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Executive Summary 

Over the last decade there has been growing awareness of the importance of diversity and inclusion 

(D&I) practices in businesses, universities, the public sector and local government. What started as 

awareness has shifted into advocacy and action to make change possible in organisational and 

business work practice. Much of the research around the benefits of D&I has proven time and again 

that not only is there a financial reward for having genuine D&I strategies informing decision-

making, but organisational growth/advancement and the innovation and discovery element of 

employee work is amplified with positive outputs and outcomes for all involved.  

Despite the research, case studies, and many businesses like ALLIANZ, LINKEDIN and Salesforce 

adopting and implementing fundamental changes to their organisations to ensure D&I is embedded 

in their organisations, the adoption of D&I in workplaces more broadly has been slow on the uptake.  

In early 2019 the State Library of Victoria and Public Libraries Victoria endorsed research into the 

importance and benefits of D&I for the Victorian Public Library sector. This research into Who Do We 

Think We Are? tackled the literature of this area from private corporation documentation, academic 

journal articles and public library publications to definitions of diversity, whiteness and belonging. 

The literature has proven to affirm what was assumed i.e a diverse workforce with strong feelings of 

belonging is better for organisational success, growth and innovation which is ultimately better for 

community stakeholders. Additional to the review of the literature in this field, Who Do We Think 

We Are? formulated a questionnaire, organised a focus group and held interviews with volunteers 

who felt they could contribute to the research outcomes of this report. The questionnaire attracted 

400 responses out of 1800 full time equivalent Victorian Public Library staff, 22% of the workforce. 

Local Government Areas across the state were all represented, and though the qualitative questions 

in the last part of the questionnaire were often skipped, the breadth of responses allowed adequate 

analysis of the answers received to draw conclusions from the entirety of the data. Including 

qualitative data has helped to make sense of the statistical demographic makeup by coming to 

understand how this shapes staff members’ identity in relation to their workplace and the effect 

that it might have on the overall success and sustainability of the workforce. “Diversity and inclusion 

describe characteristics: belonging is much more personal and emotive, it runs deeper” (Collins, 

2017). 

From the research engagement process key themes emerged: 

Lack of representation. Public library staff don’t see diversity in their workplaces. This 

directly affects their personal experience in the workplace and sense of belonging is 

compromised through casual racism, a lack of cultural sensitivity or understanding from 

colleagues. This extends to members of queer communities, those who are 

neurodiverse, those experiencing mental ill health, and those with a disability. It’s not 

just about the mirror, but about expanding another individual’s experience that 

broadens one’s worldview and demonstrates the breadth of humanity and 

representation. Even if, as participant 4 from the focus group stated that their 

community is predominantly white and the staff currently reflect that and thus there is 

strong mirroring, the mirror can often be a barrier and only embolden stereotypes, 

stigma, and stifle attempts to engage in D&I. It is worth asking, then, what message 

public libraries are sending the youngest of library visitors when normalisation is of that 

particular communities’ “status quo”? 

Functional background experience. Qualifications are contentious. There is a strong 

focus on library qualifications for traditional Library Technician and Librarian roles in the 

public library sector. As library staff move through the ranks to team leader and senior 

management positions, lacking the appropriate qualifications can block one’s 



advancement despite acquired knowledge and transferable skills. This expectation may 

explain why some are unable or disinterested in further study or it may well be a 

reflection of some who have reached the end of their career goals and are satisfied with 

where they stand. What has come from the data, though, is those people in senior 

management roles have proportionally higher number of library qualifications. 

However, who is being overlooked for these upper management roles simply because 

they lack library specific qualifications? It begs the question, “why the discrepancy in 

expectations, who created that and when?”  

Supporting the theory that working in libraries is often an individual’s second career, 

library staff are committed to or feel pressure to study to ensure they are considered for 

a role and demonstrate their commitment to working in the industry.  With the 

emphasis on library qualifications being a prerequisite to work in libraries, how might 

we continue to support and respect traditional skills whilst adapting our industry to 

reflect contemporary public library service? The sector celebrates diversity of its 

communities as part of its human-centred approach and is at the core of its business; 

it’s worth asking: how then can the sector welcome the diversity of its staff members’ 

learning, education and skill base? Public libraries are ever evolving to support 

communities via customer service and engagement, technology support and learning, 

social inclusion and demonstrated diversity. To encourage the respect for a broad range 

of knowledge and qualifications is of benefit to this evolution of community need and 

support. 

Ageism. From the qualitative questions it is clear that within the context of individual 

workplaces, if someone is “older” than their colleagues or “younger” than their 

colleagues, there is ageism occurring. Older workers expressed feeling redundant, 

irrelevant and as if everyone around them is simply waiting for them to retire. Those 

who identified themselves as being younger workers showed cross-analysis of their 

questionnaire answers with the common thread being they were mostly in casual 

positions, non-leadership roles, represent a majority of who is diverse in the public 

library workforce (both in terms of being culturally and linguistically diverse (CALD) and 

their professional experience) and lastly often stated in their qualitative answers that 

they felt their main value add was they were only good for ‘technology’ help. Although 

age is spread relatively evenly, engendered attitudes towards age reflect a pervasive 

sense of ageism that affects both the top and bottom of the spectrum. 

Recruitment framework bias. Many staff are aware of the recruitment and selection 

policies of their organisations, but didn’t feel enough is being done to ensure D&I is 

acted on through these processes. There was a general belief of good intent with room 

to improve. For instance, councils promote diversity in writing, but actual recruitment 

practices are lacking. However, some participants clearly support their organisation’s 

processes describing an openness and advocacy for D&I by adjusting recruitment 

practices specifically identifying benefits of staff from CALD backgrounds. However, it 

was agreed that recruiting people who identify with a disability, as LGBTQI, Aboriginal or 

CALD is needed whilst recognizing that diversity also includes older and younger people, 

one’s family status, religious practice and those who may be neurodiverse. For many, 

they feel making public library workplaces more diverse is of benefit, but policies and 

actions need to reflect this with targeted advertising and modernised recruitment 

strategies. Decision makers will find benefit in exploring the options available to expand 

the recruitment and training of staff to ensure a heightened awareness of their policies 

that support D&I and strengthen their workforce. 



Discomfort. Public library staff don’t like talking about race. Perception of one’s self by 

others is a newer approach in determining if a workplace is successfully implementing 

and supporting D&I, as successful D&I engenders feelings of workplace belonging. To 

have belonging is to experience that one’s true self is celebrated in the workplace. The 

questionnaire, provided a space of anonymity and thus the freedom for library staff to 

voice thoughts, beliefs and observations about how they are perceived by others in the 

workplace and many did not take the opportunity to respond or claimed not to know.  

Most of these respondents fit the status quo white Australian female. It’s worth noting, 

those who perpetuate the status quo and fit the stereotype of who works in a public 

library are less likely to be aware of their inherent privilege due to their whiteness and 

haven’t thus needed to ever situate themselves or think of themselves in relation to 

their colleagues. Other respondents who shared negative perceptions of diversity in the 

workforce further qualified and countered their negative statements with positive ones 

to demonstrate an understanding and acceptance of diversity, regardless of their own 

position. Respondents are aware that being negative or not open to diversity is not 

looked upon favourably in an industry that is welcoming and open to all diversity in the 

community and this is expected to include their own workplace. 

This research sheds light on why D&I is incredibly important to the public library sector and how 

individuals working in particular organisations feel about their experiences. For some with library 

policies and procedures that are wholly diverse-friendly and inclusive, results were positive (if not 

glowing) in terms of sense of belonging and pride in their workplace. For those who felt their 

organisations should and could be doing more, there was a disconnect from self-identity and the 

identity they shared with their colleagues. For those who did disclose what makes them differently 

abled or deviate from the “mainstream” (or those who could not hide their attributes), their 

experiences are worth deeper consideration and respect. It is highly encouraged for executives and 

managers in the Victorian Public Library sector to examine the case for D&I just as other leading 

libraries and organisations have and continue to do around the world.  

 

  



Introduction 

 

Purpose 
By asking Victorian public library staff “who do we think we are?”, this project intended to capture 

and evaluate the current state of diversity and notions of belonging within the Victorian public 

library workforce. The questionnaire was designed to afford agency of individuals to self-define how 

they identify allowing for autonomy to be expressed in the way participants view themselves and 

circumventing restrictions often applied in surveys. This means, for example, individuals who may to 

others appear to have a specific attribute or “biodemographic” (Moon & Christenson, 2019) doesn’t 

mean or imply the individual uses that attribute to define themselves. Of note, anecdotally, the 

common stereotype or perception of who works in a public library has been female-centric and 

Anglo-Australian which coincides with stereotypes from the US (Keer & Carlos, 2015). The 

questionnaire was designed to assist in gauging the public library sector’s current staffing landscape 

and determine if perception matched reality. A copy of this survey can be found in Appendix 4. 

