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categories such as race and gender, but increasingly can refer to a wider range of 
groupings, including but not limited to age, sexual preference, and disability.3

¶2 Diversity has long been a buzzword in many professions, and law librarian-
ship is no exception. Ethnic and racial diversity, in particular, has been a focus in 
the profession since at least the 1970s.4 Over the decades, concern about this issue 
has been widely reflected in law library literature, American Association of Law 
Libraries (AALL) programming and initiatives, and AALL organizational strategies 
and goals.5

¶3 Despite the attention paid to this issue over the past forty years, there has 
been little noticeable change in levels of diversity among members of the profes-
sion. This is particularly noticeable because of the ever-growing diversity of 
American society. The recent 2010 U.S. Census results have confirmed a substantial 
and continuous nationwide increase in the country’s racial and ethnic minority 
populations, which has led to the labeling of minority groups taken as a whole as 
the “emerging majority.”6

¶4 In her 1998 article, Why Is Diversity Important for Law Librarianship?, 
Yvonne Chandler commented on demographic shifts in the United States, and how 
those shifts would impact law librarianship.7 Today, it is clear that the reality of the 
increasing diversification of the nation has important implications for law librari-
anship and its function as a service profession bridging the gap between library 
patrons and equitable, skillful access to legal information.8

¶5 In light of the changing makeup of the United States population, this article 
seeks to reexamine issues of racial and ethnic diversity in law librarianship.9 It 

 3. Kevin Whitelaw, Defining Diversity: Beyond Race and Gender, nAT’l Pub. rADio (Jan. 13, 
2010), http://www.npr.org/templates/story/story.php?storyId=122327104. Law libraries and other 
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begins by summarizing demographic changes over the past ten years both in the 
United States and in law librarianship, and attempting to rearticulate why diversity 
in the profession is an issue worthy of continuing attention. It then summarizes 
diversity initiatives and efforts by AALL and law librarians to date, and examines 
potential reasons why these initiatives have not been terribly successful in attracting 
minorities to the profession. Finally it reviews, evaluates, and explores practical 
suggestions for recruiting minorities that may, at the least, provide solid starting 
points for ongoing involvement in diversity efforts.10

Changing Demographics

¶6 Over the past several decades, this country has seen dramatic shifts in the 
racial and ethnic makeup of its population. Results from the 2010 U.S. Census 
showed that racial and ethnic minorities (those who reported their race and ethnic-
ity as something other than “non-Hispanic White alone”) now constitute a signifi-
cant percentage—thirty-six percent—of the national population, marking a five 
percent increase since 2000.11 While the total population increased nationwide by 
9.7% in that decade, the vast majority of this growth occurred in racial and ethnic 
minority groups.12 Minorities overall grew in number from 86.9 million to 111.9 

minority groups—such as those based on gender, sexual orientation, and age—have recently gained 
increased attention in the profession. See, e.g., Greta Boeringer, Men in Law Librarianship, AAll 
sPecTrum, Oct. 1999, at 36; Lauren M. Collins & Elizabeth A. Yates, What’s In a Name? A Gen Xer and 
Gen Yer Explore What It Means to Be Members of Their Generations in the Workplace, AAll sPecTrum, 
May 2008, at 24; Elvira Embser-Herbert, 
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million between 2000 and 2010—a twenty-nine percent increase.13 This massive 
growth in minority populations occurred throughout most of the country.14

¶7 Non-Hispanic whites, in stark contrast, experienced a mere one-percent 
increase in their population (from 194.6 million to 196.8 million).15 In all regions, 
the growth for this group was at best insignificant compared to minority growth.16 
The “White alone” population was furthermore the only racial group to actually 
decline in its proportion of the total U.S. population (from 69% to 64%).17 In line 
with these drastic demographic shifts, the U.S. Census Bureau has predicted that 
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law school students interested in law librarianship. About twenty minority librari-
ans were matched with mentors.”50

¶21 Among efforts by AALL regional associations and committees is the 
Southern California Association of Law Libraries (SCALL) Inner City Youth 
Internship Program, which aims to familiarize inner-city high school students with 
the law by providing them with paid law library work experience.51 Between 1993 
and 2008, the program placed 180 students in internships at forty host sites; those 
sites hired twenty-five of those students after they completed their internships.52

¶
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percent of those admitted.68 Between 2000 and 2010, the program’s percentage of 
minority enrollments generally remained below twenty percent.69

¶28 Minorities in library and law library programs may be low in number for 
several reasons. One is a lack of minority faculty in these programs. Having a 
diverse faculty is a key factor in successfully attracting minority students to library 
science graduate programs.70 Faculty can serve as role models, mentors, and career 
advisors to these students once they are enrolled in a graduate program.71

