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Abstract:-This study examines the critical role of Strategic Human Resource Management (HRM) 

in transforming Library and Information Centers (LICs) into dynamic learning organizations. As 

LICs evolve from traditional repositories into active knowledge hubs, they frequently encounter 

internal barriers such as siloed knowledge, resistance to change, and a lack of processes for 

retaining institutional expertise. This research investigates how specific HRM practicesincluding 

recruitment for collaborative aptitude, training in knowledge management, performance 

evaluations that reward sharing, and supportive reward systems, can be strategically implemented 

to overcome these barriers. Employing a mixed-methods approach of professional surveys and 

managerial interviews, the study finds that while individual HR practices are pivotal, their success 

is contingent upon a supportive organizational culture fostered by HR. The paper concludes that 

HR must be re-envisioned as a core strategic partner, not merely an administrative function, and 

provides practical recommendations for LIC leaders and HR professionals to cultivate a 

knowledge-sharing ethos and enhance organizational learning. 

Keywords: Human Resource Management (HRM), Knowledge Sharing, Organizational 
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 1. Introduction 

The dawn of the digital age has precipitated a paradigm shift for Library and Information Centers 

(LICs), fundamentally challenging their traditional identity as passive repositories of physical 

collections. No longer defined solely by their shelves of books and journals, LICs are navigating 

an complex landscape characterized by information abundance, rapidly evolving technologies, and 

changing user expectations. Patrons and stakeholders now demand more than mere access to 
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information; they seek synthesis, analysis, and the creation of new knowledge. In response, 

forward-thinking LICs are transforming themselves into dynamic, participatory knowledge 

hubsactive agents in the knowledge ecosystems of their universities, corporations, or 

communities.This transformation positions LICs not as endpoints for information, but as vital 

nodes in a network of knowledge creation and exchange. They are increasingly involved in 

curating digital scholarship, managing research data, facilitating digital literacy, supporting 

scholarly communication, and delivering specialized, value-added information services. This 

elevated role places a premium on the intellectual capital residing within the organization. The 

expertise, experience, and innovative capacity of library staff have become the most critical assets 

for navigating this new environment. The collective knowledge of how to solve complex 

information problems, leverage emerging technologies, design user-centric services, and build 

strategic partnerships constitutes the core competitive advantage of a modern LIC, the field of 

knowledge management (KM)once primarily associated with corporate and consulting 

environmentshas become profoundly relevant to the LIC context. KM provides the frameworks 

and tools for capturing, organizing, sharing, and effectively using an organization's knowledge, 

both explicit (codified in documents and databases) and, more challengingly, tacit (resident in 

people's minds, skills, and experiences). The ability to manage this knowledge effectively is what 

enables an LIC to learn from past successes and failures, adapt to new challenges, innovate in 

service delivery, and ultimately demonstrate its value in an increasingly competitive information 

marketplace. It is within this context that the role of Human Resource Management (HRM) must 

be re-evaluated. If people are the primary vessels of knowledge, then the systems that recruit, 

develop, motivate, and retain those people are inherently knowledge management systems. This 

paper argues that strategic HRM is the essential catalyst for unlocking this potential and enabling 

LICs to fulfill their new mandate as learning organizations. 

 1.2. Problem Statement 

Despite being institutions dedicated to the organization and dissemination of information, many 

Library and Information Centers exhibit a paradoxical failure to effectively manage their own 

internal knowledge. They are rich repositories of vast amounts of both explicit knowledge (e.g., 
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procedural manuals, project reports, collection development policies, research guides) and, more 

importantly, tacit knowledge. This tacit knowledge includes librarians' uncataloged expertise in 

specialized research methodologies, their informal networks of contacts within the academic 

community or industry, their hard-won insights into solving obscure technical problems, and their 

intuitive understanding of user needs and behaviors developed over years of service , this wealth 

of knowledge often remains trapped in organizational silosisolated within individual departments, 

teams, or even single employees. The reference department may possess invaluable insights about 

user queries that never inform the collection development strategy. The technical services team 