Markedly, the research will provide an audit of the landscape as it stands and will assist industry 

leaders and public library managers to make informed decisions around diversity and inclusion as 

part of their workforce development strategies. It will also demonstrate the ways in which diversity, 

inclusion and belonging contribute to a successful workforce as it is understood that “without 

inclusion there’s often a diversity backlash” (Rashid and Sherbin, 2017).  

 

Background 
Diversity is a key for success and has been researched globally as part of maximising work practice in 

large corporations, universities, and the public sector including public libraries (Larsen, n.d.; Stone, 

2005). Evidence has shown diverse work forces are more resilient and successful due to earned trust 

and larger audience engagement from community and key stakeholders ensuring equitable service 

delivery. For the success of community advocacy within the public sector, research has shown that 

individuals who mirror, identify with, or are part of the community has sustainable and long term 

results (Farkas, 2019; Garrett, 2018) due to building reciprocal relationships of trust between 

individuals and the library (Johnson, 2012; Varheim, 2014). “There is increasing appreciation that 

acquired diversity is... relevant, as it too contributes to the diversity of thought, leadership, and 

managerial styles companies seek” (Hunt, V., Prince, S., Dixon-Fyle, S., & Yee, L. 2018). Acquired 

diversity is envisaged in practice as education level, qualification, or one’s socioeconomic 

background versus inherent diversity which is one’s age or gender (2018). 

Public libraries have an important role in working on behalf of the community. In order to honour 

the diversity of the communities, public libraries recognise the need to address their workforce 

development strategies and values in order to maintain relevance and sustainability into the future. 

If public libraries know “who we are” to their communities and recognise the necessity of exploring 

the significance of this, then they can continuously evolve in service to their communities and 

stakeholders. 

Thus far, the Victorian Public Library sector has participated in multiple skills assessments and audits; 

however, these surveys and questionnaires have yet to address (bio)demographic and personal 

attribute diversity of the workforce. This gap in the research space has been identified by the State 

Library of Victoria (SLV). Both Public Libraries Victoria (PLV) and SLV endorsed the necessity of 

research in this field and a state-wide investigation into workforce diversity to seek 

recommendations moving forward.  

 



Discussion 

Literature Review  
For the purpose of this research the terms diversity, inclusion, and belonging will be referred to 

collectively as diversity and inclusion (D&I). This encapsulates the following: 

● “Diversity can be defined as the sum of the ways that people are both alike and different. 

Visible diversity is generally those attributes or characteristics that are external. However, 

diversity goes beyond the external to internal characteristics that we choose to define as 

‘invisible’ diversity. Invisible diversity includes those characteristics and attributes that are 

not readily seen. When we recognize, value, and embrace diversity, we are accepting, 

valuing, and embracing the uniqueness of each,” (Apadoca, Fuller-Gregory, Hulsey, Pendroff 

& Wilson, 2017). 

 

● “Diversity describes the breadth of range of talent – are you reaching and attracting people 

from many backgrounds, ethnic heritage, gender, sexual orientation, socio-demographics, 

parts of the world, different styles of thinking? This matters because you need to appeal to 

best talent,” (Collins, 2017). 

● “Inclusion means actively including everybody in tasks, teams, conversations and 

developments. This matters because it means the organisation is making the most of all of 

its talent, and because it means everybody has a fair basis to contribute to the organisation 

and fulfil their potential. It’s rewarding and motivating all round,” (Collins, 2017). 

● “Belonging means being part of a group, sharing the confidence, security and allegiance that 

brings. Belonging is both individual and collective. It’s deeply programmed in our tribal 

nature. Belonging matters because it’s how we share effort and resources to get further 

faster,” (Collins, 2017). 

 

Social, job-related and biodemographic variables or attributes contribute to cultural identity. 

Specifically, this includes gender, ethnicity, race, nationality, linguistic, religious, sexual identity, 

functional background and qualifications / employment status. Particular (bio)demographics and 

their associated features permit membership to distinct and unique sociocultural groups that 

operate with their own worldview, values and needs among other things (Nagel, 1994). The degree 

to which someone identifies with or expresses a connection to a cultural identity is fluid, dependent 

on personal and sociocultural context, and “according to [a] constructivist view...reflect[s] the 

creative choices of individuals and groups as they define themselves and others” (Nagel, 1994). 

It is salient to note that where cultural identities coexist there are inherent and complex power 

dynamics in which some cultural groups express or have greater power. Globally it is understood 

that white people, or those passing as white, as a group have more power than ethnically diverse 

minority groups (Jacques, 2003). These hierarchies of power and influence include but are not 

limited to the relationship of whites over Indigenous and people of colour; heteronormative 

identifiers over queer identifying communities; Judeo-Christians over Muslims; and the educated 

over the non-educated.  

Representative bureaucracy has long been at the helm of informing how diversity can impact public 

service performance. It assumes that effective government departments include staff that represent 

the social demographic make-up of their community stakeholders. When symbolically represented, 

or the bureaucracy “mirrors” its community, greater trust and cooperation from client groups has 

been observed (Riccucci, Van Ryzin, & Lavena, 2014). When active representation occurs, whereby 



bureaucrats from minority backgrounds hold discretionary positions they can directly inform 

decisions that reflect their own values benefiting those minority communities and indirectly change 

the behaviour of their colleagues to enhance overall organisational performance (Meier & Morton, 

2015). 

This “learning” logic has also been picked up in an earlier study by (Ely & Thomas, 2001) who 

identified work group functioning of diverse teams have greater capabilities to advance the mission 

of an organisation and reframe their core tasks to align more closely with the communities that they 

serve. They found workgroup diversity to deliver successful outcomes through an “integration and 

learning” lens in which the “insight, skills, and experiences employees have developed as members 

of various cultural identity groups are potentially valuable resources that the work group can use to 

rethink its primary tasks and redefine its markets, products, strategies, and business practices.” Ely 

and Thomas’ research identified that shared knowledge of the group grew through cross cultural 

learnings, tethering the responsibility to serve particular communities away from just the culturally 

identifying members to the whole team in which staff take up as tasks on their own, positively 

affecting the division of labour (2001).  

Thus, diversity leads to success and this has been ably demonstrated in various sectors and 

companies across the world (Hunt, Prince, Dixon-Fyle & Yee, 2018). According to the report, 

Delivering Through Diversity “the statistically significant correlation between a more diverse 

leadership team and financial outperformance demonstrated three years ago continues to hold true 

on an updated, enlarged, and global data set” (Hunt, Prince, Dixon-Fyle & Yee, 2018). Companies 

and CEOs across the globe are seeing the value in inclusion and diversity not only to attain financial 

reward but to “unlock the full potential of our people, our brands and our businesses” (Top CEOs to 

Lead and Share Best Practices for Leadership, Diversity and Success at 2019 Middle East Edition of 

Break the ceiling touch the sky(R), 2019).  

Diversity drives innovation, results in higher-quality work and aids in discovery (Ebersole, 2018; 

Hunt, Prince, Dixon-Fyle & Yee, 2018 ). This has led to companies and industries across the world 

taking a new look at D&I. Positive outcomes of D&I integration into a workplace includes increased 

innovation and customer insight, attracting the best of the talent pool at time of hire, improved 

quality of decision making, improved image and reputation leading to ongoing relevance to 

stakeholders and communities, and employee satisfaction and retention (Hunt, Prince, Dixon-Fyle & 

Yee, 2018). Though organisations strive for the outcomes related to D&I in their workplaces, not all 

attempts end successfully. As Sherbin and Rashid suggest in their article “Diversity doesn’t stick 

without inclusion” often diversity and inclusion are assumed to be one and the same. However, “[i]n 

the context of the workplace, diversity equals representation. Without inclusion, however, the 

crucial connections that attract diverse talent, encourage...participation, foster innovation, and lead 

to business growth won’t happen” (2017).  Becoming an inclusive and diverse organisation is not 

simple and is a reminder to public libraries that they cannot hire their way to diversity. (Hales, 2018). 

Successful companies build diversity into the business, rather than as an afterthought. (Ebersole, 

2018). Examples of organisations which have successfully implemented D&I include the British 

Computer Society’s proactive stance of offering  apprenticeships to encourage gender diversity, 

which would help alleviate post-Brexit Britain’s skills shortage and RMIT’s comprehensive Diversity 

and Inclusion Framework that offers clear action plans to address accessibility, gender equality, 

cultural inclusion, diverse genders, sexes and sexuality and students from low socio-economic 

backgrounds. 

