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Introduction 

UNL Libraries assessed the climate of the library using the ClimateQUAL®: Organizational Climate and 

Diversity Assessment in March and April of 2009.  There was a 100% participation rate with a completion 

rate of 98%.  ClimateQUAL® survey measures the health of the organization in multiple work climate 

dimensions.   According to the final report the results  ―…revealed a strong and healthy organization. UNL’s 

average scores were some of the highest among 23 participating libraries in 5 of the 26 variables measured.  

Library employees have indicated that we have a healthy climate for task engagement, valuing diversity (for all 

groups), lack of organizational withdrawal, continual learning, and lack of task conflict.‖   (Westbrooks and 

McFarland 2009, p.2)  According to the definition of a healthy organization, the library has shared with the 

faculty and staff the priorities and values and they are aware of the behaviors that are rewarded and supported 

and expected in the organization. (Lowry and Hanges 2008).   

The diversity committee is a diverse group that represents all of the major departments, rank (faculty, 

managerial/professionals, classified staff), racial and ethnic backgrounds, gender, and sexual orientation.   

Because of this the diverse composition of this group, it can provide various perspectives about diversity-

related issues in the library.  The committee primarily focused on the Climate for Deep Diversity and Climate 

for Demographic Diversity.  The committee hopes that the information in this report will move the library 

from a having a good climate to having a great organizational climate.   

The charge to the Diversity committee was to  

1. Identify questions and information gaps that will help us understand the results of the survey 

2. Identify salient issues  

3. Look for the patterns within and between the subgroups; and 

4. Develop a brief report with recommendations 

Climate for Deep Diversity—the degree to which an organizational environment is created through 

practices and policies contributing to the equality between minorities and majorities. 

 Standardized Procedures—the degree to which an organizational environment is created 

through practices and policies contributing to the equality; the consistency of application of 

procedures across subgroups. 

 Valuing Diversity—the degree to which equality between minorities and majorities is valued; 

the extent to which the organization values diversity and diversity-related initiatives. 

Climate for Demographic Diversity-- perceptions of team climate for acceptance of diversity in:  
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 Race/ethnicity –extent to which the library supports racial diversity 

 Gender –extent to which the library supports diversity of gender 

 Rank –the extent to which the library has a climate that supports diversity among employees 
of different rank. 

 Sexual Orientation –the extent to which the library supports diversity related to sexual 
orientation.  

Overall the final report showed the library scored above average on these climate measures for deep diversity 

and demographic diversity when compared to the other institutes that administrated the survey (Westbrooks 

and McFarland 2009).   So the challenge was to look deeper into the survey’s results to see what the diversity 

committee and library administration can do to improve the library’s climate.   

The survey did not provide data explaining why there were gaps or differences between and among 

departments or subgroups.  Furthermore, the survey did not include explanations for the responses that were 

received.  Consequently, the strategy of the committee was to discuss possible issues related to gender, rank, 

and the category of race and ethnicity.  The committee also looked at the statistical differences between the 

minority and majority groups to address topics with the lowest scores and the largest gaps in the breakdown 

of gender (male vs. female), rank (faculty vs. staff), and race (white vs. non-white).  Although we found 

numerous gaps between subgroups, not all of these gaps were significant; therefore they will not be covered 

in this report.  The information in this report is based on the committee’s interpretation the perception of the 

results.   Although there was no demographic information on sexual orientation, we spent time discussing this 

issue.  Several questions and concerns were raised about the absence of sexual orientation data.  

Recommendations for future study 

Two issues were excluded from the ClimateQUAL results and are recommended subject areas needing 

further research and study.  These issues include sexual orientation and age/intergenerational issues.   

Conversations within the committee indicated that the lack of data on sexual orientation and age limited the 

committee’s ability to fully identify or assess potential climate problems within some groups and between 

some groups.  

Report 

Across the categories of rank, gender, and race/ethnicity, the following climate measures emerged from the 

survey as the most important climate issues for the library:  climate for psychological safety, distributive 

justice, procedural justice, and informational justice.   

Under each climate measure for each category (rank, race/ethnicity, gender) there are general observations 

from the data, and what follows is a list of selected issues and recommendations that the diversity committee 

and library administration should consider.   

1.  Climate for Psychological Safety 
The degree to which employees feel the organization is a safe environment for offering opinions and 
taking risks. 
 