might develop efficient new workflows that are not shared with branch libraries. A veteran 

librarian's expertise retires with them, leaving a gap that takes years to fill. This siloing is 

exacerbated by several factors: a historical organizational structure that compartmentalizes 

functions, a lack of technological infrastructure designed for internal collaboration (as opposed to 

external service), and a professional culture that has sometimes prioritized individual expertise 

over collaborative practice. Furthermore, LICs often face a significant challenge of resistance to 

change. The adoption of new knowledge-sharing practices can be hindered by a lack of time amidst 

heavy frontline service workloads, a perception that sharing knowledge is an extra burden rather 

than a core responsibility, and sometimes a fear that sharing unique expertise may diminish an 

individual's perceived value within the organization. The most tangible and damaging 

manifestation of this problem is institutional amnesia caused by staff turnover. When experienced 

employees leavewhether through retirement, resignation, or restructuringthey take with them a 

wealth of unwritten knowledge, relationships, and contextual understanding. The cost of this 

knowledge loss is immense: projects are delayed or repeated, avoidable mistakes are made anew, 

organizational efficiency drops, and service quality suffers. The absence of systematic processes 

for capturing and transferring this critical tacit knowledge means that each departure forces the 

organization to relearn lessons it has already paid to learn. Therefore, the central problem this 

research addresses is the disconnect between the knowledge-intensive nature of LICs' mission and 

the frequent lack of deliberate, structured, and culturally embedded mechanisms to harness and 

leverage that knowledge for organizational learning, innovation, and resilience. This problem 

impedes their strategic agility, limits their capacity for innovation, and ultimately threatens their 
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long-term relevance and sustainability. This paper posits that the solution lies not in a standalone 

technology or a temporary initiative, but in the strategic redesign of the human resource 

management function to make knowledge sharing and continuous learning intrinsic to the fabric 

of the organization. 

       1.3. Research Objectives: 

 To identify the key barriers to knowledge sharing and organizational learning in LICs. 

 To analyze the relationship between specific HRM practices and the enhancement of 

knowledge processes. 

 To propose a strategic HRM framework tailored for LICs to cultivate a sustainable learning 

organization. 

 1.4. Significance of the Study 

This research holds substantial significance for multiple stakeholders within and adjacent to the 

library and information science field. Its value extends beyond theoretical contribution to offer 

practical, actionable insights for enhancing organizational performance and resilience. 

 LIC Administrators and Directors: This study provides a strategic roadmap. Library leaders 

are under constant pressure to demonstrate value, optimize resources, and innovate services. This 

research equips them with an evidence-based framework to leverage their most valuable assettheir 

staffmore effectively. It moves the conversation about knowledge management from a 

technological problem (i.e., which software to buy) to a human and strategic one. Administrators 

can use the findings to champion cultural change, advocate for strategic partnerships with HR 

departments, and justify investments in HR practices that foster knowledge sharing, such as 

mentoring programs or collaborative technology. Ultimately, it offers a pathway to build a more 

agile, innovative, and learning-oriented organization that can better withstand external pressures 

like budget cuts or shifting user demands. 

HR Professionals within the LIS Sector: This study serves to elevate the role of HR from an 

administrative and transactional function to a core strategic partner. It provides HR practitioners 



 

Journal of Interdisciplinary and Multidisciplinary Research (JIMR) 
E-ISSN:1936-6264| Impact Factor: 5.886| 
Vol. 07 Issue 03, March- 2012 
Available online at: https://livejimrjournal.in/ 

 (An open access scholarly, peer-reviewed, interdisciplinary, monthly, and fully refereed journal.) 
 

 

 

Journal of Interdisciplinary and Multidisciplinary Research 

      Email:- researchjimr@gmail.com, https://livejimrjournal.in/ 

  (An open access scholarly, peer-reviewed, interdisciplinary, monthly, and fully refereed journal.) 

 

60 

in libraries, library consortia, and related information centers with a clear mandate and a specific 

toolkit. They can use the findings to audit and redesign key processes: 

       Recruitment: Developing interview protocols and criteria to select candidates who are not 

only technically proficient but also collaborative and inclined to share knowledge. 