In terms of the Victorian local government sector, City of Moonee Valley is working toward 

embedded D&I practices by enshrining within its MV2040 plan the theme of ‘Fair’, through which it 

aims to be a “city that celebrates diversity” (2019).  Objectives for this strategic direction include 

celebrating Wurundjeri heritage and culture, support social justice for Aboriginal and Torres Strait 



Islander peoples, foster respect and diversity, and celebrate their history and acknowledge their 

changing community. Another example can be found with The State Library of New South Wales 

which “encourages public libraries to develop strategic planning that considers the needs of diverse 

communities: Indigenous peoples’ needs and interests are vital for building public library services 

that embrace this principle” and further posits the necessity of “two-way learning, where librarians 

can engage in ongoing capacity building and understanding, can enable services to be developed for 

social inclusion. Indigenous peoples’ information needs, and the complexity of managing tensions of 

access, can be addressed appropriately through research and an informed service design,” (Thorpe 

& Galassi 2018). 

Earlier literature and research would point to the social benefits of inclusion and diversity, the 
equity of it, but what has become crystal clear is that there is a tangible cost for not being an 
industry that values inclusion and diversity. According to the McKinsey & Company report, the 
penalty for bottom-quartile performance on diversity persists (Hunt, Prince, Dixon-Fyle & Yee, 
2015, 2018). Overall, companies in the bottom quartile for both gender and ethnic / cultural 
diversity were 29% less likely to achieve above-average profitability than were all other 
companies in our data set. In short, not only were they not leading, they were lagging and there 
are pitfalls to homogeneity which can cost an industry innovation and discovery (Ebersole, 2018). 
A study of the lack of racial diversity in the state of Michigan’s workforce found lack of diversity 
impacts the state's economy to the tune of billions of dollars (Nichols, 2015). The Altarum 
Institute estimates that if the average adult person of colour achieved the average income of his 
or her white counterparts at each age, total Michigan earnings would increase by 7.5 percent, or 
$16.2 billion in 2012. The article highlights the negative impact and financial cost imposed on the 
state when there is a lack of D&I.  

Methodology 
To ascertain an understanding of the current state of diversity in Victorian public libraries, a 

questionnaire was developed containing both quantitative and qualitative questions that sought to 

gather demographic information around representation or an identification with gender, age, 

religion and language or cultural groups. Further, questions were asked to determine demographic 

data around education and skills background. For the qualitative aspect of data seeking (see 

Appendix 4 for a copy of the questionnaire) open field questions were structured to give space for 

individuals to answer in their own words within the questionnaire, a focus group was held, and 

interviews were conducted with individuals around their experiences working in Victorian public 

libraries and their views on the workforce. 

In terms of how all the gathered data will be analysed, constructivist-grounded theory informed the 

analysis approach. Systematic analysis was conducted by synthesising the data through “qualitative 

coding” (Benequisto, 2008; Lockyer, et.al,2004) in order to make comparisons from any theories or 

themes which may arise from the documents (Charmaz, 2006). This consistent comparative method 

(Charmaz, 2006)  is adequate for helping formulate an approach to the thematic analysis (Gomm, 

2004) of the questionnaire responses. Within Survey Monkey there is capacity to “tag” responses 

with key terms (coding) which assisted in sorting and grouping the qualitative data.  The process 

then involved initial readings of the open field responses from the questionnaire and developing 

overviews and conceptual patterns arising from the analysis from which insights and relationships 

within the datasets emerged (Harding, 2006 p.132).  

 

 

  



Considerations 
 

• Breadth of survey responses 

In statistical research spheres, the result of 400 responses out of an EFT workforce of 1800 is 

considered substantial for asserting specific analytic results; however, the 400 people who 

had opportunity to respond may not accurately represent the specificity of a particular 

workplace within that workforce. It is also understood staff in non-permanent roles, those 

staff not having access to PLV e-mails, or not having access to off-desk time may not have 

had the opportunity to contribute to this research project. 

• Incomplete datasets 

Four of the results appeared as if individuals scrolled through the questionnaire without 

submitting any answers. 

• Occupational naming 

For the purpose of this questionnaire, more traditional occupation descriptions were used to 

signify occupation descriptions within a public library setting.  It is recognised the terms used 

across the sector are often not interchangeable or may not be applicable in every workplace 

which contributes to various interpretations regarding pay scale, work responsibilities and 

duties. 

 

  



Findings and Analysis 

In the following subsections can be found the analysis of the data and other intersectional, cross 

analysis which helps highlight where the Victorian Public Library workforce currently stands - a 

barometer of "who we think we are" as a way of gauging the current work environments. Each 

aspect of the questionnaire is addressed.  

 

How old are we? 
Despite notions that our workforce is ageing, age groups were fairly balanced around 20% with 

smaller segments for those aged 65+ and under 24. 

 

  



Where were we born? 
More than three-quarters of the Victorian Public Library workforce were born in Australia (83.5%). 

The United Kingdom (5.3%) (5.1% identified England as their country of birth) and New Zealand 

(1.8%) were the next most common countries of birth. 

Australia’s Census data places China and India as the subsequent most common countries of birth 

for the general population.  However, it was revealed via this survey Sri Lanka (1.5%), USA (1.5%) 

and France (1%) to be the subsequent most common countries of birth. 

 

Country of Birth PLW VIC AUS* 

Australia 83.5% 71.7% 66.7% 

United Kingdom 5.3% 3.5% 3.9% 

New Zealand 1.8% 1.6% 2.2% 

Sri Lanka 1.5% 0.9% 0.5% 

USA 1.5% 0.3% 0.4% 

France 1% 0.1% 0.1% 

China 0.3% 2.7% 2.2% 

India 0.8% 2.9% 1.9% 

    

   PLW = Victorian Public Library Workforce 

   VIC =  Victorian population (source: profile.id.com.au) 

   AUS* = Australian statistics combined from abs.gov.au and profile.id.com.au 

 

 



What is our cultural background? 
Over 300 ancestries were separately identified in the 2016 Census. The most commonly reported 

ancestries were English (36%) and Australian (34%).  

 

A further six of the leading ten ancestries reflected a European heritage. The two remaining 

ancestries in the top 10 were Chinese (5.6%) and Indian (4.6%). 

The Aboriginal and Torres Strait Islander population has increased since 2011 from 2.5% to 2.8% of 

the Australian population. Less than 1 per cent (0.5%) of survey respondents identify as an 

Aboriginal or Torres Strait Islander. 

 

 

 

 



 

 

The survey results suggest there is a limited understanding of what is meant by cultural background. 

Almost half of respondents used “anglo-“ and “Australian-“ prefixes to nuance their cultural 

background by nationality or ancestry, while others asserted “I don’t know” or “None, I’m white”. 

The majority of those who gave prefixed responses merely segmented anglo-saxon / caucasian 

heritage into a vast number of variations. 

Whiteness is often invisible to white people, and this perpetuates a lack of knowledge, or awareness, 

about cultural identity. (Hooks, 1992). It shapes how white people view themselves and others, and 

places white people in a place of structural advantage where white cultural norms and practices go 

unnamed and unquestioned (Frankenberg, 1993). The survey revealed the effects of naming and 

questioning these cultural norms; it prompted participants to frame their culture with their ethnicity 

instead, perhaps in response to being unaware of their “whiteness” or that they sought to justify 

their perceived lack of culture by adding a prefix; attempting to supplement their cultural identity 

with something “other”. There was almost no variation to the non-European /caucasian cultural 

backgrounds given by other respondents. 

 

 



Language: What language(s) do we speak at home? 
More than three-quarters of the workforce only speak English (80.9%). French (2.2%), Spanish 

(1.5%), Italian (1.5%) and German (1.1%) round out the top five languages spoken at home.  Notably 

all are European languages. 

In contrast, the top five languages spoken at home in Australia are Asian or Middle Eastern.  Less 

than 1% of survey respondents spoke an Asian or Middle Eastern language at home. 

 

Language Spoken at 
Home 

PLW VIC AUS* 

English 80.9% 74.1% 72.7% 

French 2.2% 0.3% 0.3% 

Spanish 1.5% 0.6% 0.6% 

Italian 1.5% 1.9% 1.2% 

German 1.1% 0.3% 0.3% 

Greek 0.8% 1.9% 1.0% 

Hindi 0.8% 0.9% 0.7& 

Punjabi 0.8% 0.6% 0.6% 

Croatian 0.8% 0.3% 0.2% 

Vietnamese 0.7% 1.7% 1.2% 

Arabic 0.4% 1.3% 1.4% 

Cantonese 0.4% 1.3% 1.2% 

Mandarin 0.0% 
 

3.2% 2.5% 

    

   PLW = Victorian Public Library Workforce 

   VIC =  Victorian population (source: profile.id.com.au) 

   AUS* = Australian statistics combined from abs.gov.au and profile.id.com.au 

 

 

 

Language: English as primary language 
English is the first language of 94% of the workforce. 

 

 



 

 

What are our beliefs? 
More than half of respondents are agnostic / atheist or simply do not follow a religion (61%), 

approximately double the average number of Australians who are not religious (30.1%). 

Other religions are adequately comparable across the rest of Victoria and Australia with Islam (0.3%) 

and Hinduism (0.0%) having less representation in public libraries staffing than the rest of the 

country. 

