
 

 

 

 

Questions 

The Archivist's Task Force on Racism was chartered to identify recommendations to 
internal and external systems, policies, processes and procedures in support of an 
equitable environment. This is where we need your help. This tool was created to 
help identify concrete actions we can take together. 

1 Start by selecting a category for your suggestion below. 

2 Have you already shared this recommendation for action in another forum? 

3 What actions do you recommend to improve [Summary of Selected Issue]? 

4 
Help us understand the actions you recommend above with a summary of the problem 
the action will improve. 

Unique to Archivial Dscription Theme 5 
What process do you recommend to ensure we continue to guard against racist or 
offensive language in the Catalog? 

Unique to Archivial Dscription Theme 6 
What statements, guidance, or other documented information from other institutions that 
would be helpful for us to review during this process? Please share the link: 

7 This is anonymous. However you can add your name if you like 



imestamp theme sha ed ac ion reco 

10/23/2020 13: 8 18 Museums First Time 

(b) (5)
First Time The A chivist of the Uni ed S ates has made, through this Task Force, a b anket sta ement which makes the c aim that their is system c racism  throughout the National Archives and Records Administration. This s a salacious charge. 

1) t s il egal in the Un ted States of America, for any government agency, or private company, to hire or fire based on a person's race. The efore, there is no sys emic acism. 

2) f there are peop e who have had complaints made against them because of rac st act ons, those individua s must be reprimanded and not the en irety of the Na ional Archives and Records Administ at on. 

I my over 0 year work history, I have never had a complaint against me because of rac sm. I find AOTUS' sta emen s - and this Task Force - o fensive. 

The Nat onal Archives and Records Administration is no p ace for Social Justice Warr ors o gain and wie d power. 

I have already repor ed this Task Force to the proper gove nment channels. 

(b) (5)

10/27 2020 9:33:57 Emp oyee Exper ence First Time 1) C eate an emp oyee men orship p ogram.  I've seen too often  qua if ed BIPOC individuals not be given opportun ties, support, and most of a l encouragement to advance.  I know that the Government s an equal opportunity employee, but I don't think there is anything wrong w th approaching a sta f member to encourage 
them to apply for a posit on.  When th s doesn't happen, the usual types of peop e get promoted. In addit on, o a men orship prog am, 2) management shou d d scuss how they can encourage qual fied people to apply for jobs so that the agency can have the best and most diversif ed emp oyees in the r ght posi ions. 

First Time 

First Time Simply put, NARA has a cu ture prob em. NARA people are not nice, not profess onal, and everyone is jea ous of someone.  Please no more annoying part es and cutesie photo contes s or baking compe it ons. Grow up. T eat peop e with respect, like adu ts, in a pro essional manner. Diversity and Inclus on means treating 
peop e respectfu ly, f you can do that across the board, diversity and inclus on w ll improve. 

First Time 

First Time 1. Support PAID internships to train students to become professiona s in the various fields covered by NARA. Giving students an income wh le they earn w ll al ow for a more diverse group of in ernship candidates. 

2. Proactively adver ise NARA job openings and in ernships in HBCUs, commun ty job centers, and other p aces that suppo t diverse popu a ions. 

3. Bu ld in promot on potential to a l jobs. Re-think how promot ons a e given from their more-or-less automat c way o only give them when they a e truly dese ved. Give people who show potential the chance to move up. f government regulations prohib t th s, bui d in mo e m d- evel jobs so that people who have introduc ory 
jobs have a natural pathway up. I've been hearing for yea s that NARA s trying to do th s but I've yet o see th s rea ly come to frui ion. 

First Time 

Sha ed to 
ICN 

I wou d like to see be ter training on unconscious bias and customer service o improve our interac ions w th each other and our customers, ike taking the Harvard Impl cit Bias test. I've noticed distinct ons in how resea che s of color are treated by archival s aff and, in many cases, the tone and exp anation is unwe coming. 
Researchers of co or are overpol ced, sc u inized mo e, wa ched more, and assumed to not be as knowledgeable when they enter our resea ch rooms. 

First Time More transparency! 
Meaning linking job announcement with posi ions al owed by the Freeze board or announced to be coming down the pipe, showing f they were inte nal only, mer t based, or open to the public, how many app icants appl ed, and how many made it to the interv ew stage. 