       Onboarding: Creating structured orientation programs that actively connect new hires with 

institutional knowledge and key internal networks. 

       Performance Management: Redesigning performance appraisal systems to include 

measurable goals and competencies related to knowledge sharing, mentoring, and collaboration. 

       Training & Development: Implementing targeted training on knowledge management tools 

and techniques, and establishing formal mentorship programs and communities of practice. 

    This research empowers HR to proactively design systems that mitigate knowledge loss and 

build a resilient, future-ready workforce. 

   Policymakers and Funding Bodies: For those who govern and fund libraries (e.g., university 

administrations, municipal governments, corporate management), this study highlights the critical 

link between strategic human capital investment and organizational outcomes. It provides a 

compelling argument for allocating resources not just to collections and technology, but to the 

development of people and knowledge infrastructure. Policymakers can be encouraged to support 

initiatives that build long-term organizational capacity and sustainability rather than just funding 

short-term projects. 

   For the Library and Information Science Profession: This research contributes to the broader 

academic and professional discourse by bridging the fields of HRM, knowledge management, and 

library science. It fills a identified gap in the literature by providing empirical evidence from the 

specific context of LICs. The findings can inform LIS education, suggesting that future librarians 

need competencies not only in information organization but also in knowledge management, 

collaboration, and organizational behavior. 



 

Journal of Interdisciplinary and Multidisciplinary Research (JIMR) 
E-ISSN:1936-6264| Impact Factor: 5.886| 
Vol. 07 Issue 03, March- 2012 
Available online at: https://livejimrjournal.in/ 

 (An open access scholarly, peer-reviewed, interdisciplinary, monthly, and fully refereed journal.) 
 

 

 

Journal of Interdisciplinary and Multidisciplinary Research 

      Email:- researchjimr@gmail.com, https://livejimrjournal.in/ 

  (An open access scholarly, peer-reviewed, interdisciplinary, monthly, and fully refereed journal.) 

 

61 

 1.5. Scope and Limitations 

To ensure focus and clarity, this study is deliberately bounded by a specific scope, and its potential 

limitations are acknowledged transparently. 

Scope: 

   Organizational Focus: The research focuses specifically on three major types of Library and 

Information Centers: 

    1.  Academic Libraries: Those serving universities and colleges, where knowledge sharing is 

critical for supporting research and pedagogy. 

    2.  Public Libraries: Those serving communities and the general public, which act as 

community knowledge hubs. 

    3.  Special Libraries: Those serving specific organizations like corporations, hospitals, law 

firms, or government agencies, where knowledge is directly tied to strategic goals. 

   Conceptual Focus: The core investigation is on the relationship between specific HRM 

practices (e.g., recruitment, training, performance appraisal, rewards) and the outcomes of 

knowledge sharing and organizational learning. 

Limitations: 

   Generalizability across Contexts: The findings may be most directly applicable to the specific 

types of LICs studied and within the cultural and national context where the research is conducted 

(e.g., a specific country or region). The organizational culture, funding models, and professional 

norms in, for example, Scandinavian public libraries may differ significantly from those in North 

American corporate libraries, potentially limiting the direct transferability of all conclusions. 
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2. The Knowledge-Based View of the Library 

The knowledge-based view (KBV) of the firm posits that the primary source of competitive 

advantage and organizational value lies in a firm’s ability to create, manage, and apply knowledge. 

This theoretical lens is profoundly applicable to Library and Information Centers (LICs), which 

are quintessential knowledge-intensive organizations. Their core product is not a physical good 

but processed information and expertise. Their assets are intellectual: the specialized knowledge 

of their staff, their curated collections, and their systems for organizing and providing access to 

information. Within this framework, knowledge assets are categorized as either explicit or tacit. 