 

Religion PLW VIC AUS* 

No religion 61% -- 30.1% 

Catholicism 12.8% 23% 22.3% 

Christianity, nfd 12%* 2.5%* 2.6%* 

Anglican 3.4% 9.0% 13.3% 

Buddhist 3.1% 3.1% 2.4% 

Judaism 1.0% 0.7% 0.4% 

Islam 0.3% 3.3% 2.6% 

Greek Orthodox 0.3% 2.7% 1.6% 

Hinduism 0.0% 2.3% 1.9% 

Sikhism 0.0% 0.9% 0.5% 

Prefer not to answer 4.3% -- 8.9% 

    

   PLW = Victorian Public Library Workforce 

   VIC =  Victorian population (source: profile.id.com.au) 

   AUS* = Australian statistics combined from abs.gov.au and profile.id.com.au 

*Christianity was not further refined in our survey as it was in the Census survey. 

Some respondents might have chosen their denomination if it was presented as an option. 

 



 

  



Education: Who has library qualifications? 
25% of our workforce do not have library qualifications. 56% of Library Technicians have a Diploma 

in library and information services, a position which traditionally required one (just 7% of Library 

Technicians have no library qualifications; the remaining Technicians have at least a Certificate IV). 

80% of Librarians have at least an undergraduate degree - up to 15% have a Masters degree or 

greater. In contrast, only 60% of Team Leaders/Branch Managers have a qualification equal to or 

greater than an undergraduate degree - 17% have no library qualifications at all. 

Senior Managers fare better with 72% holding university qualifications. 

 

 

 

 

  



What other skills do we have? 
Other than Library and Information Services studies, those working in libraries bring a wide variety of 

skills and experience.  

36.3% of staff with a library qualification also have an additional Certificate IV (or equivalent) in 

another discipline. 47.5% also hold an undergraduate degree in another discipline. 13.5% also hold a 

postgraduate degree (including masters and PhD) in another discipline. 

 

The most common certificate skills are in Teaching/Education (12.6%), Business (12%), Training and 

Assessment (8.2%), Leadership and Management (6%), Graphic Design/Illustration (4.4%) and 

Information Technology (4.4%). These skills are easily transferred into our industry. 

 

 

The most common undergraduate degrees held by staff are Arts (36%), Education (8.1%) and 

Communication (4.1%).  

The most common postgraduate degrees held by staff are Education (23.7%), Publishing and Editing 

(11.9%), Business (10%), Museum Studies (8.4%) and Human Resources (3.4%). 



 

 

Many survey respondents included their major field of study or specialisation; Professional Writing, 

Media, History and Journalism were among the most common across both levels of degrees. There is 

considerable breadth of qualifications and experience to our workforce when considering these 

results. 

  



 

Additional findings 

 
 What roles do queer people occupy (in comparison to identified heterosexuals)? (n=55/400) 
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Library Officer 5.8% 49.8% 44.4% 

Library Technician 1.0% 71.2% 27.8% 

Librarian 2.5% 75.3% 22.2% 

Team Leader/Branch 
Manager 

3.3% 96.7% 0.0% 

Senior Management 1.3% 98.7% 0.0% 

Other 0.8% 93.6% 5.6% 

 

What is the employment status of queer people in our workforce (in comparison to identified 

heterosexuals)? (n=55/400) 
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Full time, permanent 13% 84% 3% 

Full time, temporary 21% 64% 14% 

Part time, permanent 13% 75% 13% 

Part time, temporary 17% 75% 8% 

Casual 22% 70% 8% 

Other 0% 67% 33% 

 

 

 

 

  



What roles do people with English as an additional language occupy (in comparison to those with 

English as a first language)? (n=23/400) 

 

 

EA
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EFL 

Library Officer 26% 74% 

Library Technician 17% 83% 

Librarian 17% 83% 

Team Leader/Branch Manager 13% 87% 

Senior Management 22% 78% 

Other - IT Technician (n=1) 4% 96% 

 

 

What roles do people with disability (who also require workplace adjustments) occupy in 

comparison to those who do not have a disability? (n=10) 
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Library Officer 1.7% 98.3% 

Library Technician 0% 100% 

Librarian 5.2% 94.6% 

Team Leader/Branch Manager 0% 100% 

Senior Management 1.8% 98.2% 

Other 5.6% 94.4% 

 

  



Qualitative Question and Response Analysis 

All signs of whether or not diversity initiatives, intentions or attempts are succeeding in a workplace 

are measured by being able to answer positively to such questions as “do our staff feel like they 

want to go to work everyday” and whether it is a safe environment for them to be who they are or 

not (Hale, 2018; Villagran, 2018). Further, being able to ascertain staff members’ feelings of inclusion 

and belonging is to determine if one’s organisation has successfully implemented diversity strategies 

into their planning. Rather than fulfilling a quota, ticking a proverbial “diversity hire” box or simply 

choosing a woman over a man for a leadership role because she is a “she” is not an indicator for 

success. Sherbin and Rashid write in their article for Harvard Business Review “[i]t’s easy to measure 

diversity: It’s a simple matter of headcount. But quantifying feelings of inclusion can be dicey. 

Understanding that narrative along with the numbers is what really draws the picture for 

companies” (2017).  

In the analysis of the following six qualitative questions it’s clear that half of Victorian Public Library 

staff have a positive feeling about their workplace.  It may well be that their workplaces are inclusive 

ones with high levels of psychological safety for those individuals. However, when the data was 

delved deeper into, it was clear those who expressed less than positive feelings did not uphold the 

status quo in their behaviours, personality, education level or qualification, and had varying 

biodemographics that differentiated them from their “mainstream”, Anglo-Australian colleagues. 

This notion of “mainstream” of course is variable dependent on LGA and socio-cultural influences of 

where one’s workplace is located. This aspect of the analysis is an opportunity for library managers 

and decision makers to take into consideration how these results may pertain to their specific LGA 

and how those results which may be less than positive have a place in future planning for D&I.  

 

  



On a daily basis, I feel like I belong in my workplace. (n=/400) 
By asking this question the intention was to obtain a barometer reading from public library staff on 
whether they feel as if they belong in their workplace. From a survey of 400 people, there were 326 
responses (74 people chose not to answer this question). Overwhelmingly, the staff either agree or 
strongly agree with the statement that they belong in their workplace (289 respondents).  There is a 
majority sense of belonging experienced by staff, though the homogeneity of the group must be 
taken into account when looking at this result. 
 

 

 

19 respondents disagreed / strongly disagreed with the statement, with 18 respondents neither 

agreeing nor disagreeing with the statement. 

Of those 19 staff that disagreed/strongly disagreed with the statement: 

● 9 (47.47%) have worked in libraries for more than 20 years  

● 11 (57.89%) are full time permanent staff 

● 7 (36.84%) are in senior management positions 

● 3 (15.7%)have a disability 

● 5 (26.32%) identify as LGBTQI  

289 staff agreed / strongly agreed with the statement. So the homogenous group for this data set: 

● has worked in libraries for less than 20 years (74.35%) 

● are permanent full time staff (55.6%) 

● work in middle management or main workforce (73.04%) 

● do not identify as having a disability (94.81%) 

● are straight/heterosexual (85.5%) 

Of the minority group that agree / strongly agree with the statement: 

● 73 (25.65%) have worked in libraries for more than 20 years  

● 160 (55.6%) are full time permanent staff 

● 49 (16.96%) are in senior management positions 

● 15 (5.19%)have a disability 

● 42 (14.5%) identify as LGBTQI  

  



I feel like I don’t belong in my workplace, when what makes me “me” (my politics, 

beliefs, religion, etc) becomes point of conversation, contention or judgement. (n= 

/400)  
By asking this question the intention was to obtain a barometer reading from public library staff on 
what the effect would be on their sense of belonging if what makes them “them” becomes a point of 
conversation, contention or judgement. 
 
From the survey of 400 people, there were 322 individual responses (78 respondents chose not to 
answer this question). A total of 78 respondents felt that if what makes them “them” were to 
become a point of conversation, contention or judgement they would feel like they don’t belong. Of 
the nine respondents that strongly agreed with the statement, there is a high number of people 
identifying as LGBTQI and those with a disability. 
 

 
 
On the other hand, 187 respondents disagree / strongly disagree. This suggests two possibilities: 

● They have misread the question / answered on auto pilot 
● They have always been part of the homogenous group or majority. 

 

  



When I speak up in my workplace about issues around equality, diversity, inclusion or 

accessibility, I feel heard and/or valued. (n=/400) 
By asking this question the intention was to obtain a barometer reading from public library staff on 
whether they feel heard / valued when they speak up about issues around equality, diversity, 
inclusion or accessibility. Again, this question is intended to gauge individuals’ sense of welcome, 
acceptance, and overall sense of belonging in their workplace. 
 
From the survey of 400 people, there were 342 individual responses.  58 respondents chose not to 
answer this question. 
 