Same with detai s. How many people appl ed for a de a l? And more impor antly, especially for large departmen s, can emp oyees apply? There was d scussion on the ICN about employees being o d by their supervisor that they could not apply for a detail. Or maybe igure out how f emp oyees can apply first and get 
pe m ss on 2nd. 

As far as recru tment, talk about how NARA has reached out to local HBCUs to rec u t students or even advocated to host classes on using primary source materials. 

Maybe even get to extreme t ansparency by posting court cases, brought before a local or Federal judge of EEO cases against NARA. Th s does not include EEO comp aints that don't make it to cou t. 

(b) (5)

(b) (5)

(b) (5)

(b) (5)

(b) (5)

(b) (5)

  

    

 

 

 

 
  

 
 

 
   

  
   

  

   
   

  
 

 

 
  

 
 

 

 

     
  

 

 

  
   

 

 

  

 

 

 
  

   

 
  

 

prob summary 

I DEMAND THE BREAK UP OF TH S TASK FORCE MMEDIATELY. 

Al ow ALL staff members to apply for the task force and se ect staff members randomly 
unt l the desi ed number of part cipan s is reached. I feel ike barring sta f membe s ;who 
received ow atings, also e iminates a group of staff membe s who may have egi ima e 
concerns egarding fair treatment w thin the agency. 

see above 
(b) (6)

n a 

n a 

Many students of imi ed means cannot affo d o work for free. Giving pa d internships wi l 
open opportuni ies to them that they could not otherwise a ford to take advantage of. 
When you give more peop e an opportunity to part cipate, you end up with a more diverse 
candidate pool, and have mo e a ent to choose f om. 

It s a shame that peop e who ake GS 5 jobs are o ten pigeon-holed into being stuck at the 
bottom of the NARA adder with no way o move up. I know seve al peop e who have 
taken those jobs in order to just HAVE a job, but they are actually qua if ed by exper ence 
and education for GS 9 or GS 11 wo k. When they prove their worth in the workplace, their 
superviso s wish they cou d promote them, but because of the archaic way things go, 
there's usually no way to promo e a GS 5 to a GS 9. They are stuck having o c imb a 
ladder that may never mate ialize. Th s keeps the agency from deve oping ta ent it already 
has. 

10/27 2020 9:30:35 Divers ty and Inclus on 

10/27 2020 9:32:01 Race Based Harassment First Time (b) (5)

10/27 2020 9:37:16 

10/27 2020 9: 2:15 

10/27 2020 9:5 :00 

10/27 2020 9:5 :03 

10/27/2020 10:03: 3 

10/27/2020 10:08 31 

10/27/2020 10:10 50 

Archival Descript on 

Divers ty and Inclus on 

Museums 

Emp oyee Exper ence 

Museums 

Divers ty and Inclus on 

Emp oyee Exper ence 

archival reco outs de resources name opt 

(b) (5)
What I hope is that by having unconsc ous b as training combined w th customer service 
training that dea s with real scenarios that our archival staff has encountered, it can 
imp ove our customer service, make all resea che s feel we come in our faci i ies, and 
hopefully, improve the way we treat each other by earning to recognize when it's 
happening and how to fix t in the moment o improve the in eraction.  I we come an 
opportun ty to explain further f you would like more c arity. 

The whole emp oyment advancement and promotion thing is wrapped in mystery and 
confusing language. Being transparent and maybe explaining it in simple terms that any 
regular person can understand cou d help peop e who feel trapped in their GS level. There 
are peop e who feel trapped and be ieve they can t get ahead in this agency because they 
are B ack or have a recognized disabi ity or didn't go to co lege or aren't a veteran. 

Reaching out to local HBCUs and Galludet w ll either bring potent al new co leagues in the 
form of co-workers or users. By bringing in more of this group of peop e NARA staff wi l 
have o e ate o individua s of color and gain more expe ience with working w th these user 
groups. 

