alert to what they are saying and who they are
saying it to.

= Find a way to pause from assuming or reacting right away. If it is the first time and the
incident is new, you could ask the person to repeat what they said or did.
o This is a good way to give the person time to reconsider their words and learn with

you.



Your first concern must be that you are safe from physical, emotional, or psychological
abuse of any kind.
o Not all people are equipped to respond to all types of microaggressions. Know when

you are safe. If it feels wrong- go with your gut.

Always model the behavior you want from the person or people you are confronting.
o Itis easy to become angry and defensive when faced with a confrontational
microaggression response. De-escalation is your best tool when it comes to responding.
= |tisalso a good idea to stay away from being sarcastic, snide, mocking or arrogant (even
though this can be very tempting).

= Again, the goal here is education. It’s not about winning a point or making someone feel
bad or wrong. It’s about helping them understand something from a different perspective.

= Focus on the event, not the person. By directing the conversation to the behavior, event,
or comment you will decrease the likelihood of defensiveness.

= REFRAME...REFRAME...REFRAME - The best “equity and diversity education”
comes when we are able to help someone understand a particular topic or issue using a
different frame — with different assumptions and different conclusions.

= Many marginalized groups are exhausted from dealing with constant
microaggressions. They might not always respond as they see it being not worth the
physical or emotional effort. This does not mean that the aggressor is in the right.

Correction
= Start with an example: Saying to an Asian person, “You’re all good at math. Can you

help me with this problem?”” Example Intervention: “I heard you say that all Asians are

good at math. What makes you believe that?”” Inquire: Ask the speaker to elaborate. This
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will give you more information about where they are coming from and may also help the
speaker to become aware of what they are saying.

Inquiring more about the speaker’s viewpoints provides them the opportunity to clarify
the meaning of their statement. It may also present an educational moment for explaining
why their statement might be offensive or oppressive to certain groups. If you are not a
member of a marginalized community on the receiving end of a microaggression, it is
even more important that you address the speaker’s statements."

Add a challenge- Ask viewers to commit to correcting microaggressions in any form they
may feel comfortable. For example, viewers can share their experience with the topic,
speak up if they hear a microaggression used, address these issues in the library. Giving
something more to the video than just visuals.

Fearing the reaction to correcting or even responding to microaggressions is real. The
power that majority populations hold over minority populations historically and

systematically makes confrontation especially difficult.
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3.0 Recommendations

The Emerging Leaders team has developed a set of recommendations based on research findings
and results from the team’s survey, conducted in March 2018. The team encourages ALSC to
provide continued training to create an environment that encourages traditionally marginalized
groups to enter and remain in the profession. Further training in cultural competency and
humility will prevent youth librarians from alienating young patrons (and potential future authors
or contributors to our field) and encourage librarians to break down barriers. The Emerging
Leaders team also encourages ALSC to look at and present these training as a first step in
creating a culture shift, rather than focus on training with fast solutions, recognizing that change
will not occur overnight.

3.1 Interviews

The Emerging Leaders team spoke with three individuals who work in human resources
environments. We asked how they implement cultural competency training for their work and if
they have any feedback or advice for this project. While these individuals do not work in a
library setting, they have valuable insight on how other fields are approaching training.
Interview 1

The first interviewee works for a large corporation, with 12,700 employees, that provides
services such as payroll, human resources, and benefit provision for various businesses and non-
profit organizations. He stated that cultural competency training is such an important and delicate
undertaking that he would never recommend implementing this type of a training without
seeking the direction and facilitation of a trained professional.

Interview 2

The second interviewee works in a human resources division for a county in New York State.

She stated that each organization or institution should have a set policy regarding cultural
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competency and diversity. She also stated that hiring a professional in cultural diversity training
is imperative in doing an authentic and effective training series.