 
Those that agreed (173 respondents) and those that strongly agreed (90 respondents) show that 
libraries are places where they feel safe in speaking up about these issues and being heard and 
valued. 
 
Of the 25 respondents that disagreed / strongly disagreed about feeling heard and valued when 
speaking up about issues around equality, diversity, inclusion or accessibility: 
 

● 10 have worked in libraries from 15 plus years 
● 6 are senior management / executive management / CEO 
● 10 care for adults 
● 10 care for children 
● 5 have a disability 
● 4 identify as LGBTQI 
● 14 are over the age of 45 

 
 

  



When thinking of the diversity of your workplace (considering age, ethnicity, culture, 

religion, disability, gender preference, professional experience and qualifications), 

how would you describe your workplace? 
By asking this question the intention was to obtain an internal read from public library staff on the 
general observations of diversity pertaining to their own workplace.  
 
From a survey of 400 people, there were 387 unique qualitative responses. Most respondents made 
both positive (95%) and negative (81%) comments about diversity in the workplace. This suggests 
that respondents recognised that while some features of diversity were well represented in their 
workplace, others may be lacking. 
 
Comments that were negative about diversity in the workplace were related to: 

● Demographic (81%) 
● Professional (3%) 

 
At 81%, negative comments related to demographics stood out as the most remarked on by 
respondents.  Respondents specifically identified that the lack of cultural background diversity 
(31%), and gender diversity (26%) were of greatest concern, followed by lack of disability 
representation (10%) and uneven spread of age (6%). 
 
Of less concern was the diversity of professional experience and or qualifications (3%) in which some 
respondents indicated that the workforce is dominated by those with a library qualification. 
 
Comments that were positive about diversity in the workplace were related to: 

● Demographic (53%) 
● Professional (10%) 

 
At 95%, positive comments related to demographics again stood out as the most remarked on by 
respondents. Of those demographic features, respondents made positive comments about diversity 
in their workplace in relation to age (32%) and cultural background (26%), then gender (11%), 
sexuality (8%) and religion (8%), followed by disability (6%). 
 
The breadth of positive comments across a range of demographic features might suggest that when 
they are present - it’s identifiable and embraced.  However, when a particular attribute such as 
sexuality, religion or disability isn’t represented within the workplace then perhaps an individual 
doesn’t perceive these as vital to a diverse workforce, or are topics not widely discussed in the 
workplace, so it remains an unknown. Noting here that cultural background and gender are the clear 
factors by which all respondents define their workplace. This can be attributed to more mainstream 
discourse and focus on cultural and linguistically diverse communities and gender profiling done 
widely within the public library sector. Only two respondents referred to Aboriginal or Torres Strait 
Islander representation in their workplace. 
 
Diversity appears to be a sensitive if not a contentious subject when respondents were personally 
asked to describe diversity in their workplace. Amongst respondents who made negative comments 
was a pervasive need to counter and qualify these with a positive comment about an attribute in 
their workplace which demonstrates that it is conducive to diversity. An example of this is a 
comment made by a respondent “the workplace doesn't have a lot of diversity, but we are open and 
embrace diversity” and another, “progressive in values but could be more diverse in areas of culture 
and disability” and also “whilst staff ethnicity, culture etc. isn't exactly diverse we are a very inviting 
and inclusive workplace. We embrace all cultures, ethnicities and language.” 
 
When referencing cultural diversity in their workplaces, respondents stated that they observed this 
happening predominantly at lower banding levels “less diverse than the Australian population, most 
diversity is found in the entry level roles (Band 3)” compared to management level where minimal 



cultural diversity representation was observed. “We're a diverse workplace on the library floor and 
in the backroom. Yet, management and leadership roles are not that diverse.” Respondents also 
remarked there was more cultural diversity amongst younger staff “the make-up of staff under 30 is 
much more diverse than those over 50.”  
 
Gender and age were inextricably linked throughout comments in which respondents described 
their workplace as ‘middle-aged’ and ‘female’, with gender highlighted as a marked imbalance. 
Many respondents described their workplace as female dominant “the most striking aspect of 
diversity is probably gender imbalance: our workforce is predominantly female.” With this also came 
a sense that others had been slighted by ageist attitudes “unless you are young (under 35) then you 
don't count in the workplace” and “a total lack of consideration for years of experience and 
knowledge.”  Some of the more expressive comments came from respondents who were describing 
negative attitudes held by colleagues towards gender diverse communities.  
 

Library qualifications were a clear point of contention amongst respondents who discussed this as a 
feature of diversity in their workplace with comments like “there is a mix of people professionally 
qualified and those that have on-the-job experience only. That has created tension in the past.”  
Respondents related concern at the number of library staff who did not hold formal library 
qualifications “Professional experience - Qualified Librarians <10, Librarian Techs <10, Unqualified 
>60.“ These were tempered with other more open views to workplaces where staff with diverse 
professional backgrounds were welcomed, “we have diversity in age, culture and professional 
experience (lots of staff have a lot of professional experience both library and non-library) which 
enriches our team.” Others expressed concern that limiting employment to those with library 
qualifications alone was problematic, “a push towards employing people already with (or studying) a 
library diploma/degree restricts new hires to people who have already chosen this as a career path 
may narrow perspectives/points-of-view?” 
 
Lastly, workplaces were highlighted by respondents as not being disability friendly both in attitude 
“disability - not much - librarians need to be on their feet mostly”, and with regard to the built 
environment, “there are some aspects of the physical space which could provide a barrier to people 
with disabilities working here.” Many described their workplaces as also lacking in disability 
representation seemingly “Becoming more adverse to having disabled staff.”  
 

  



How do you see yourself perceived by others in your workplace? 
With Q26 of the questionnaire it was hoped to ascertain how individuals saw themselves within the 

context of how their identity- their characteristics, personality, religious / political / gender / etc 

expressions were perceived within their immediate workplace- essentially how their colleagues may 

interpret another person’s “place” within their organisation. Some of the most commonly used 

descriptors are represented in the below pie chart: 

 

(Refer to Appendix 2 with analysis coding marked as positive, neutral, negative or unknown to reference specific LGA responses.)  

This question was asked as a way to gauge a sense of belonging, “in essence feeling as an employee 

that [one’s] authentic self is welcomed and celebrated so [one] can thrive” ((ModelExpand - Diversity 

and Inclusion Consulting, 2018). Establishing individuals’ feelings and perceptions of belonging are 

important as part of developing meaningful outcomes of D&I. It is thus important to note that 

integrating policies and procedures into workplaces that enhance and promote diversity is simply a 

starting point, not the answer. “...[D]iversity often gets linked to numbers and percentages, 

belonging ‘is about how you feel’ when you’re at work. ‘Do you feel valued? Do you feel like you 

should be there? Do you feel that your insights, commentary and perspectives matter?’” (Wharton 

School of Business Article, 2019).  Establishing a sense of self via an attempt to interpret how others 

may perceive one’s self is a way of articulating if one’s workplace is in fact an environment that 

offers individuals true belonging or simply ticks proverbial boxes in D&I.  

For many of the respondents, the results were a positive interpretation of self-via-other as seen in 

the below pie chart at almost 50%.  However, for those who had a more negative viewpoint (almost 

20% of responses) there were characteristics present in other aspects of their demographic data and 

their self-via-other description that sheds light on diversity markers and characteristics which may 

contribute to a less than positive experience.  

These markers broadly include ways people may feel discriminated against or experience bias; age, 

cultural / ethnic background, neurodiversity, lack of specialist qualification, chronic illness or 

disability. Some of the negatively “tagged” responses ranged from being seen as outspoken, too old, 

too young, unqualified because lacking a library degree though in upper management, being the 

“token” Asian to experiencing resentment from colleagues because of a chronic illness. These 



qualified statements are valid and unfortunately show the disadvantages of stereotyping and stigma 

which play a part in not feeling a sense of belonging.  

 

 

 

Of the 281 people who wrote answers to this question, it is worth noting that close to 25% chose to 

make the point they have no idea or are unsure of how their colleague’s may perceive them in the 

workplace rather than skipping the question. From general unknowing because the individual was 

new to their library organisation to judging the question being asked because worrying how others 

may perceive one’s self is an “unhealthy” activity, there were various ways individuals expressed 

doubt.  Examining and cross-analysing the demographic / quantitative questions related to those 

who responsed thus, the data shows the majority of this “unknown” group fits the homologous 

majority typically found in public libraries; white, Australian background or cultural identity, female, 

heterosexual, aged 25-44, no religious affiliation, no disability, and have a library qualification.  

Those who belong to the majority, who fit the mould of “traditional” library staff members are in a 

position of privilege because of their inherent whiteness (Galvan, 2017; Understanding Whiteness, 

2019). The position of privilege within the notion of whiteness implies that one does not need to 

self-analyse or be self-aware of their place amongst their colleagues. Contrarily, those who had more 

negative suppositions about how their colleagues may perceive them are highly aware of their 

being-ness (difference) in the workplace.  