The ast sugges ion would be to have the uncomfor able opportunity o ook at ourselves 
and our failures. In W se v Ferr iero (h tps: /www.govinfo.gov/content/pkg/USCOURTS-
dcd 1_10-cv-01899/pdf/USCOURTS-dcd-1_10-cv-01899-0.pdf)  we see what does not 
rise to the evel of discriminat on in the workp ace as ar as the courts are concerned. 
Typ cally people want others o have the hard conversations, okay, let s have the hard 
conversat on where it is hard for everyone and no one ge s to s t comfortably, the the 
accuser and not the accused. 

(b) (6)

www.govinfo.gov/content/pkg/USCOURTS


 

   

 

 
  

  

  
 

  

 

 

  
 

   
 

 

   
   

  
    

          

 
   

   

10/27/2020 10:2 : 1 Archival Descript on First Time 

10/27/2020 10:27 02 Archival Descript on Sha ed to 
ICN 

10/27/2020 10:27 30 Divers ty and Inclus on First Time Th s is probably not pract cal, but it wou d be g eat f we could have a way to have a dive se group of people get together, either virtually, or in person, and d scuss these issues. Ignorance of others and the ives they lead. 

10/27/2020 11:19 37 Emp oyee Exper ence First Time RECRUITMENT:  There should be a concer ed effo t to recru t  Afr can Ame icans and other racial minori ies to upper management posit ons. They would, of course, be ecruited from a pool of qua i ied app icants.  NARA a so needs o foster an atmosphere that retains these indiv duals at the agency. 

ADVANCEMENT :  The e needs to be mo e varied opportun ties for advancement for peop e of co or (addit onal training, cou ses, commi ted men ors, matching an employees ski l sets and strengths w th work assignments to help propel them forward etc). It is impe ative o crea e an environment in wh ch emp oyees can 
maintain their st engths and strengthen their weaknesses as it relates o work. Also, hire superv sors who are open-minded, encourage their emp oyees to succeed and foster a sense of inclusiv ty among their staff. 

RECRUITMENT (the prob em): Too few African Amer cans epresen ed in upper 
management posit ons at NARA. 

ADVANCEMENT (the problem): There s a dispar ty at the agency. We  find a 
d spropo tionate number of Afr can Ame icans in Grades 9 and be ow, whereas wh tes are 
largely epresen ed in grades 9 and above. There is a p oblem if someone starts their 
career at a G ade   and retires at a  or 5 or starts at a grade 6 and re ires  at a 6 or 7 or 
when he or she finds t extremely d fficult to move from a grade 7 to 9(and not for a ack of 
trying or applying or having the credent a s). Th s needs to be improved upon and 
remed ed. 

10/27/2020 11:36 36 Race Based Harassment First Time 

10/27/2020 1 :21 23 Emp oyee Exper ence First Time I'd ike to recommend that NARA take a good look at the demographics of i s employees who've been promoted o GS-13 and higher. Locate and/co lect as much anonymized informa ion as possib e about who has the posi ions and who interv ewed but wasn't se ected 

I'd suggest ooking at the in erview panels, too. How varied was the rep esentat on on the panels 

The impress on I have and that I have heard anecdota ly from others is that NARA acks 
diversity in its upper ranks. It seems that the ratio of minor ties to non-minor t es at NARA 
gets more skewed the h gher you ook up the GS adder, so there is a d sproport ona ely 
small group of POCs at the GS-13 evel and above. Having as much actual data as 
possible about these posit ons (and the peop e who apply for, inte v ew fo , and hire for 
these pos tions) would be an impo tant first s ep in comba ting this prob em. 

10/27/2020 1 :53 29 Archival Descript on First Time 

10/27/2020 19:07: 8 Museums First Time 

10/27/2020 21:00 10 Museums First Time 

10/28 2020 6:35:18 Emp oyee Exper ence First Time A diverse workforce needs dive se candidates to make it through the hi ing process. We 
don t see enough diverse candidates in in erv ews. 

10/28 2020 6: 6:13 Emp oyee Exper ence First Time Segment EVS response data acco ding to gender, generation, ethn c ty, geog aphy, e c, where emp oyees have prov ded that data. 