Explicit knowledge is formal, codified, and easily communicated through documents, manuals, 

databases, and procedures. Tacit knowledge, a concept heavily influenced by Polanyi (1966), is 

personal, context-specific, and hard to formalize. It encompasses intuitions, insights, practical 

skills, and experiential know-howsuch as a reference librarian’s ability to conduct a nuanced 

reference interview or a cataloguer’s deep understanding of local metadata practices. The central 

challenge for LICs, as for all knowledge-based organizations, is to convert valuable tacit 

knowledge into explicit forms and to facilitate its sharing to prevent organizational amnesia and 

spur innovation. 

2.2. Knowledge Sharing (KS) in LICs 

Knowledge sharing is the social process of exchanging knowledge, experiences, and skills between 

individuals and groups within an organization. It is the vital conduit through which individual 

knowledge becomes organizational knowledge. Nonaka and Takeuchi’s (1995) SECI model 

(Socialization, Externalization, Combination, Internalization) provides a robust framework for 

understanding these dynamics. For instance, a new librarian learning reference techniques by 

observing a veteran (Socialization), then documenting those techniques in a training wiki 

(Externalization), combines this with other best practice documents (Combination), and finally 

integrates this knowledge into their own practice (Internalization). For LICs, effective KS is not a 

peripheral activity but a core driver of service quality and innovation. It enables consistent service 

delivery across desks, reduces redundant work, allows for the rapid development of new digital 
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literacy programs based on past successes, and fosters a proactive rather than reactive service 

ethos. 

2.3. Organizational Learning (OL) Applied to LICs 

Organizational learning is the process by which an organization as a whole acquires, interprets, 

and uses knowledge to improve its actions and outcomes. Argyris and Schön (1978) distinguished 

between single-loop learningcorrecting errors within existing frameworks and policies (e.g., fixing 

a broken acquisition process)and the more transformative double-loop learning, which involves 

questioning and changing the underlying norms, policies, and objectives themselves (e.g., re-

evaluating the very role of the library in research data management). Senge’s (1990) concept of 

the "learning organization"one that facilitates the learning of its members and continuously 

transforms itselfis an aspirational model for LICs. Its five disciplines (systems thinking, personal 

mastery, mental models, shared vision, and team learning) provide a blueprint for LICs to become 

agile institutions capable of adapting to technological disruption and evolving user needs, moving 

beyond merely storing knowledge to continuously learning from it. 

2.4. The Interplay between KS and OL 

The relationship between knowledge sharing and organizational learning is symbiotic and 

foundational. KS is the essential behavioral mechanism that enables OL. Without effective sharing, 

learning remains isolated in individual minds or siloed departments, unable to effect broad 

organizational change. Individual lessons learned from a failed project or a successful service 

initiative have no organizational impact unless they are disseminated, discussed, and incorporated 

into shared practices and policies. OL, therefore, is the institutional outcome of successful and 

widespread KS. It represents the capacity built from accumulated shared knowledge. 

 

 

2.5. Strategic Human Resource Management (SHRM) 
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Strategic Human Resource Management theory argues that a firm’s human resource practices 

should be systematically linked to its overall strategic goals to improve performance. Rather than 

viewing HR as a passive administrative function, SHRM sees it as an active strategic partner. It 

conceives of HRM not as a set of isolated activities but as a coherent, internally aligned systemor 

"bundle"of practices designed to elicit and reinforce the behaviors needed to achieve 

organizational objectives. This strategic alignment is crucial for LICs aiming to become learning-

oriented knowledge hubs. 

2.6. The Nexus of HRM, KS, and OL 

Extensive research in corporate settings has established a clear link between HR practices and 

knowledge-related outcomes. This nexus suggests that HR systems can be deliberately designed 

to create a supportive environment for KS and OL: 

Staffing & Recruitment: Moving beyond assessing only technical skills to selecting candidates 

for their collaborative predisposition, communication abilities, and learning agility ensures new 

hires are inclined to share and absorb knowledge. 

Training & Development: HR can design training not just on library systems, but on KM tools, 

mentoring skills, and by formally establishing and supporting Communities of Practice (CoPs) 

where practitioners can share expertise around common interests. 