¶29 The influence of family, culture, and environment can also have a particular 
effect on minority students’ graduate school choices, potentially deterring minority 
students from choosing a career in librarianship. The family is the primary support 
system in most minority groups, helping minority students to develop self-esteem 
and maintain their racial, ethnic, and cultural identity.72 As a result, these students 
tend to rely more heavily on their families for support and decision making, includ-
ing in their educational decisions.73

¶30 Geography is yet another factor. Studies have shown that library school 
students already traditionally attend programs in their own states,74 and minorities’ 
heavier reliance on family support may lead to students’ families encouraging them 
to attend graduate school close to home.75 (It should be noted, however, that a 
recent increase in the number of distance education and online library programs in 
the United States may lessen the impact of this factor.76)

¶31 Another issue is the lack of available or sufficient financial aid for many 
students. Higher education is notoriously expensive; a consistent rise in tuition and 
fees (and other expenses) in recent years, due to decreased state funding and infla-
tion, puts college and graduate education out of reach for many poor and middle-
class students. One survey has shown that minority students drop out of college for 
financial reasons more often than their white peers.77 Where library education is 

 68. Id.
 69. Univ. of Wash., Law Librarianship Alumni by Year of Graduation with Minority Information 
Since 1981, available at http://lib.law.washington.edu/lawlibrarianship/index.asp (login required; 
copy on file with author).
 70. Kim & Sin, supra note 28, at 161.
 71. Chandler, supra note 4, at 552.
 72. Camila A. Alire, It Takes a Family to Graduate a Minority Library Professional, Am. libr., Nov. 
1997, at 41, 41. White students, in contrast, tend to have access to more support system8an <<23(nd )1(t)10(o ha)17(v)16.
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concerned, several scholarships exist that are directed at graduate students who are 
particularly interested in pursuing law librarianship. However, the AALL George A. 
Strait Minority Scholarship appears to be the only one directly targeting minori-
ties. There are also general library school scholarships, such as the ALA Spectrum 
Scholarship, which provides $5000 for eligible minority students to help them 
pursue graduate library studies and to participate in professional activities.78 It has 
been argued that the limited availability of this scholarship hampers its efficacy; the 
eighty full scholarships awarded to minority M.L.S. students in 2007 were “a drop 
in the bucket compared with the 1300 minorities in library school in any given 
year.”79 While the Spectrum Scholarships are an excellent resource, more funding is 
needed if graduate library education is to become financially accessible to more 
minority students.80

Lack of Minority Role Models

¶32 Minimal racial diversity in law librarianship has resulted in a serious dearth 
of role models for those in underrepresented communities who might otherwise 
be interested in pursuing law library careers. Role models are important for attract-
ing ethnic minorities to librarianship. They indicate, for instance, that the profes-
sion is welcoming to diverse groups of people, and they can provide important 
resources for mentorship and advice to newly minted law librarians.81 A lack of 
minority role models by contrast contributes to a pervasive stereotype that librar-
ians in general are “white, old, and unfriendly,” making it an even more unappeal-
ing career choice for minority students.82

Lingering Racism Within the Legal Profession

¶33 Law library literature suggests that historical racism in the legal field—
which in the past resulted in discriminatory hiring practices—has also contributed 
to low diversity in law librarianship.83 Today, most workplaces have nondiscrimina-

example, Asian Americans statistically tend to come from more well-to-do families and graduate in 
greater numbers than their percentage of the population. African Americans and Latinos, on the 
other hand, tend to come from lower-income families and have correspondingly lower graduation 
rates. Id.
 78. Spectrum—Scholarship Overview, Am. librAry Ass’n, http://www.ala.org/offices/diversity 
/spectrum/scholarshipinformation (last visited May 25, 2012).
 79. Greiner, supra note 77, at 36. Greiner advocates dropping the M.L.S. requirement from 
entry-level librarian jobs altogether, believing that this is the only real way to make the profession 
more accessible to interested members of racial minority groups who are unable to afford the neces-
sary education.
 80. Totten, supra
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graduates do not pursue any field of librarianship, preferring instead to find 
higher-paying management positions or other jobs in private industry.95) As AALL 
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library associations, such as ALA, have generally “commit[ted] increased resources 
to recruitment” of individuals from diverse backgrounds.101 ALA, for instance, 
operates not only a Committee on Diversity,102 but also an Office for Diversity, 
which “serves as a clearinghouse for diversity resources and a focal point for admin-
istering and fostering diversity as a value and key action area of the Association.”103 
Diversity is also notably listed as a “key action area” within the organization’s over-
all mission; these areas serve as “guiding principles for investment of [ALA] ener-
gies and resources.”104 Although these efforts may lead to a few more new recruits 
to law librarianship, according to Howland, “undoubtedly the vast majority will 
enter public and general academic libraries.”105