10/28/2020 15:39 58 Emp oyee Exper ence First Time Most of the pos tions or work detai s have lim ted spots and end to be ve y competi ive wh ch eads to some people missing out on growth opportuni ies.  When I worked in RRB I improved my quota's and Mike ca led me in o h s off ce and said there was a detail and I earned the opportunity o be part of the team if I was 
in erested.  I ook the opportun ty and earned new sk l s that con inue o help me with my current pos tion a ter I transfe red to a different department.  At the ime I was my b ggest cr t c even though my quo as improved I didn t eel deserving of career advancement.  I remember asking my peers to teach me dif erent aspec s of 
CMRS and other too s avai able.  I felt like my eads and superviso s had too many peop e to notice my work perfo mance changes but they were paying more atten ion than I thought.  It was that moment that really showed me hard work does pay off and I continued to grow and earn new sk l s.  I feel like f my supe v sor 
Sheena), ead, and Mike hadn't done anything I wouldn't have app ied or more spec a ized posi ions in RRB and I defini ely wou dn't be where I am cu rently. t wasn t just me a ot of my peers had oppo tun ties to spec a ize in different a eas in RRB.  Rejection is a part of li e that many people have to deal with and the fear of 

not being good enough or imi ing our own abi it es makes peop e m ss out on oppo tun ties. 

Ensure the e s an equal oppo tun ty for career advancement and training opportunit es 
ava lab e to anyone who s interested. 

10/28/2020 16:17 0 Divers ty and Inclus on First Time Be more aware of non-inten ional b ases - People tend o sometimes g avitate toward people w th commona i ies. I don t think people rea ize that they are excluding or making people uncom ortable.  To just be more open and aware and not feel gui ty about acknowledging it is a prob em. 

anonymous 
10/30/2020 11:31 0 Archival Descript on First Time 
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10/30/2020 11:32 06 

11/2/2020 12:51:21 

11/2/2020 15:15:35 

11/2/2020 16:06:20 

11/2/2020 16: 0:05 

11/2/2020 16: 9:18 

11/2/2020 17:05:38 

11/2/2020 17:11:23 

11/2/2020 17:16:23 

11/2/2020 17:3 :0 

11/2/2020 17:38:23 

11/3/2020 7 01:52 

11/3/2020 7 03:05 

Museums 

Emp oyee Exper ence 

Archival Descript on 

Emp oyee Exper ence 

Emp oyee Exper ence 

Emp oyee Exper ence 

Race Based Harassment 

Emp oyee Exper ence 

Museums 

Divers ty and Inclus on 

Divers ty and Inclus on 

Divers ty and Inclus on 

Emp oyee Exper ence 

(b) (5) (b) (5)
First Tim 

First Time 

Sha ed to 
ICN 

Sta f training, possibly cove ing some of the i ems ment oned in this an irac st check ist: 

https:/ docs.goog e com/document/d 1fLOn5hTLtOALsg XL52ufxB a-O tB5qgYZK2RUS1Us/ed t 

The eason I ike the training aspect s that it helps w th awareness 

First Time 

Maybe we could sta t an asynchronous educat onal book club  where a spec fic video could be sugges ed and placed on the ICN event log. The event could ink to a post where peop e cou d comment and discuss their thoughts after watching t. Pe haps one ink per week. 

First Time Talk to peop e there to find out what act on tems they're taking and see if that offers any 
ideas for us. 

The eport above ident fies key facto s or recruiting, such as increasing sense of 

Sha ed to 
ICN 

First Time Th s is a general suggestion. Af er a ew months of planning,  I suggest communica ing our on-going comm tment to th s new program( ). 

Task  sounds ike a one ime p oject and then it's behind us. What happens in the coming years and decades after? How are we going to show continuing commitment and improvement -- no mat er who s leading our agency or Human Cap tal? 

Th s one is a keeper.  I'm excited to see this cultural change within our agency. Thank you! 

First Time 

Another idea is or NARA o consider pairing up with col eges and univers ties that have h story, archives, or library sc ence programs and have inte nship p ograms w th those institu ions. 

(b) (5)
(b) (5)

(b) (5)

(b) (5)

(b) (5)

(b) (5)First Time 

I watched a p esentat on on the National Geog aph c s work on original capt ons, and they 
mentioned a process simi ar to the above. It was f om a presen at on on Pa estine during 
SAA 2020. 