 

Some responses coded within the 281 who answered Question 26 related both positive and negative 

possibilities for how they may be perceived by their colleagues. This duality points to the individuals’ 

deviation from the accepted perception of “normal” or the representative majority in their 

workplace, much like those who identified a more negative interpretation of this question. The 

following are specific examples of this dual perception (all sic): 

● Depending on the person, to some experienced and dedicated to others 

possibly not qualified 

● Some colleagues perceived me like others. But some staff treat me 
inconsistently. They are acting normally when other people present but 
show their loathe/disrespect regardless when they are alon[e] with me. 
They try to ignore my presence and make distance from me.  

● Generally positive but with areas of weakness. I find it hard to say. I'm 
not a neurotypical and I worry about what people think of me given that 
this affects the way I perform certain tasks and my strengths and 
weaknesses. Feel like there would be stigma and drawbacks to 
disclosing that kind of thing, but at the same time worry that without 
people knowing my background and how some brain stuff is different 
they might perceive certain things about me as negative.  

● Token asian for some, helpful team member for others. A good presence 
when needing to demonstrate diversity in my workplace. 

● They probably see privilege; a white male in a leadership role who is 
well-educated. Those who know me might understand that I identify 
very differently to the stereotype that might arise from that perception 
but I am conscious of what is afforded to me because of it. 

The knowledge of being perceived differently by some, especially when there are 
diversity markers or attributes in place, whilst at the same time being accepted by 
others may be a reflection of workplace culture that has yet to create inclusive cultures 
which would have made commitments to educate, upskill and integrate diversity 
policies and practices into their strategies. This commitment is part of reducing stigma, 
clarifying stereotypes and creating psychological safety amongst team members. “As 
noted diversity advocate Vernā Myers puts it, ‘Diversity is being invited to the party. 
Inclusion is being asked to dance’” (Sherbin & Rashid, 2017).  

 

  



How do you think your community feels about how much you, i.e. the library staff, 

reflect them? 
This question was included as a way to ascertain the feelings of the respondents regarding whether 
they thought they were representative of their community. The 400 surveyed respondents (395 valid 
responses), were asked to self-assess whether they thought they were representative of their 
community: 

● 116 left the field Blank 
● 37 were Unsure 
● 79 wrote a Positive Statement about their service/staff but did not answer the question 
● 46 felt that they Reflected the Community Well 
● 63 felt that they Did Not Reflect the Community Well 
● 32 felt that they Reflected the Community Well But Could Do Better 
● 12 wrote a Defensive Statement 
● 5 wrote a Negative Sentiment about their service / staff / community or themselves 
● 5 wrote a Neutral response 

 

 
 
What emerges from this question being asked is the fact that more people did not answer and left it 
blank (116 respondents). The number of non-responses for this question was notably higher than 
non-responses for other questions within the questionnaire. The next largest group of similar 
respondents are those who did not address the question asked but instead compensated by offering 
a positive sentiment (79 respondents) about how much “they are liked and respected by the 
community”, “they love us”, “we are seen as part of the community” and how “people feel 
comfortable visiting their branch.” 
 
63 respondents felt that they did not reflect their community well. About one in six of those, did flag 
that their library service is currently working towards addressing this gap. What this shows is an 
acknowledgement of the issue within the library service and the will to address the situation. The 46 
respondents who felt they were representative of their community understood why community 
seeing that reflection of itself in the staff is important. 

 
“Excellent! I had a little boy recently who said another staff member was 'like 
him' because of their cultural heritage (and possible sexual orientation). Which 
shows just how important it is for children to see people like themselves in 
positions of authority, or even just the visibility of a library.” 

 
The respondents that feel that they represented their community well (46) seem to concentrate 
their answers for diversity around race and colour. There is no mention of age diversity, except in 



the negative, only two mentions of LGBTQI staff, no mention of staff who may have a disability and 
two mentions of First Nations people. The feedback from the survey indicates that people’s 
perception of diversity primarily focuses on race. This may highlight an opportunity for organisations 
to educate and discuss varying diversities that make up society.  
 
Those respondents that were “unsure” (37 respondents) may point towards a reluctance in talking 
about diversity, a lack of understanding of the question or a lack of understanding of their 
community. It could also signal a sense of discomfort around the issue. The high rate of non-
response to this question could also indicate a reluctance to talk about the subject born from lack of 
information, lack of agency, not feeling safe, low care factor and or impetus to maintain status quo 
of others and warrants further study. However, those who addressed the question and 
acknowledged that they could do better (32 respondents) showed remarkable insight regarding the 
issue. 

 
“I must admit that I've never thought about this in this way.  
But if I am honest I think there is a large part of our community  
who would not feel well represented by the staff in our branch, and more widely 
our service. That isn't to say they feel unwelcome, but they wouldn't see a 
reflection of themselves in us.” 

 
It highlights that though many library services have made huge strides in I&D, there is still a way to 
go.  
 
Of the respondents there were 12 individuals who responded with what can be described as 
defensive statements. One could argue 12 out of 400 responses capturing this type of reaction is not 
a large statistic; however, these responses may point to a bigger issue around fear, lack of 
information, ignorance, assumption, misinformation and or reluctance to speak out. In these 
statements, the narrative is built around the tenets that community wants “knowledgeable staff 
rather than staff that reflect the demographics of the community”. This refrain assumes that 
knowledgeable staff and reflecting community demographics are mutually exclusive. Statements 
around not “sticking out” might hide a deeper issue of not feeling safe enough to have their say or 
asserting their majority by identifying with the homogenous group. Further, statements about how 
staff are “very generous in helping the community” or the “community are incredibly thankful for the 
service we provide” shows that the relationship between staff and community is viewed as that of 
benefactor and needy person, where, in the respondent’s view,  the library occupies “a dominant 
cultural position ” (Understanding Whiteness, 2019). Those with Negative Sentiments (5 
respondents) were negative towards staff / service / community / themselves and those with neutral 
responses (5) did not offer an opinion either way. 
 
What we can infer from the defensive, negative and neutral statements is that there is a lack of 
information, opportunity and low feelings of safety to discuss such issues. This may have led to 
engendered defensive or negative attitudes. Open, respectful and constructive conversations are 
key to engaging staff and without them, achieving Inclusion and Diversity in any meaningful way is 
impossible. 
 

 

  



Can you list any policies or procedures from your workplace that you believe assist 

with supporting diversity and inclusion in your workplace? 

The highest identified policies included Equal Employment Opportunity policies, Code of Conduct 
and Workplace behaviour policies. There were over 40 individual policies and variations of similar 
titles listed with many being mentioned multiple times by separate respondents. Where 
respondents are able to demonstrate policies or an ethos within their library or council, comments 
included the ‘need to go further’, ‘we are here for everyone’ and ‘a staff that proactively supports 
diversity and inclusion is much more important than documents that may not be followed’. 

The results were to focus on the D&I of the public library workforce with responses indicating that 
statements and recruitment policies do support the ability to recruit accordingly with further 
recognition that this is not always possible. There was strong sentiment towards how current 
recruitment processes are limiting and the industry can be quite competitive, especially for those 
who are not able to or interested in gaining relevant qualifications. Respondents’ comments include: 
‘our procedures & approach could improve to target / make it easier to hire diverse employees’ and 
‘employing more disabled people, people from diverse cultures’ recognising that some diverse 
communities can be restricted by language, culture or ability to apply through existing channels. A 
common theme throughout responses indicated an awareness of mentions of D&I in position 
descriptions, advertisements or statements on websites, but this was stated as not being proactive 
enough. 

Where participants responded with no or not much knowledge, there were those that were 
prepared to ‘go and look them up’, couldn’t name any ‘off the top of my head’ or acknowledged 
there was ‘not a direct policy but a commitment…’ This is highlighted in the low response from some 
Local Government Authorities (LGA) that indicate more work may be required to communicate to 
library staff on what D&I means to their service (refer to Appendix 3 for LGA breakdown of this 
question). Further investigation can provide insight into what library staff need to be informed or 
what may not be in place to support diversity in a specific workplace. Some respondents identified 
recruitment in their workplace did not discriminate against age, gender or religion, with positions 
allocated according to skill and experience, and with a compulsory gender mix of interviewers for 
the interview panels. Further, some respondents reiterated there are current policies in place to 
encourage workforce diversity, but this is not enough if they were not read or encouraged to be 
used by managers and staff themselves.  

Each Victorian LGA was represented in its staff (participants of this questionnaire) identifying policies 
or training that supports diversity and inclusion in their workplace. Responses varied from North & 
West Melbourne with 26% (106) to the Hume Region 1% (5) and Gippsland 2% (6) in providing data. 
Though results differed amongst the LGAs, for the purpose of this research project, it is reassuring 
that there is workforce engagement within the space of diversity and inclusion. This insinuates the 
library industry has interest and intention to evolve its workplaces, although it was clear from some 
responses that they believed there was more effort needed in the industry to recruit in diversity, 
even where there are policies in place specifically for recruitment and selection.  