¶40 In contrast, AALL’s diversity efforts are mainly carried out through its 
Diversity Committee and its minority caucuses. Law librarian George Jackson once 
advocated creating a position within AALL similar to the ALA Office for Diversity. 
He believed that an AALL Diversity Officer could help to centralize diversity 
recruitment efforts, which Jackson perceived as “somewhat disjointed.”106 No such 
position has materialized within AALL to date. Also, unlike ALA, neither AALL’s 
mission nor the current version of its Strategic Directions—which define the orga-
nization’s core purpose and values—addresses diversity much beyond the stated 
goal of “[d]evelop[ing] specialized educational programs addressing the diverse 
needs of members.”107 It should be noted, though, that ALA is a much larger orga-
nization than AALL, with correspondingly greater resources at its disposal for 
addressing diversity issues.108

¶41 Finally, diversity in law librarianship may struggle with a common misper-
ception among some library students that in order to be a law librarian, a law 
degree is required.109 For those students thinking of entering a library science 
graduate program, or who are already enrolled in one, this perceived requirement 
would surely deter those who cannot afford the extra time and expense necessary 
to obtain yet another graduate-level degree.

 101. Howland, supra note 95, at 28.
 102. Committee on Diversity (COD), Am. librAry Ass’n, http://www.ala.org/ala/mgrps 
/committees/ala/ala-minconcul.cfm (last visited Apr. 22, 2012).
 103. Office for Diversity, Am. librAry Ass’n, http://www.ala.org/offices/diversity (last visited 
Apr. 22, 2012).
 104. Key Action Areas, Am. librAry Ass’n, http://www.ala.org/ala/aboutala/missionhistory 
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Time and Budget Constraints Within AALL

¶42 In some cases, available resources simply have not existed to allow AALL to 
fully follow through on certain well-intentioned efforts to increase diversity. These 
resources include both time and money. In 1992, for instance, AALL was unsuc-
cessful in obtaining financial support for a Minority Internship Program, despite 
vigorous advocacy by association members.110 In another example, in 2009, an 
AALL Developing Law Librarians for the Future Special Committee proposed the 
development of an “AALL Recruitment Ambassadors Program.”111 This program 
would have chosen ten recruitment ambassadors, each responsible for a specific 
geographic region, who would work with local AALL chapters to develop recruit-
ment efforts and to personally conduct some local recruitment activities on AALL’s 
behalf.112 However, this program stalled due to a lack of sufficient funding from 
AALL, as well as a lack of time to develop and manage the project.113

A Paucity of Minorities in Law School and the Legal Profession

¶43 As previously noted, having a law degree is not essential to becoming a law 
librarian; less than twenty percent of law librarian positions require both a law 
degree and a master’s degree in library and information science.114 However, AALL 
recommends obtaining both degrees for those seeking the widest range of possible 
positions.115 Thus, active recruitment of those who are working toward or who 
already have a law degree would seem to be a particularly viable means of increas-
ing diversity. Indeed, exploring alternative legal careers is a popular topic for both 
law students and practicing attorneys, either of which might be a group that is 
particularly receptive to learning more about our profession.116 Many minority law 
librarians have indicated that their career choices were inspired by personal inter-
actions with librarians at their law schools;117 and many respondents to the 2007 
AALL minority member survey first developed their interest in law librarianship 
by working in a library while attending law school.118 In addition, in recent years, 
the number of minority AALL members who are dual-degreed has increased. In 

 110. nicholson, hill & gArces, supra note 4, at 9.
 111. Am. Ass’n of lAw librAries, DeveloPing lAw librAriAns for The fuTure sPeciAl 
comm., finAl rePorT 8–9 (2009), available at http://www.aallnet.org/committee/reports/DLLF 
-FinalReport.pdf.
 112. Id. at 9. These activities would have included, for instance, “annual visits to colleges, 
information school and law school placement staffs, and representation of AALL at job fairs or on 
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1992, twenty-five percent of minority AALL members had both an M.L.S. and a 
J.D.; in 2007, that percentage had increased to thirty-five percent.119

¶44 Yet targeting recruitment efforts at law students and attorneys may not 
solve the diversity problem as easily as might be hoped. The legal profession itself 
has long faced problems with increasing diversity; the American Bar Association 
(ABA) recently asserted that “the paucity of minorities entering the profession is 
one of the most significant problems facing [it] now and in the future.”120 In 2000, 
the legal profession remained about ninety percent Caucasian despite decades of 
initiatives, reports, and goals, and according to the ABA, this figure was not 
expected to vary greatly in the near future.121 Ten years later, in 2010, blacks made 
up only 6.5%, Asians 3.4%, and Hispanics 5.5% of all employed civilians in legal 
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diverse student bodies, and for which the use of affirmative action to recruit 
minorities would be beneficial.135