A.  Rank 
Observations:  The average non-librarian, which included managerial/professional and classified staff, score 
was lower than the average librarian in the measure for demographic diversity and deep diversity.  Among all 
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library employees, the breakdown of rank was faculty 35% and non-faculty 62.1%.  There was missing data in 
this field for 2.9% of the surveys.    
 
Some of the main issues and perceptions were:   

 There are perceptions that some staff are uncomfortable about sharing their opinions and it is not 
safe to voice concerns and issues without negative repercussions in some departments 

 There does not seem to be a clear way to address problems and issues with someone outside of the 
department or the library.   Who and where do you discuss issues with outside the department, 
Associate Deans? or the Dean?   Is there a process to express problems in the library?  What is the 
grievance process in the library or university? 

 Some issues are not communicated or ―not heard‖ by the supervisor.   
 

Recommendations for Improving Psychological Safety for Faculty and Staff 
Diversity Committee should consider: 

 Organizing a series of sessions with UNL EPA consultant, Floyd Sylvester, to discuss rank issues in 
small groups within the same level.   The themes from the sessions could be shared with the 
representatives from faculty, managerial and professional, classified staff organizations to agree on 
solutions. 

 Facilitating discussion on gender and power issues.  
 

Library Administration should consider: 

 Disseminating information about how the University deals with grievances 
 

B. Race 
Observations:  The average white staff and faculty had higher scores than the average non-white staff and 
faculty.  Non-white staff had lower scores in psychological safety, valuing diversity, and psychological 
empowerment.   Among all library employees the breakdown of race was reported to be 86.4% "White", 
10.7% "Other", and 2.9% did not indicate race/ethnicity 
 
Some of the main issues and perceptions were: 

 Some staff have misinformation about the skills and abilities of non-white staff. 

 How do non-white staff deal with misperceptions and biased behavioral without negative 

repercussions?   

 There are perceptions among staff that there is favoritism based on racial and ethnic group, which 

may lead to tokenism e.g. ―poster child‖ for diversity and stereotypes. 

 Race is an emotional topic full of misconceptions and ―hot buttons‖.  Finding a safe place to voice 

concerns is difficult.  

 
Recommendations for Improving Psychological Safety for Whites and Non-whites 
Diversity Committee should consider: 

 Creating a Diversity blog with information about social justice and privilege, and hidden bias 
information. 

 Providing a way for staff to anonymously ask risky questions; similar to Dear Abby, letters—answers 

can be posted to everyone in a diversity blog. 

 Developing ongoing discussion circles based on a book or a video dealing with issues of race and 

ethnicity. 

Library Administration should consider: 
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 Bringing in a consultant to continue the conversations to find common ground about difficult topics 
related to race/ethnicity, gender, rank, and sexual orientation. 

 Providing the diversity and staff development committee with additional funds to invite an outside 
consultant to address climate issues every two years.   

 
C. Gender 
Observations: Average male scored higher in every climate measure than the average female.   Among all 
library employees, the breakdown of gender is male 28.6%, female 65.7%, there was missing data for 5.7% of 
the staff.    

 
Some of the main perceptions were: 

 There were no concrete issues identified between the male and female staff and faculty. 

 There is the perception that gender dynamics and personal family issues impact the work 

environment. This can include childcare issues, familial obligations during work time, etc. which 

impact how people are viewed by peers.   

Recommendations for Improving Psychological Safety for Men and Women 
Diversity Committee should consider: 

 Arranging a forum for males to discuss issues related to the workplace. 

 Providing information on female dominated professions and dynamics in the workplace.  What are 
the characteristics of these environments?  This information will expose our biases and prejudice.   Is 
there workplace bullying with people of the same gender?  What impact does gender have on  issues 
with task engagement and conflict?   
 
 
 

2.  Distributive Justice:  
The degree to which staff perceives that rewards are fairly distributed based upon performance. 

 
A.  Rank 
Observations:  The average librarian, which included faculty, scored higher than the average non-librarian, 
which included managerial/professional and classified staff for demographic diversity.  Among all library 
employees, the breakdown of rank was faculty 35% and non-faculty 62.1%.  There was missing data in this 
field for 2.9% of the surveys.    
 
 
The main perceptions about rank were:   

 There is a lack of understanding on how merit is distributed within and among the ranks in the 

faculty (associate, assistant, and full professors), managerial/professional, and classified staff. 

 There are problems with salary equity and compression in higher ranks.  It is difficult to reflect salary 

based on years of experience when compared to entry level salaries.   