 

 
 
 



 
Both the North & West Melbourne (Banyule, Brimbank, Darebin, Hobsons Bay, Hume, Maribyrnong, 
Melbourne, Melton, Moonee Valley, Moreland, Nillumbik, Whittlesea, Wyndham, Yarra) and 
Southern Melbourne (Bayside, Casey, Cardinia, Frankston, Glen Eira, Greater Dandenong, Kingston, 
Mornington Peninsula, Port Phillip, Stonnington) have municipalities with highly diverse 
communities indicating a heightened awareness by library staff for the need to recognise this in their 
workplace. 
 
A smaller response from regional areas could be improved through a local and targeted survey to 
provide targeted and intentional education, communication and consultation process (refer to 
Appendix 4 for a copy of the questionnaire used). While 15% of respondents did not identify the LGA 
within which they work, this may have been in response to other questions within the survey and 
not only whether they were aware of policies in their organisations or not.  
 

Local Government Area Number 

North & West Melbourne  106 

Grampians  15 

Eastern Melbourne 43 

Barwon-South East 62 

Loddon Mallee 12 

Gippsland 6 

Southern Melbourne 90 

Hume Region 5 

No response 61 

 400 

 
 
 

 



 
Overall, less than half (40%) the respondents listed at least one policy, training opportunity or were 
aware of the Council ethos to support diversity and inclusion. The most common policies listed 
included Equal Opportunity, Code of Conduct and recruitment policies. The remaining 60% were 
unable to provide details of the policies they were aware of with 44% not providing a response at all. 
This gap in knowledge varies between LGAs with North & West Melbourne (59%) having the largest 
response for known policies and documentation. 
 
For the purpose of this data, where respondents answered ‘Yes’, some were also able to provide 
multiple policies and or were aware of training available; thus, the data collected was collated as one 
response. Specifically, a staff member's awareness of training is a positive indicator that their 
organisation supports diversity and inclusion and are able to seek further training as they need or 
are directed.  
 
Those who indicated a lack of awareness of policies included explanations such as the following:   

● it does not affect their own daily work 
● policies focus on the customers 
● staff do great work at making customers feel welcome anyway  
● listing programs and positions within the organisation supporting diversity and inclusion  

 

Responses Number 

Yes 110 

Aware of training available 6 

Aware of council ethos or expectation 42 

Not Sure 5 

No response 177 

No 60 

 400 

 
 

n=339 



 
 
Of the 339 respondents that identified their LGA, North & West (62) and Southern Melbourne (90) 
provided the highest responses and an indication of knowing of policies, training or Council ethos in 
their area. Only North & West Melbourne staff (59%) indicate that more than half are aware of the 
work their LGA provides to support inclusion and diversity.  
 
Note: Not reflected here are LGAs identified as no response. 
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Barwon-South 
East 26 4 0 0 22 10 62 

Eastern 
Melbourne 12 5 0 1 18 7 43 

Gippsland 1 1 0 0 4 0 6 

Grampians 5 1 0 0 6 3 15 

Hume Region 3 0 0 0 2 0 5 

Loddon 
Mallee 4 0 0 0 5 3 12 

North & West 
Melbourne 38 19 5 2 29 13 106 

Southern 
Melbourne 15 13 1 2 36 23 90 

No LGA 5 0 0 0 55 1 61 

              400 

 

  



Conclusion and Recommendations 

When discussing ‘who do we think we are?’ it is clear that diversity within the Victorian Public 

Libraries workforce has much room for improvement.  It is not representative of our minority 

communities and is a place where the preservation of the industry stereotype ‘older white female 

with a library qualification’ continues to preside. Pockets of diversity exist, as indicated by the 

myriad of qualifications and functional background experience held by staff, and in age, but it does 

not translate to a safe and inclusive workplace where staff feel they belong. Furthermore, the 

demographic diversity that exists, and is often the visible marker for our communities, is only found 

in casual or entry role positions, presenting gaps amongst the roles that hold decision making power. 

Building a diverse workforce that is representative of minority communities would transcend a 

verbal statement of being a welcoming and safe space, to being a discernible commitment to 

delivering these as priorities for public library staff and the community. From the view of improving 

core function and participation (which is a strategic priority identified in the Public Libraries Victoria 

Four Year Strategic Plan 2019-2022 - Goal 2.0), to greater community development and wellbeing, 

better economic outcomes and more sustainable business practices, having a diverse workforce 

leads to success at every turn. Crucial to the continued success of public libraries has been the ability 

to adapt to various fluxes and reinvention of identity across time.  Increasing diversity in the 

workforce will only build capacity for greater resilience into the future. 

To this end, the following recommendations can be made: 

Educate and engage. There is a clear need for diversity education and training in the workplace. 
Public library leadership teams should be encouraged to provide staff training that encompasses 
diversity in all of its forms and plant the seeds for inclusion. The education should be accompanied 
by appropriate opportunities for engagement and conversation, both formal and informal. PLV could 
identify organisations and or accredited training providers available in all regions as community-
specific training can be particularly nuanced. 

Improve recruitment practices. Public Libraries Victoria and State Library Victoria to help develop 
framework templates to accommodate fair and legitimate recruitment practices for hiring diverse 
minorities and demographically relevant representatives of communities where required. Identify 
current roadblocks for minority communities to enter the sector and create actions to address and 
reduce these. 
 
Redefine and recalibrate. Have an open conversation about qualifications. A firm acknowledgment 
of the broader understanding of the skills needed to deliver a modern public library service and 
paying credit to the job-relatedness of functional background is required.  Tertiary degree or 
qualifications that are offered need to be relevant to contemporary library practice so that the 
nuances of library specific knowledge are not lost but can be integrated with the concepts and 
practices that make public libraries “modern” in society today.  

 
Reward best practice. Inaugurate a “Brilliance Award” through ALIA to celebrate and name 
organisations, individuals and groups who work for continuous improvement in this space which 
would make an impact on colleagues, community, organisation and the sector. 

With the closing of this report, there is a gap that calls for greater research into the impact of 

diversity reflected in public library practices which could markedly improve industry knowledge to 

inform greater advocacy and change in this space.  

 

 



 

Appendix 1  

Methodological Paradigm 
The methodological paradigm that informs the research project is post-positivist (O’Leary,2007; 

Wheeldon & Åhlberg,2012),underpinned by phenomenology (Crotty, 1998; Gray, 2014).The post-

positivist paradigm is the most appropriate for this research project because it’s an attempt to study 

not only individual responses from the questionnaire  but also to derive “meaning”(Perri, 2012) from 

the collection of documents in the literature review- also known as documentary research analysis 

method. Further, the post-positivist paradigm recognises multiple truths and infinite complexities 

with a goal of generating new knowledge (O’Leary, 2007) which is one of the aims of this research 

project. More broadly, constructivist and phenomenological approaches to research are both 

relevant to this project as they both posit the individual as sources of knowledge within social and 

cultural realities (Gray, 2014; Crotty, 1998; Moses & Knutsen, 2012). Individuals engage in and 

understand and shape social constructs, also known as phenomena, to establish meaning (Gray, 

2014). These post-positivist paradigms acknowledge human agency, varying interpretation of reality, 

and the diversity of individual experience to influence social constructs (Sulkunen, 2008; Moses & 

Knutsen, 2012). 

 

 

  



Appendix 2 

Charts and Datasets for Q26 (sorted by LGA): positive, neutral, negative or unknown 
Barwon South West: 51 total responses; 11 others with this LGA skipped this question 

 

Response Type Number 

Positive 35 

Neutral 3 

Negative 5 

Unknown 8 

 

 

 

 

 

Eastern Melbourne: 34 total responses; 9 others with this LGA skipped this question; 2 contained 

both positive and negative aspects 

  
 

Response Type Number 

Positive 22 

Neutral 1 

Negative 7 

Unknown 4 

 
 

 

  



Gippsland: 5 total responses; 1 other with this LGA skipped this question 

 

 

Response Type Number 

Positive 4 

Neutral 0 

Negative 0 

Unknown 1 

 

 

 

Hume Region: 5 total responses 

 
 

Response Type Number 

Positive 4 

Neutral 0 

Negative 1 

Unknown 0 

 
 

 

Loddon Mallee: 9 total responses; 2 others with this LGA skipped this question; 2 contained both 

positive and negative aspects 

 

 

Response Type Number 

Positive 5 

Neutral 1 

Negative 3 

Unknown 2 

 

 



 Grampians:  12 total responses; 1 other with this LGA skipped this question; 1 contained both 

positive and negative aspects 

 

 

Response Type Number 

Positive 9 

Neutral 2 

Negative 2 

Unknown 0 

 

 

Southern Melbourne: 73 total responses; 17 others with this LGA skipped this question; 3 

contained both positive and negative aspects 

 

 

Response Type Number 

Positive 46 

Neutral 10 

Negative 11 

Unknown 9 

 
 

 

North and West Melbourne: 86 total responses; 20 others with this LGA skipped this question; 6 

contained both positive and negative aspects 

 

 

Response Type Number 

Positive 59 

Neutral 10 

Negative 15 

Unknown 8 



Appendix 3 

Charts and Datasets for Q27 (sorted by LGA): Yes, Aware of council ethos or 

expectation, Aware of training available, Not Sure, No Response, or No 
 
Barwon South West: 62 responses 
 

 

Of the 62 respondents in the Barwon South-West LGA, 30 (48%) are able to identify policies, training 
or the council ethos in supporting diversity and inclusion in their workplace as opposed to 32 (52%). 
 