At the Crossroads: Suggestions for Improving Minority Recruitment

¶50 With a more racially and ethnically diverse nation becoming a growing and 
inescapable reality, it is essential that law librarianship—a profession centered on 
equal and effective access to legal information—not be complacent about diversity 
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Individual members of the profession can contribute to ongoing diversity efforts 
by researching and publishing on potential ways to reach out to the many specific 
minority groups.141

¶54 Youth outreach is another popular and practical minority recruitment sug-
gestion that has recently been featured in law library literature and at Diversity 
Committee symposia at AALL Annual Meetings.142 As previously noted, early 
exposure to law librarianship, including personal interactions with law librarians 
or working in law libraries as students, motivated many to choose this career 
path.143 Children begin to form solid ideas about their intended career paths at an 
early age, even ruling certain careers in or out by the time they enter high school.144

¶55 Programs operating around youth outreach, called “pipeline programs,” 
are already popular in other fields, such as math and the sciences.145 There are dif-
ferent ways that law librarians can develop their own pipeline programs and activi-
ties to reach out to younger minority students, with the goal of instilling in them 
at least an awareness—if not an outright interest—in law librarianship.146 One 
example is outreach to local community organizations that work with minority 
youth, especially those that aim to encourage youth to consider legal careers.147 
One existing program is the Arizona State University (ASU)/South Mountain 
Diversity Pipeline Collaboration, in which the ASU College of Law (in conjunction 

 141. See, e.g., Monique Lloyd, The Under-Represented Native American Student: Diversity in 
Library Science, 2007 libr. sTuDenT J., at [5–6], http://www.librarystudentjournal.org/index.php/lsj 
/article/view/39 (“[Where recruiting Native Americans is concerned], [t]he first step must be to more 
clearly define exactly what population we are discussing, recognizing that there are some profound 
differences between those who live on tribal homelands and those who do not, and between those 
who identify themselves as tribal members and those who view themselves as being of more than one 
race. . . . When we know what works best for each subset we can focus our time, money, and energy 
more productively as we seek to increase diversity in the library community.”); Patterson, supra note 
75, at 182, 183–86 (noting that “[t]he relationship between Native Americans and librarianship is 
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with a local magnet high school) runs several programs designed to promote inter-
est in the legal profession among minority high school students.148 As part of this 
collaboration, the ASU College of Law Library provides an annual tour of the 
library to students from the high school, during which they receive an introduction 
to and hands-on experience with legal research.149 This program also includes the 
provision of college application and scholarship information, and an opportunity 
for the students to meet attorneys and law students.150

¶56 Law libraries could also explore creating paid work programs or internships 
for minority junior high and high school students. Examples include the Cornell 
University Junior Fellows Library Program and the Notre Dame University Project to 
Recruit the Next Generation of Librarians.151 The Cornell program provided eight 
high school students with paid internships in Cornell University libraries, giving 
them practical and valuable work experience along with more exposure to the profes-
sion of librarianship.152 At Notre Dame, as part of a joint endeavor between the main 
library and the law library, minority high school students were hired to perform col-
lege student assistant–level work in various university library departments.153 The 
summer program was expanded in 2004 into the Project to Recruit the Next 
Generation of Librarians (PRNGL), which employed graduating high school seniors 
as summer library assistants, and also provided them with mentoring and tracked 
their subsequent career or education decisions.154 (While most of the PRNGL student 
participants ultimately did not pursue librarianship as a career, almost all gained a 
better appreciation for and awareness of academic librarianship—something that the 
literature has identified as a fundamental struggle in the recruitment of minorities in 
the first place.155)

¶57 Other potential youth outreach options include law librarians’ sponsoring 
or attending career fairs or awareness programs at high schools and colleges, espe-
cially in areas of the country with larger minority populations, and working to 
promote law librarianship as a career option among middle school, high school, 

 148. mArisol DiAz, ouTreAch, PiPeline AnD menToring ProgrAms AT The sAnDrA DAy 
o’connor college of lAw 3 (n.d., 2010?), available at http://www.saltlaw.org/userfiles/Calleros 
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and college career counselors.156 Visiting a school classroom to discuss the profes-
sion with younger students is another accessible method of individual outreach.157 
Law librarians could contact high school and college career or counseling offices, 
offering to be a resource to speak to students who show some interest in the profes-
sion. Or, they could explore potential collaboration with some law schools’ street 
law clinics, in which law students teach high school students about practical legal 
issues.158

¶58 Academic law librarians who work in more diverse areas of the country, 



381ADDRESSING THE “EMERGING MAJORITY”Vol. 104:3  [2012-27]

Conclusion

¶60 It has been suggested that “[f]or all law librarians, the chance to help shape 
the future of the profession by developing future professionals is a source of both 
pride and responsibility.”165 Promoting racial and ethnic diversity in law librarian-
ship is just one way to help shape the profession’s future. It benefits multiple stake-
holders, from law library patrons to library staffs to the field as a whole.166

¶61