Interview 3

The third interviewee has worked for a large worldwide health organization and now runs the
human resources division of a non-profit organization that provides educational resources for
children and adults with Autism, which employs 1,200 staff members in over thirty schools. This
interviewee had the privilege of being able to employ experts in diversity training, but now must
develop her own set of cultural competency trainings because of budgetary restriction. She has
found that one of the most important things she can do is ask her staff what diversity means to
them. This will give her an understanding of where the staff is coming from and what their
understanding of diversity is. She stresses that diversity means something different for every
person. Once she has a better of understanding of how her staff sees diversity, she’s able to
pinpoint where the gaps are and then open up conversations. When she has hired experts in the
past, this interviewee was able to do an entire daylong training on diversity, but now that her
resources are limited, she has been taking the best parts of those trainings and implementing
them herself. She has found that creating a circle for staff to sit in, broken up into groups, and
then given conversation starters or prompts is a strategy that works well. The interviewee also
states that it is important to ask the staff what they want in cultural competency training. Even
though there may be topics that may seem imperative, she still wants to make sure she isn’t
missing topics that staff members are longing for. She will include a whiteboard for all the staff
to write keywords or concepts down. She agrees that, when resources are available, hiring
external experts is the best way to go and feels that cultural competency training is one of the
most important undertakings that an institution can do for their staff because without it you will

lose productivity, valuable employees, and credibility as a company or institution.
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The common thread found in the interviews is using experts to conduct trainings. A partnership
between ALSC and a training company could produce training with a specific focus on youth
librarianship instead of the general trainings that can be found online. This also could result in a
training that will capture the nuances of cultural competency and its relationship to youth
librarianship. Additionally, it has been acknowledged that the topic is complex and requires
continual development. The script outline created by the Emerging Leaders team addresses
microaggressions but there are topics that can be explored in additional trainings.
3.2 Topics for Consideration
While researching microaggressions, the Emerging Leaders team learned of different concepts
that should be considered by ALSC for further training. The cultural competency survey
conducted by the Emerging Learning team shows the willingness of individuals to engage in
further training regarding the board topic of cultural competency. There is an understanding that
it is a continual process and ALSC creating these resources would be a step to supporting youth
librarians in their desire to learn and grow in this profession.

A. Cultural Humility

B. Implicit Bias

C. Privilege and the Myth of Meritocracy

D. Intersectionality

E. Allyship

A. Cultural Humility

Cultural Humility as a theory recognizes the limitations of cultural competency and is an
ongoing process of self-reflection and self-critiques to better identify structural inequalities. This
theory invites participants to challenge their own cultural bias and works toward lifelong

learning by continually asking questions and diminishing assumptions of other cultures.
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In our survey responses, of participants who have taken cultural competency training, many
commonly included that they have found cultural humility training to be more important or
useful than cultural competency training. It is recommended that ALSC examines the differences
between cultural humility and cultural competency as part of this series. Identify 2 to 3 examples
of using cultural humility in youth librarianship (most examples for current research will be from
the social work and medical fields). In making a cultural humility video the Emerging Leaders
recommend asking for volunteers, already familiar with this theory, to be interviewed for a
training series as a way to contextualize how cultural humility applies to our profession. In her
TEDx video about cultural humility, Juliana Mosley offers three takeaways at the end of her
video, which may be useful for this training, including:

1. Learning is a lifelong process

2. Shift and challenge power imbalances

3. Advocate and partner with others in the way we charge our systems and

institutions to level the playing field
B. Implicit Bias
According to Brownstein (2017), implicit bias is “...relatively unconscious and relatively
automatic features of prejudiced judgment and social behavior.” To avoid microaggressions, it is
important for individuals to make a concerted effort to examine their own prejudices. This is
especially important if a person considers themself to be an ally and free of prejudices.

C. Privilege and the Myth of Meritocracy

A video session on privilege is recommended to further broaden members’ understandings of
cultural competency. It is recommended that a video identifies what privilege is, stresses the
value in recognizing one's’ own privilege (e.g. cisgender, able-bodied, gender...etc.), and how

privilege impacts our work life. In Peggy Mclntosh’s (1989) essay, “Unpacking the Invisible
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Knapsack,” Mclntosh creates a list of the daily effects of her white privilege in her life. A
training exercise can be to have participants identify in written form, their own examples of their
self-identified privilege, which can be used for reflection and self-critique as one step closer
awareness and eventual culture shift.

In addition, the myth of meritocracy examines the gap between how people think a system works
and how the system actually works, with resources distributed based on merit and that you get
out of a system what you put into the system (McNamee & Miller). Looking at these two
concepts together will be resourceful for library professionals to begin contextualizing
inequalities within power structures.