 
 
Eastern Melbourne: 43 responses 

 

 
Of the 43 respondents in the Eastern Melbourne LGA, 17 (40%) are able to identify policies, training 
or the council ethos in supporting diversity and inclusion in their workplace as opposed to 26 (60%).  
 
 

Response Type Number 

Yes 26 

Aware of 
training 
available 

0 

Aware of 
Council ethos or 
expectation 

4 

Not Sure 0 

No 10 

No response 22 

Response Type Number 

Yes 12 

Aware of 
training 
available 

0 

Aware of 
Council ethos or 
expectation 

5 

Not Sure 1 

No 7 

No response 18 



 

Gippsland: 6 responses 

 

 

 

 With a low response of 6 respondents in the Gippsland LGA, 2 people (33%) are able to identify 
policies, training or the council ethos in supporting diversity and inclusion in their workplace as 
opposed to 4 (84%).  

 

Grampians: 15 responses 

 

 

 
 
Of the 15 respondents in the Grampians LGA, 6 (40%) are able to identify policies, training or the 
council ethos in supporting diversity and inclusion in their workplace as opposed to 9 (60%).  
 

Response Type Number 

Yes 1 

Aware of 
training 
available 

0 

Aware of 
Council ethos or 
expectation 

1 

Not Sure 0 

No 0 

No response 4 

Response 
Type 

Number 

Yes 5 

Aware of 
training 
available 

0 

Aware of 
Council ethos 
or expectation 

1 

Not Sure 0 

No 3 

No response 6 



Hume Region: 5 responses 

 

 
 

Of the 5 respondents in the Hume LGA, 3 (60%) are able to identify policies, training or the council 
ethos in supporting diversity and inclusion in their workplace as opposed to 2 (40%).  
 
 

Loddon Mallee Region: 12 responses 

 

 

Of the 12 respondents in the Loddon Mallee LGA, 4 (33%) are able to identify policies, training or the 
council ethos in supporting diversity and inclusion in their workplace as opposed to 8 (67%).  
 
 

Response 
Type 

Number 

Yes 3 

Aware of 
training 
available 

0 

Aware of 
Council ethos 
or expectation 

0 

Not Sure 0 

No 0 

No response 2 

Response 
Type 

Number 

Yes 4 

Aware of 
training 
available 

0 

Aware of 
Council ethos 
or expectation 

0 

Not Sure 0 

No 3 

No response 5 



North and West Melbourne: 106 total responses 

 
 
 
Of the 106 respondents in the North and West Melbourne LGA, 62 (59%) are able to identify policies, 
training or the council ethos in supporting diversity and inclusion in their workplace as opposed to 
44 (41%).  
 

 
Southern Melbourne: 90 responses 

 

 
 

 
Of the 90 respondents in the Southern Melbourne LGA, 29 (32%) are able to identify policies, 
training or the council ethos in supporting diversity and inclusion in their workplace as opposed to 
61 (38%).  

Response 
Type 

Number 

Yes 39 

Aware of 
training 
available 

5 

Aware of 
Council 
ethos or 
expectation 

18 

Not Sure 2 

No 13 

No response 29 

Response Type Number 

Yes 15 

Aware of 
training 
available 

1 

Aware of 
Council ethos or 
expectation 

13 

Not Sure 2 

No 23 

No response 36 



Appendix 4  

Copy of Who do we think we are? Survey 
 

Questionnaire: About You and Your Workplace- Who do we think we are? 

 

Insert why your organisation is choosing to conduct this questioning and engagement process with 

your staff members - align it with your workplace mission statements, organisational values and the 

“why” as part of future intentions and outcomes of results from what is received from your 

employees.  

 

Remember: research has shown that having a workforce balanced with staff from all walks of life 

contributes to the sustainability and success of the workplace. For the public library sector, this 

success leads to better outcomes for the community, as they feel recognised and represented within 

our service. 

 

*** 

 

Firstly, we would like to collect some demographic information 

  

Please select your age range: 

- 15-18 

- 19-25 

- 26-35 

- 36-45 

- 46-55 

- 56-65 

- 66 and over 

 

What is your preferred gender identity/expression? 

- Woman  

- Man 

- Genderqueer or non-binary 

- Prefer not to answer 

- Not specified above (please specify: ______________ ) 

 

What is your sexual orientation? 

- Asexual 

- Bisexual/pansexual 

- Gay 

- Heterosexual/straight 

- Lesbian 

- Queer 

- Prefer not to answer 

- Not specified above (please specify: _______________)  

 

 



In which country were you born? 

______________________________________________ 

 

With what cultural background do you identify? 

_____________________________________________ 

 

Are you of Aboriginal/Torres Strait Islander origin? 

- Yes, Aboriginal 

- Yes, Torres Strait Islander 

- No 

 

Are you a person living with a disability? 

- Yes 

- No 

 

Does your disability require workplace adjustments or equipment? 

- Yes 

- No  

- Prefer not to answer 

 

Is English your first language? 

- Yes 

- No 

 

What language(s) do you speak at home? 

_________________________________________ 

 

 

Are you a parent or caretaker of children? 

- Yes 

- No 

 

Are you a caretaker of adults? 

- Yes 

- No 

 

Do you identify with any of the following religions? (Please select all that apply.) 

- Catholicism 

- Anglicanism 

- Christianity 

- Islam 

- Hinduism 

-  Buddhism 

- Judaism 

- Non-religion (inc. Agnosticism and Atheism) 

- Other ___________ 

- Prefer not to answer 



 

Thank you for your responses. We are now seeking information about your education and 

professional experience 

  

Which of the following best describes the position you hold in your workplace?  

- Library officer 

- Library technician 

- Librarian 

- Team Leader/Branch Manager 

- Coordinator (Band 7 or above) 

- Library Director/Manager/CEO 

- Other_________ 

 

Which statement best describes your work status? 

- Full time, permanent 

- Full time, temporary 

- Part time, permanent 

- Part time, temporary 

- Casual 

- Other (please specify:_____________________) 

 

How long have you worked in the public library sector? 

- Less than a year 

- 1-2 years 

- 3-5 years 

- 6-10 years 

- 11-15 years 

- 16-20 years 

- More than 20 years 

 

 

What qualifications do you hold in library/information management? Tick all that apply. 

- Certificate IV 

- Diploma 

- Undergraduate degree 

- Postgraduate degree 

- Masters 

- PhD/Doctorate 

- No qualifications 

- Other (please specify): ____________________________ 

 

Do you have a certificate or diploma in another discipline? 

- No 

- Yes (please specify): _________________________ 

Do you have an undergraduate degree in another discipline? 

- No 

- Yes (please specify): _____________________________ 



 

The following section invites you to share, as much as you would like, in your own words about how 

you identify, your personal experience with belonging and diversity in your current workplace and 

also about perceptions of diversity in your workplace.  

 

Please select one: 

 

On a daily basis I feel like I belong in my workplace: 

o   strongly agree 

o   agree 

o   neither agree nor disagree 

o   disagree 

o   strongly disagree 

 

I feel like I don’t belong in my workplace when what makes me “me” (my politics, beliefs, religion, 

etc) becomes a point of conversation, contention or judgement: 

o   strongly agree 

o   agree 

o   neither agree nor disagree 

o   disagree 

o   strongly disagree 

 

When I speak up in my workplace about issues around equality, diversity, inclusion or accessibility, I 

feel heard and/or valued: 

o   strongly agree 

o   agree 

o   neither agree nor disagree 

o   disagree 

o   strongly disagree 

  

Open response: 

When thinking of the diversity of your workplace (considering age, ethnicity, culture, religion, 

disability, gender preference, professional experience and qualifications), how would you describe 

your workplace? 

  

  

  

  

How do you see yourself perceived by others in your workplace? 

  

  

  



  

How do you think your community feels about how much you, i.e. the library staff, reflect them? 

  

  

  

  

Can you list any policies or procedures from your workplace that you believe assist with supporting 

diversity and inclusion in your workplace? 

 

 

 

 

We thank you for taking the time to fill out this questionnaire. Your responses will enrich our 

library’s goals for improving diversity and inclusion in our workplace. 
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