Recommendations for Improving Distributive Justice for Faculty and Staff 
Library Administration should consider: 

 Continuing to discuss the procedures used to distribute merit.   

 Meeting with all ranks (faculty, managerial/professional , and classified staff) to discuss how merit 
decisions were made and how the budget was distributed each year after the budget is finalized.   

 Keeping employees active in the organization. This could include continuing education, job 
shadowing, attendance and participation in Staff Development workshops, serving on committees, 
and working on special projects.   
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 Finding ways to create opportunities to advance staff.  Make every effort to announce educational 
opportunities.   

 Exploring other ways staff can be rewarded e.g. develop additional staff awards and educational 
opportunities, flex time. 

 
Diversity Committee should consider: 

 Providing a forum to discuss what we like about working in this library and university.  Invite some 
supervisors to share how they creatively reward staff in non-monetary ways and create morale 
boosters in their department.   E.g. flex time, department lunches, mid-semester fun challenges, etc. 

 
B.  Gender 
Observations:  There was also a large gap between the average male and female in distributive justice and 
standardized procedures for deep diversity.  Some of these issues may be contributed to rank and this gap 
may be attributed to other demographic facts such as age or years of service.  Among all library employees, 
the breakdown of gender is male 28.6%, female 65.7%, there was missing data for 5.7% of the staff.    
 
(See Recommendations for Distributive Justice—Rank) 
 
 
3.  Procedural justice 
The degree to which staff perceives the procedures that determine the distribution of rewards are 
uniformly applied. 

 
A.  Rank 
Observations:  The average librarian, which included faculty, scored higher than the average non-librarian, 
which included managerial/professional and classified staff in the measure for demographic diversity.  
Among all library employees, the breakdown of rank was faculty 35% and non-faculty 62.1%.  There was 
missing data in this field for 2.9% of the surveys.    
 
The main issues and perceptions were: 

 The system for advancement is different for faculty & staff, e.g.   NU Values, promotion and tenure  

 Some staff believe they do not have access to resources and support to take leadership positions, e.g. 
travel opportunities, leadership workshops 

 Some faculty may have taken credit for work performed by non-faculty. 
 
Recommendations for Improving Procedural Justice for Faculty and Staff 
Library Administration should consider: 

 Holding an All Staff meeting to articulate expectations for success and advancement in the learning 
organization (NU core values, Promotion and Tenure) for all ranks.  Discuss what individuals can do 
to develop skills needed to be considered for leadership roles and opportunities.   

 
B.  Race 
Observations: The average white faculty and staff scored higher than the average non-white faculty and staff 
in this measure for valuing diversity for deep diversity and demographic diversity.  Among all library 
employees the breakdown of race was reported to be 86.4% "White", 10.7% "Other", and 2.9% did not 
indicate race/ethnicity 
 
The main issues and perceptions were: 

 There is a perception that some white staff and faculty feel that non-white staff and faculty have 
privileges only because of their racial and ethnic background.   
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 There are hidden biases and stereotypes that make it hard to address these issues.  Some of these 
issues are related to misperceptions about affirmative action, discrimination, and prejudice. 

 Some white staff and faculty are uncomfortable with the administration’s desire to focus on racial 
and ethnic characteristics.  Issues of tokenism and stereotyping need to be explored. 

 

Recommendations for Improving Procedural Justice for Whites and Non-Whites 
Diversity Committee should consider: 

 Leading a forum on micro-aggressions in the workplace  

 Facilitating a discussion with a consultant to meet with white and non-white staff separately to 
discuss issues related to procedural and distributive justice.   

(See additional recommendations under Psychological Safety.)   
 

4.  Informational Justice 

The degree to which staff perceives the explanation for distribution of procedures and rewards are 

provided. 

A.  Rank 
Observations:  :  The average librarian, which included faculty, scored higher than the average non-librarian, 
which included managerial/professional and classified staff in this measure.  Among all library employees, the 
breakdown of rank was faculty 35% and non-faculty 62.1%.  There was missing data in this field for 2.9% of 
the surveys.    
 
The main issues and perceptions were:   

 Some staff feel like they do not have the information they need to do their jobs.  

 There is the perception that the daily operations may not connect to workload issues in the 
department.   

 New ideas sometimes are tabled at the department level without explanation. 
 
Recommendations for Improving Informational Justice for Faculty and Staff 
Library Administration should consider 

 Investigating ways staff can develop and present new ideas. 
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