D. Intersectionality

Intersectionality is “the interconnected nature of social categorizations such as race, class, and
gender as they apply to a given individual or group, regarded as creating overlapping and
interdependent systems of discrimination or disadvantage” - Oxford Dictionary. Intersectionality
as a concept is imperative for library professionals to understand, particularly when
implementing a cultural competency training platform. For example: An employee or potential
employee may be marginalized for multiple reasons such as gender and race or race and sexual
orientation. When addressing institutional power, there are greater barriers that individuals from
these groups face because of this duality. In the role of youth librarianship, it is recommended
that a conversation and understanding of intersectionality is introduced to youth librarians to help
them understand both their work environment and the possible barriers of their patrons.

E. Allyship

Finally, we recommend allyship as a concluding video to help empower youth librarians to stand
with colleagues, their community and patrons, and each other to break down barriers. As

mentioned earlier, in the video outline, allyship is supposed to be about the minority group and
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not the ally. Allyship means that the ally will be able to engage and act when faced with difficult

situations. True allies do not seek to help as a form of showmanship or for the sake of

popularizing their social media posts. An ally is someone who will question the status quo with a

critical eye and raise their voice when there is inequality. This training would work as an ideal

completion to ALSC’s cultural competency video series, providing that the participants would be
more informed of the various types of microaggressions and how to respond and interrupt them,
implicit bias, and many other components of cultural competency. With those tools, becoming an
ally would be a natural next step.

3.3 Additional Suggestions

1. Based on the Emerging Leaders team’s survey responses, we have found that an
overwhelming majority of participants want high quality, valuable training. More than half of
survey participants (495 or 55.43%) prefer webinar style, while 41.66% (or 372) would
prefer a snack break style series. There is also a concern that webinars or videos do not work
for libraries that lack access to the bandwidth required and that not considering this can
ignore entire cultures, such as tribal communities.

2. Develop a toolkit that can be utilized long after the videos have been distributed. The toolkit
can have resources such as websites, information about harassment laws, and a bibliography
of related works. In addition, ALSC should develop a set of activities such as questions,
conversation starters, and open mic style topics that children’s departments can use
periodically to help start their journey toward cultural competence/awareness/humility.
Recognizing that children’s departments and many libraries lack resources to compile all of
this research or to maintain ongoing training series, a toolkit with such resources may prove

to be quite useful.
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3. As recommended by the interviews, hire outside organizations or a human resources
professional with a specialization in cultural competency and diversity training to develop a
recorded training video or series with an emphasis on youth librarianship. These trainings can
be distributed to small libraries without resources to develop their own training series.

4. Provide resources for victims or bystanders of perpetrators in power, e.g. SUPervisors,
managers, directors, board members, etc. Have federal or state laws been broken? What can
be done to ensure the safety of the employee? Develop an online lounge in ALA connect as a
safe space for members to express their experiences and gain support and advice from fellow
members.

5. The Emerging Leaders team made a brochure to distribute at the ALA Annual Conference.
This brochure is intended to be a quick reference and informative guide about
microaggressions, based on the team’s research and survey results. The team recommends
that ALSC use a similar approach, with this brochure in mind, to develop their own
handout that can be widely distributed to children’s departments. This may encompass

cultural competency as a whole or focus on specific areas such as allyship, implicit bias, etc.
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4.0 Survey

The Emerging Leaders team developed this survey to gain a better understanding of experiences
related to cultural competency and microaggressions. Responses from this survey will be
incorporated with additional research and used to assist in developing recommendations for an
informative and relevant cultural competency training series implemented by ALSC. This survey
was taken by 893 participants from across the country. Word clouds have been used as a visual
representation of the numerous written answers. The Emerging Leaders group would like to
share some of the fascinating results.

4.1 Survey Questions and Answers
Question 1. In what setting would you typically be able to watch a work related video/webinar?
Question Answered —893  Question Skipped - 0

Work — 746 (83.76%) O
Workshop , £
School — 18 (2.02%) Han d.s_ Ont}eﬁ} | =R
Home — 114 (12.77%) Powerpoint odk o S
Other — 13 (1.46%) 6;@ Text £ 3
Comments that stood out: QRC%?][])]Ell%eﬁﬁ)ﬂo
: S =
e All of the above Ne 1ther eh
e Depends on format — Webinars are difficult S,emmar T

o Retired — Neither Omin_or Less

Question 2. Which of these visual formats would appeal most to you as an audience member?
Question Answered —893  Question Skipped - 0

Webinar Style (approximately 45-60 minute sessions) — 495 (55.43 %)