(b) (5)
(b) (5)

(b) (5)

(b) (6)

First Time Es abl sh an anonymous adv ce column on the ICN. Have an anonymous orm peop e can submit their ques ion or comment in order to create a safe space for peop e to express an experience or their thoughts and fee ings. 

The input can seed the advice column for recommenda ions on what to do next and can be an online way to o fer a more lasting mechanism for feedback. (Of er an opt on for peop e to leave a name if they'd ike to be contac ed direc ly, the way this form does, so the choice is avai ab e f they d like.) 

Sha ed w th C eate a mento ing program where s aff who want o earn about a part cu ar job can shadow someone and learn about a day in the ife of...  for wha ever ones have an avai able mentor. 
working 
g oup or 
EEO 

(b) (6)

(b) (6)

First Time (b) (5)
First Time How about some advice on, or a forum for, how to open a d scuss on about race ssues in the workp ace and in the arger commun ty? Where questions such as - What does t mean to be an ally?  What everyday things do peop e say and do that are racia ly insensitive, if not racist, without even eal zing and knowing t? How 

can they be pointed out without t being a ca ling out? Or is a ca ling out what it takes to get the message ac oss? 

Plan and then continuously communica e o new and ong time staff that th s is who we are 
- an agency comm tted to improving in these areas. 

Hosting interns of diverse backgrounds s helpful in many ways-- t provides opportun ties 
for the inte ns, but t also provides opportunit es or the staff of the un t where the intern 
works. The more people of diverse backgrounds that we work with, the be ter.  It a so lets 
interns know about the Nat onal Archives as a possib e career. 

(b) (5)

(b) (5)

(b) (6)

(b) (6)

belonging, rep esentat on, academic support, and structure. 

We could offer paid in ernships, mentorships, appearances at univers ties, offer 
scho arships, part cipate in gov programs to reduce student oans, etc. 

I'm env sioning something not un ike the Ask a Manager column here: 
h tps: /www.askamanager org/archives 

Since there were many quest ons after the more recent presen a ions on ace where 
people asked Is this ha rassment? I had th s exper ence, who do I alk to about it?  (and 
more). 

The eason for having a format ike a column is the simi ar to the Histo y Hub and why we 
had seed questions to grow a commun ty. 

If you just sta t w th a great FAQ page (which is sti l valuab e), you miss turning topics into 
a dialogue. t keeps the content f esh. A though sim lar top cs appear repeatedly in both the 
Histo y Hub and the Ask a Manager column, users are sti l engaged and the communi ies 
are growing. 

There could be a mento ing ist, like the Language Ros er where staff are ident fied and 
manage on their own, or could be a speci ic day, ike Take Your Chi d to Work day, that s 
named as a Try On Another Job  day where people sign up for sessions and one-on one 
conversat ons with various staff to learn more about their fields and work. 

(I've ment oned th s befo e but I don t remember whe e - I think verba ly.) 

(b) (5)

(b) (5)
(b) (6)

(b) (6)

(b) (6)

(b) (6)

www.askamanager
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11/ /2020 1 :01:50 Museums First Time 

11/ /2020 1 :15:00 Archival Descript on First Time 

11/ /2020 15:2 :09 Emp oyee Exper ence First Time t was p etty tel ing in an All-Hands meeting last year that emp oyees spoke up to how hard it has been made or people to advance in the agency;.  Whi e the pe son who spoke up was a White woman, those di ficult es have cer ainly been e t by people of co or just the same and even more.  A fel ow employee once o d me the 
Archives was the most rac st agency  in the government.  Of Course, the only way the employee could have known this wou d have been to have worked at every agency.  Sti l, are many other emp oyees given the same imp ess on?  And if so, what can be done o change that?  And ou s de of that person s opinion, it is known 
that the A chives is one of the least desirous agencies to wo k for.  I a so know that the grades at NARA tend o be lower on average than other Federal agencies.  I wonder if these things may be giving emplyees the impress on of rac al bias in the agency.  Th s is concerning; but the real ques ions are: 

1) s NARA wi ling to isten, rather than just pay ip se v ce to complaints?  

2) What wi l be done about the impression of the agency on i s emp oyees (and po ent al employees)? 