Performance Appraisal: This is a powerful leverage point. Incorporating metrics and behavioral 

indicators related to knowledge contribution (e.g., mentoring colleagues, documenting processes, 

participating in CoPs) sends a clear signal that sharing is valued and is a core part of the job. 

Compensation & Rewards: Reward systems must balance extrinsic rewards (e.g., recognition, 

bonuses for team achievements) with intrinsic motivators (e.g., autonomy, mastery, purpose) to 

incentivize the voluntary and often altruistic act of knowledge sharing. 

2.7. Gaps in study 
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While the theoretical links between SHRM, KS, and OL are well-established in for-profit 

management literature, a significant gap exists in its application to the unique context of LICs. 

Most LICs operate in public, academic, or non-profit environments with distinct cultures, reward 

structures, constraints, and missions that differ markedly from private corporations. There is a 

pressing need for integrated models and empirical research that test these theories within the LIC 

sector, exploring how strategic HR can be effectively implemented to overcome the specific 

barriers to knowledge sharing and learning that libraries face. This study aims to address this 

critical gap. 

 The Key Barriers to Knowledge Sharing and Organizational Learning in LICs 

Library and Information Centers (LICs) face a unique constellation of barriers that hinder the 

effective flow of knowledge and impede organizational learning. These obstacles are often deeply 

embedded in the organizational fabric and can be categorized into four primary areas.First, cultural 

and behavioral barriers are often the most significant. These include a pervasive culture of 

knowledge hoarding, where expertise is viewed as a source of individual power or job security 

rather than a shared organizational asset. This is compounded by a lack of trust among staff and 

between staff and management, fear of criticism for sharing ideas that are not fully formed, and a 

strong resistance to change from established, comfortable work routines. Many LIC professionals 

also operate under extreme time constraints due to frontline service demands, leaving little to no 

dedicated time for reflective practice or sharing knowledge with colleagues.Second, structural and 

leadership barriers create systemic impediments. Traditional organizational structures often silo 

departments (e.g., reference, technical services, IT), physically and procedurally isolating teams 

and their knowledge. A lack of clear, empowering leadership that actively champions and models 

knowledge-sharing behaviors signals that these activities are not a priority. Furthermore, the 

absence of formal processes, designated roles (e.g., knowledge brokers), or structured time for 

communities of practice means knowledge exchange is left to chance and individual 

initiative.Third, technological barriers present practical challenges. Many LICs lack integrated, 

user-friendly platforms like intranets, wikis, or collaborative workspaces that make sharing easy 

and efficient. When systems do exist, they are often outdated, clunky, or not compatible with each 
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other, creating frustration and discouraging use. The choice and implementation of technology are 

also frequently made without sufficient input from end-users, leading to poor adoption.Finally, 

individual and motivational barriers play a critical role. Employees vary widely in their innate 

willingness to share, often influenced by personality, previous negative experiences, or a 

perception that sharing is an extra burden not reflected in their job description. Without explicit 

recognition or reward, motivation to engage in these time-consuming activities remains low. 

 The Relationship Between Specific HRM Practices and the Enhancement of Knowledge 

Processes 

Strategic Human Resource Management (HRM) practices are powerful levers for directly 

overcoming these barriers and creating an environment conducive to knowledge sharing and 

organizational learning. The relationship is causal and reinforcing. 

   Staffing & Recruitment: By moving beyond technical skills to hire candidates with 

demonstrated collaborative mindsets, strong communication abilities, and learning agility, HR can 

proactively build a workforce naturally inclined to share knowledge. This addresses cultural and 

individual barriers at the point of entry. 

   Training & Development: HR-designed programs on knowledge management tools, mentoring 

skills, and the facilitation of Communities of Practice (CoPs) provide staff with the necessary skills 

and formal structures for sharing. This mitigates technological and structural barriers by building 

competence and creating official channels for exchange. 

   Performance Appraisal: This is perhaps the most potent tool. By incorporating specific metrics 

and behavioral indicators related to knowledge contributionsuch as mentoring colleagues, 

documenting processes, and actively participating in CoPsHR sends an unambiguous message that 

sharing is a valued and measured core competency. This directly counteracts the lack of incentive 

and demonstrates leadership’s commitment, overcoming motivational and structural barriers. 