Snack Break Style (approximately 15 minute sessions) — 372 (41.66 %)

Other (please specify) - 26 (2.91 %)
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Comments that stood out;

e Webinars do not work well at the farthest end of the digital divide. Think about the
cultures you are trying to represent and serve. Many tribal libraries do not have access to
the bandwidth required for a webinar.

e Quality (common theme)

e Something with subtitles or slides, that does not rely on sound

e | have seen a number of things that come in daily snippets - 5 minutes a day for 2 weeks

Question 3. Do you have a working definition of the term “‘cultural competence?”
Question Answered —893  Question Skipped — 0

Yes — 560 (62.71%)

No — 121 (13.55%)

I’m not sure — 212 (23.74%)

Question 4. Do you think cultural competency is applicable to your position?

Question Answered: 893 Question Skipped - 0

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

Question 5. Have you read your institution’s policy regarding cultural competence in the

workplace? .
Y |

Question Answered — 893 e somewhat
accessible.

Question Skipped - 0 No, I have not

checked

Yes, it is very accessible — 79 (8.85%) my institution

does not hav...

Not Applicable

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

20% 100%
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It is somewhat accessible — 76 (8.51%)

No, I have not checked — 279 (31.24%)

My institution does not have a policy regarding cultural competency — 436 (48.82%)
Not Applicable — 23 (2.58%)

Question 6. Have you attended a cultural competency training in the past year?
Question Answered: 893 Question Skipped - 0

Yes: 23.18 %

No: 76.82 % d

0% 10% 20% 30% 40% 50% 60% T0% 80% 90% 100%

If yes, what was your take away?

Answers that stood out:

Mﬂﬂ e Many trainings focused on gender
@ ; 8‘6‘“‘82 e Cultural competency puts the onus on anti-
2 Fe Eq,ua&ey racist work on the individual rather than looking at
C"W " E V e Increased awareness of city resources and

proper techniques for interactions

TV‘OMA?QML&U‘ e That cultural competency needs to be

foremost in our minds at all times so that it

systemic racism.

becomes naturally a part of our everyday behavior.
(common theme)

e Equity, respect and hiring policies are key components to addressing cultural competency
as an organization. However, there is a lot of room for improvement and trainings that
invite or include cultural competency shaming are not effective.

e There is always more work and learning to be done (common theme)

e We all have unique cultures to be respected and considered
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That we need more training!

| attended a webinar about cultural humility and how it is a more helpful framework than
cultural competency. (common theme)

Don’t shy away from talking about race, and critically look at how you’re talking about
an individual

It is key to have administrative buy in in order for any messaging to be reinforced and
promoted throughout the organization

The importance to move beyond a focus on "diversity" and to focus more on equity and
justice

The training was more about diversity and understanding the concept of privilege rather
than the general concept of cultural competency. | already knew about most of the
content in the training, given my educational background in social work and sociology. |
felt that it established a good foundation for understanding how diverse populations differ
in communication styles and how they deal with life, with many practices being ingrained
in them due to an ongoing history of oppression.

Librarianship is a very white profession (common theme)

Check your bias (common theme)

Honestly, I felt that, as a white, middle-aged, cisgender woman, | was in the minority,
and that many of the webinar participants were making unfair judgments about my
"type," without knowing me. Ironic.

Support Publishers who are trying to be diverse and inclusive

Libraries are going the way of the walking-on-eggshells elitists who expect the majority
to conform to a few in the minority to be responsible for not offending anyone. | don't see
this as the public's responsibility as much as it is the responsibility of the "few" to quit
wearing their feelings on their sleeves and just get along. When you choose to come to a
different country, you should only come if you are willing to accept a new way of life and
adapt to it; otherwise, find another place where that will be true for you. You should not

be trying to insist upon all the people already there to change to accommodate you.
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Question 7. On a scale of 1 to 5 (1 being the least able and 5 being the most able) how would

you rate your ability to identify microaggressions?
Microaggression was defined in our survey as:

“Microaggressions are varying from consciously deliberate on one end and outside one's level
of awareness and unintentional. They can be reflections of world views of inclusion, exclusion,
superiority, inferiority, and they can come out in ways that are outside the level of conscious

awareness of an individual.” - Derald Sue, Columbia University

Question Answered —859  Answer Skipped - 34

(no label) _

(o] 1 2 3 4 5 6 7 8 9 10
1 NOT AT ALL ABLE TO 2 3 4 5 EXTREMELY ABLE TO TOTAL WEIGHTED
IDENTIFY IDENTIFY AVERAGE
(no 256% 7.45% 30.97%  43.66% 15.37%
label) 22 64 266 375 132 859 3.62

Question 8. On a scale of 1 to 5 (1 being the least able and 5 being the most able) how would

you rate your comfort level responding to microaggressions?