3) When w ll something be done?    

If real changes can ake p ace, t can turn things around in a b g way.  I think more 
recruitment and hiring of peop e of color s a great p ace to sta t and w ll begin to make a 
d ffe ence. 

11/ /2020 15:59:25 Emp oyee Exper ence First Time I think that the Task Fo ce on Racism wou d profit by looking into the hiring process that is at play at NARA 
One gets the imp ession by seeing the evidence  if one s s mp y a white pe son, one can advance h s  her career at NARA. his s why highly ta ented people of color, af er 

g y  y g g  mysel )  and encou aged them to leave NARA and go on to pursue their careers away from th s agency. I would say that the records for the people who have been hired in the 
Archiv st 1 20 series within research services at A1 and A2 must be examined for at east the past decade.

 the 
h ring process fair, explain to peop e why hey were not advanced and offer hese peop e 
adv ce on how o improve their app ica ion in the futu e. .in short, INVEST IN YOUR 

11/ /2020 16:16:21 Emp oyee Exper ence First Time NARA would benef t from more diversity in its upper management anks as well as in i s professional a chival side. For example, I recall once the agency made a real conce ted effort by having recruitment alks at ocal HBC's including Howard, Bow e Sta e, Morgan S a e, e c.  which led to some successful rec u tments. 

Need more diverse SES eadership in NARA.  Not sure how to go about this.  Reach out o OPM?  Leadership development?  

Deve op a cohort  focused on boarding under represented staff with other agencies and ins itut ons.  Col eges, universit es, Federal, State and or local agencies. 

11/ /2020 16:16:50 Race Based Harassment First Time Regarding Race-Based Harassment and Diversity and Inclusion, is there a space at NARA that is not the EEOC off ce and not the Off ce of General Counsel for emp oyees to visit  w th rac al concerns? Such a space wou d not (nor could t) eplace EEOC or the Gene al Counsel’s RESOLVE program but could be an 
independent space for emp oyees to go for confiden ial, neutral and impart al informat on about rac al matters. A successful space such as this wou d a low emp oyees to feel heard and empower them by providing op ions avai ab e o them for possib e next steps, a ong with an unders anding of NARA po icies, federal aw, etc. 

11/ /2020 16:22:22 Museums First Time 

11/ /2020 16:58:31 Divers ty and Inclus on First Time 

. The underlying work on dea ing w th rac sm s reconci ing with our past as South Afr ca, Germany and I e and have had to do.  Lets use them as a compass to help do this meaningful wo k at NARA.  Perhaps we can start a forgiveness project that brings all voices to the able to be heard.  Here are some resou ces including 
work done by Desmond Tutu: 

1. Fo giveness project (30 sec overv ew) https //www.youtube.com/wa ch?v=PxkVg5VqkFg 

2. Jack Kornf e d exp ores forgiveness https //greatergood.be keley.edu/artic e item/the_ancient_heart_of_forgiveness 

3. Truth and Reconci iat on Comm ssion from South Africa --Desmond Tutu on Truth and Reconc l at on: https: /b llmoyers.com 201 /12 25/forgiveness-liberating desmond-tutu-healing-nations-racist-past/ 

5. Fo giveness project: https://www theforgivenessproject.com/ 
book: https://www.amazon.com Forgiveness Project Stories Vengeful-Age-ebook/dp B00T3L3VQW 

. Fo giveness in No thern Ire and: facing the truth: https //justdesse tsb og.wordpress.com/201 /03/2 /fo giveness in-northern ireland-facing-the-truth/ 
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EMPLOYEES (b) (5)

Divers ty, divers ty and diversity.  It w ll make NARA even better w th a more diverse 
professional line staff and upper management ref ecting how the country is today.  Having 
more diversity and inclus on helps an agency g ow.  Having more diversity NARA w ll be 
able to count on a wider body of know edge and frankly of l fe exper ences.  That can only 
enrich us as an agency. 

The action wou d a low employees who experience everything from m c o-aggressions o 
a leged rac al d scrimina ion o have a space o go without tr ggering a formal process via 
one s supervisor, the EEOC of ice or even the RESOLVE prog am. Th s space  would, 
ideally, increase understanding and above all, be informal. 
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