   Compensation & Rewards: A balanced reward system that combines intrinsic rewards (e.g., 

public recognition, opportunities for professional growth) with extrinsic rewards (e.g., bonuses, 
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promotions tied to team goals) validates and incentivizes sharing behaviors. This tackles individual 

motivational barriers and reinforces the desired culture. 

 An HRM Framework Tailored for LICs to Cultivate a Sustainable Learning Organization 

A tailored HRM framework for LICs must be integrated, strategic, and practical. It moves beyond 

isolated initiatives to create a self-reinforcing system. 

1. Foundation: Leadership and Strategy Alignment 

The framework begins with securing top-management commitment to champion the knowledge 

vision. HR must partner with library leadership to explicitly embed knowledge sharing and 

organizational learning into the library’s strategic plan, ensuring all subsequent HR activities are 

aligned with this goal. 

2. Core HR System Redesign (The "How") 

   Recruit for Collaboration: Develop behavioral interview questions focused on teamwork, 

curiosity, and past examples of sharing knowledge. 

   Orient for Integration: Revamp onboarding to include assigning mentors, introducing 

knowledge platforms, and immersing new hires in the culture of sharing from day one. 

   Develop for Capability: Implement mandatory KM training and fund the creation and 

maintenance of formal CoPs. Establish a structured mentorship program to facilitate tacit 

knowledge transfer. 

   Appraise for Behavior: Redesign performance evaluation forms to include 360-degree 

feedback and specific, measurable goals for knowledge contribution, making it a significant factor 

in performance reviews. 

   Reward for Contribution: Create a formal recognition program for "knowledge champions" 

and ensure that promotions and bonuses consider an individual’s collaborative efforts and team-

based achievements. 



 

Journal of Interdisciplinary and Multidisciplinary Research (JIMR) 
E-ISSN:1936-6264| Impact Factor: 5.886| 
Vol. 07 Issue 03, March- 2012 
Available online at: https://livejimrjournal.in/ 

 (An open access scholarly, peer-reviewed, interdisciplinary, monthly, and fully refereed journal.) 
 

 

 

Journal of Interdisciplinary and Multidisciplinary Research 

      Email:- researchjimr@gmail.com, https://livejimrjournal.in/ 

  (An open access scholarly, peer-reviewed, interdisciplinary, monthly, and fully refereed journal.) 

 

68 

3. Enabling Environment: Culture and Technology 

HR must advocate for and help create an environment of psychological safety where 

experimentation and even failure are seen as learning opportunities. Furthermore, HR should 

collaborate with IT to ensure the technological tools provided are user-centric and effectively 

support, rather than hinder, collaborative work. 

4. Continuous Evaluation and Adaptation 

Finally, the framework must include a feedback loop. HR should regularly measure the impact of 

these initiatives through employee surveys, metrics on platform usage, and interviews, using this 

data to continuously refine and adapt the strategies. This ensures the framework remains dynamic 

and responsive, cementing the LIC’s status as a true sustainable learning organization. 

 6. Conclusion  

This study set out to investigate the pivotal role of Strategic Human Resource Management (HRM) 

in overcoming barriers to knowledge sharing and fostering organizational learning within Library 

and Information Centers (LICs). Employing a mixed-methods approach, the research confirmed 

that key HRM practicesin recruitment, training, performance management, and rewardsare 

powerful levers for building a knowledge-centric culture. The most critical finding is that a 

supportive environment, cultivated through HR, is the fundamental enabler for these activities to 

thrive.HRM must be re-envisioned as a critical catalytic force, not a peripheral administrative 

function. For LICs to evolve into agile learning organizations, their people strategies must be 

deliberately designed to make knowledge sharing and continuous learning intrinsic, valued, and 

rewarded behaviors. Future research should pursue longitudinal studies to assess the long-term 

impact of HRM interventions, conduct cross-country comparative analyses, and employ action 

research to implement and refine the proposed HRM framework in practice. 
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