Question Answered —859  Question Skipped - 34

ol -

o 1 2 3 4 5 6 7 8 9 10
1 VERY 2 <) 4 5 TOTAL WEIGHTED
UNCOMFORTABLE EXTREMELY COMFORTABLE AVERAGE
(no 8.85% 2491% 40.63% 20.37% 5.24%

label) 76 214 349 175 45 859 2.88



Question 9. On a scale of 1 to 5 (1 being the least able and 5 being the

you rate your comfort level with correcting microaggressions?

Question Answered —859  Question Skipped - 34

(no labe') -

1 VERY
UNCOMFORTABLE

12.57%
108

4 5
EXTREMELY COMFORTABLE

4.07%
35

(no
label)

28.99%
249

34.69%
298

19.67%
169

Question 10. What type of library are you associated with?
Question Answered —831  Question Skipped — 62

Academic — 67 (8.06%)

Public — 698 (84%)

School — 56 (6.74%)

Other 29 (3.49%)

Question 11. How long have you been in your current position?
Question Answered — 831 Question Skipped— 62
0-3 Years — 385 (46.33%)

4-9 Years — 219 (26.35%)

10-15 Years — 109 (13.12%)

15-20 Years — 56 (6.98 %)

20+ Years — 7 (.84%)

23

most able) how would

9 10

TOTAL WEIGHTED

AVERAGE

859 274
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Question 12. Please describe the community you serve.
Question Answered — 831 Question Skipped — 62

Rural — 155 (18.65%)

Mﬁg C&W,g Suburban  Urban - 288 (34.66%)

IMM Suburban — 341 (41.03%)

sl e Not Applicable — 6 (.72%)

Enbrie_ S% Other — 41 (4.93 %)

Question 13. What group best describes the customers you work with? (Check all that apply)

Question Answered —831  Question Skipped — 62

Birth — 5 years old — 514 (61.85%) s  ours _
School Aged — 581 (69.92 %) e

Middle School — 524 (63.06%)

High School

Adults — 568 (68.35%)

Adults

Not Applicable — 14 (1.68%) o oo |
Question 14. What is your age?

Question Answered — 831  Question Skipped — 62
18 — 24 years — 13 (1.56%)

25 — 34 years — 238 (28.64 %)

35 — 44 years — 235 (28.28%)
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45 — 54 years — 178 (21.42%)
55 — 64 years — 125 (15.04%)
65 — 74 years — 40 (4.81%)
75 and Older — 2 (.24%)

Question 15. With which gender identity do you most identify? Please use text box should you

choose to answer.
Question Answered —831  Answer Skipped — 62

Prefer not to state — 106 (12.76%)

Question 16. Which of the following best describes your sexual orientation?
Question Answered —831  Question Skipped — 62

Heterosexual — 598 (71.96%)
Lesbian — 26 (3.13%)

Gay — 19 (2.29%) Demisexual

Bisexual, fluid, pansexual or queer — 91 (10.95%)

Queer

Questioning or unsure — 8 (.96%)

Prefer not to state — 82 (9.87%)

Another sexual orientation — 21 (2.53%)



Question 17. With which religion do you associate with, if any? Please use text box should you

choose to answer.
Question Answered —831  Question Skipped — 62
Prefer not to state — 264 (31.77%)

Please indicate in the space below — 570 (38.59%)

Lutheran
Quaker

Humanitarian Muslim

Unity Christian
v»7 Russian Orthadox
Qo  Secular Humanist
—~ 2 Jehovah's Witness
Indigenous Practice

o\
\}}’%\‘Q'Q
UTuIoud
atholic

P

aptist

Atlne t

yman s
B

Presbyterian

Islamp Pagan

Protestant
None S E%S{lual Baha'i Faith

Agnostn, Earth Based

arian Thelemic
Wiccan Christian

—_y
(g
=
v
=

1113

26
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Question 18. With which racial or ethnic groups do you most identify? (Select all that apply)

Question Answered — 831

Black or
African...

Hispanic,
Latinx, or...

Asian Indian

Chinese

Filiping I
Japanese I

Korean
Vietnamese

Native Hawaiian I

Guamanian or
Chamorro

Samoan

American
Indian or...

Another Asian
(for example...

Another
Pacific...

Mixed race

Prefer not to .

state.

Another racial
or ethnie group

0% 10% 20% 30% 40% 50% B0% TO%

B0%

Question Skipped — 62

80% 100%
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Question 19. If you are a youth librarian, but not a member of the Association for Library
Service to Children (ALSC), what are the reasons you have not joined ALSC? (Check all that

apply)

Question Answered — 695  Question Skipped — 198

| did not know about ALSC — 94 (13.53%)

It is too expensive — 223 (32.09%)

No membership value for me in my current role — 168 (24.17%)
Not applicable, I am already an ALSC member — 157 (22.59%)
Other (please specify) — 116 (16.69%)

e Work with Teens (common theme)

e Why? What are the benefits?

e Costly

¢ Not a professional librarian (common theme)

e Chose to join AASL instead

e This is an organization with a literary life time achievement award named after a racist
who calls Natives savages. This is just a plain aggression. | will focus on
microaggressions when | can afford to take my energy away from the blatant offenses.
This is a group of mostly privileged, white women who are going to belittle my lived
experiences and defend the Wilder Award. I do not care to be a member of an
association that does that

e Not offered in library budget

e Work with multiple ages (common theme)

e Geared toward public librarians

o | find it difficult to keep up with all the associations. ALA, state Associations, local

associations and consortium. I love ALSC, but I just can't do them all.
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7.0 Appendix

Brochure distributed during poster session at ALA Annual Conference in June 2018.

What is a Microaggression?

EXPLORE MORE WIT
THESE RESOURCES!

http://www.microaggressions.com/

Microaggressions are varying from consciously
deliberate on one end and outside one's level of
awareness and unintentional. They can be reflections of
world views of inclusion, exclusion, superiority, inferiority,
and they can come out in ways that are outside the level

of conscious awareness of an individual.

Understanding and Combatting
(Sue et al., 2007).

Microagressions in post secondary
Education
https://www.higheredtoday.org/2016/
07/27 /understanding-and-combatting-
microaggressions-in-postsecondary-
education/

Types of Microaggressions:

Microassault — Explicit, verbal, and non-verbal
derogatory remarks.

Microinsult — Subtle remarks about a person's
minoritized identities that are insensitive demeaning and
rude.

21 Racial Microaggressions You
Hear On A Daily Basis -
https://www.buzzfeed.com/hnigat
u/racial-microagressions-you-
hear-on-a-daily-basis

Microinvalidation — An experience that excludes,
negates, and nullifies a persons minoritized reality.

Recognizing Microaggressions and the
Messages They Send -
https://academicaffairs.ucsc.edu/events/
documents/Microaggressions_Examples

Related Topics

Cultural Competency - is the ability to understand,
communicate with and effectively interact with people
across cultures. Cultural competence encompasses:

being aware of one's own world view. developing positive

attitudes toward cultural differences. It is important to note

that cultural competence is never fully realized, achieved,
or completed, but is rather a lifelong process.

"Addressing cultural humility
and implicit bias in
information literacy sessiol

https://youtu.be/RyWxuCMM
XDA

Cultural Humility - is a process of ‘committing to an
ongoing relationship with patients, communities, and
colleagues’ that requires ‘humility as individuals
continually engage in self-reflection and self-critique.'
(Tervalon & Murray-Garci’a, 1998)

Citations:

Alabl, J. (2015). “This actually happened": An analysis of librarians’ responses to a
survey about racial microaggressions. Journal of library administrations, 55 179-
191. https://dol.org/10.1080/01930826.2015.1034060

Elturk, G. (2003). Diversity and cultural competency. Colorado Libraries, 29{(4), 5-
7.

Implicit Bias - refers to the attitudes or stereotypes that
affect our understanding, actions, and decisions in an
unconscious manner. (kirwaninstitute.osu.edu)

Tervalon, M. & Murray-Garcia, J. (1998). Cultural Humility Versus Cultural
Competence: A Critical Distinction in Defining Physician Training Outcomes in
Muiticultural Education. Journal of Health Care for the Poor and Underserved 9(2),
117-125. Johns Hopkins University Press. Retrieved May 16, 2018, from Project
MUSE database.

Types of Microaggressions Impact of Microaggressions

Overtime, constant exposure to microaggressions
increases stress in an individual. It is draining both
emationally and psychologically and leads to
feelings of self-doubt, frustration, anger and
isolation (Alabi, 182)

Members of the marginalized groups may feel that
they need to "...justify their own existence and
activities.” (Elturk, 5)

Racial: Assuming an lvy League student of color was
accepted as an athlete and not on academic merit.
Slowing speech and pronunciation for people of color
assuming they are English Second Language
Imitating accents or dialects.

Disabilities: Using phrases like “You look so normal.”
Clapping after someone with special needs
completes an everyday activity
on their own without help like wash their hands.
Commenting that someone who has
mood changes is "Bipolar.”

Interrupt
Microaggressions

If someone is offended by an action or remark you have
made, be attentive and listen. Rather than be defensive,

Gender:
Concepts like “mansplaining”
Calling a woman an old maid if she isn't married.
Shaming a mother for breastfeeding in public.

grow from the interaction by turning a critical eye on
yourself and bias.
Include and invite groups that are traditionally

underrepresented in the library community by striving for

a diversity in programs and collections (Elturk, 6)

Be an Ally!

If you remain silent when microaggressions occur,
the target may believe that you agree with that
viewpoint. To be an ally, be vocal and address the
statements and/or behavior.

Listen to others' concerns and try your best to not
be judgmental or defensive.

Support and enforce policies, practices, and
procedures that allow for equal access and
opportunity.

Make accountability central.

Promote cultural humility and open communication.

Myth of meritocracy “Everyone in this society can
succeed, if they work hard enough.”

Using phrases like “That's so gay.” or "l feel gypped.”

Actions without words: Store associates following a
person of color who is shopping around a store.

Identifying Microaggressions

By definition, microaggressions are inadvertent
and can range in subtlety. There is a lack of
diversity in the library field which can be a form
of an environmental microaggression. With this in
mind, minoritized people can feel "outnumbered”

Citations
though this may not t?e the mFenlmn ot the library Sue, D.W., Capodilupo, €M, Taring, 6.C., Bueceri, .M., Holder, AM.8.,
community (Alabi, 189). Madal, K.L., in, M. [2007). Racial Mi i Everyday
. Life: for Clincal Practice. il
This can lead to hyper-awareness of the different

271:286. DOI: 10.1037/0003-D66X 62.4.271
Author Unknown. [2015). State of the science: Implicit bias review. Retrieved from
[T

types of microaggressions mentioned before which

e
shouldn't be confused with a person just being Murray-Garcia | & Tervalon, |. (1958 [ullur:;umll‘:!\wmu;(ul!llul competence:
o i dofining physici " P
sensitive. education. Retrieved from
nebinim.nih
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Cultural Competency
in
Youth Librarianship

Talking Points:
How to Interrupt and
Correct Microaggressions

Example Microaggression: To a person of color, “Where
are you from?"

Example Interruption: Do you mean

Or are you inguiring about my cul

Do not get i fiately . Respond to the

speaker by restating their question which may give
the speaker a chance to hear how their statement

came across to you.

shere was | born?
iral background?

Example MA: Giving a class tour to children with special
needs, a colleague is overheard saying, “Some of those
kids don't even look disabled?"

Example Int.: “There are many disabilities that are not
visually obvious. In fact, many disabilities are called
“invisible disabilities™ until a child is of school age. Here
are some resources for you to become more aware.

In addition to interrupting the microaggression,
educate them on the topic. Suggesting resources that
will help them become more aware may prevent the

incident from happening again.

Example MA: Patrons are complaining about a mother
who is breastfeeding in the Children's Room at the library
Example Int.: Respond with information, "As of February

2018, all 50 states and the District of Columbia
legally allow women to breastfeed in public.”
Inform the patron of the specifics. In this situation, a
legal right of the person in the given situation. More
information can mean a better understanding and

raise awareness.

Example MA: Imitating accents or dialects
of a patron or colleague.

Example Int.: | do not agree with how you are mocking
someone of their differences. | would like you to stop.
Follow up with management or if necessary
Human Resources.




